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This research aims to explore the effect of transformational, transactional,
and autocratic leadership behaviors on engagement with the focus put on
the mediating roles of psychological empowerment, organizational culture
and job satisfaction, and the moderating effect of agile HRM practices. This
study adopted a quantitative research approach with survey data obtained
from 200 employees from various organizations. The regression analysis
showed that the transformational leadership had the most significant
positive relationship with engagement, followed by transactional
leadership while the laissez faire leadership had a negative significant
relationship with engagement. The findings of the mediation analysis
revealed that of the various variables tested; psychological empowerment,
organizational culture and job satisfaction mediated the relationship
between leadership styles and engagement with the largest proportion of
meditational effect attributable to job satisfaction. It was also discovered
that both transformational and transactional leadership styles coupled with
HR flexibility enhanced organizational outcomes while reducing the
negative effects of laissez-faire leadership style. The research findings offer
theoretical contributions to leadership and engagement processes and
practical applications of agile human resource management for
organizational improvement.
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1. Introduction

Employee engagement has therefore received a lot of attention among scholars and
practitioners Owing to its tremendous influence on various organization results such as
productivity, employee turnover, and general organizational performance. The role of leadership
in Employee engagement is crucial as leaders help to shape employee’s engagement as they create
attitudes, behavior and environment. Managers, the ways they act and the choices they make
regarding decision-making facilitate or inhibit engagement (Juba, 2024). Transformational
leadership, with its focus on changing organizational culture, transactional with its focus on reward
structures, and laissez-faire characterized by an absence of intervention, all affect engagement
through the moderate variables of psychological empowerment, organizational culture and job
satisfaction. Moreover, with the development of agile HR practices, it is argued that there is a new
third-party variable that has affected this relationship by mediating leadership styles and/or
moderating all the variables on employee engagement (Boccoli, 2023).

Work engagement on the other hand has been found to have a strong correlation with the
transformational leadership style because of its direction towards the creation of an organizational
vision and focus in individual growth (Bass & Riggio, 2006; Mazzetti, G., 2023). It has been
positively correlated with psychological empowerment that allows the staff to experience
increased levels of quality, scope and meaning in their work assignments, thus increasing
engagement (Spreitzer, 1995). Also, transformational leaders build staff culture as we discussed
earlier by embracing trust, collaboration and innovation. Mentioned cultures do not only contribute
to increased employees’ satisfaction levels but also increase job importance and perceived
meaningfulness (Ehrhart et al., 2014; Asbari, 2020).

Transactional leadership that involves setting of organizational objectives and providing
employees with incentives to achieve these goals has relatively low impact on engagement (Burns,
1978). On the positive side, this style can be very useful for making sure people follow the rules
and get work done in the short-term (Judge & Piccolo, 2004; Abbas, M.,2023). However, it was
pointed out that transactional leadership could lead to engagement to some extent through
psychological empowerment and organizational culture instead of structural frameworks which
embrace prescribed organizational culture which enhances clear expectations (Bass et al., 2003).
Scope of local rewards also moderates this relationship because workers, who receive fair and
consistent rewards and feedback, are likely going to feel more engaged (Hackman & Oldham,
1976).

Many have noted that laissez-faire leadership which entails low direction and interference
is unbeneficial to the encouragement of the workers. Employers embracing this style usually lack
the ability to guide employees and this results in confusion, demotivation and lack of commitment
(Skogstad et al.,, 2007). The moderation mechanisms of psychological empowerment,
organizational culture, and job satisfaction are particularly low in this context because laissez-faire
leadership erodes the basic processes for nourishing these mediators. Furthermore, this type of
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leadership is often linked to negative organizational performance such as high turnover, low
productivity (Eagly et al., 2003).

These moderating variables are crucial to the understanding of the impact of leadership
styles on employees’ engagement since psychological empowerment, organizational culture, and
job satisfaction are essential for explaining the effects of leadership styles on engagement.
Psychological empowerment, which is self-generated motivation grounded on perceived
meaningfulness, competence, self determination, and mattering, was identified by Thomas &
Velthouse (1990) as a significant predictor of engagement. Seibert et al. (2011) noted that where
the employee exhibits the feeling of power, he would display discretionary effort, innovativeness,
and commitment and hence improve engagement. Whereas, organizational culture offers the cli-
mate in which organizational members construe their work roles and working relations. A positive
culture that embraces the overall package of policies, specified by the presence of inclusiveness of
the workers, cooperation, and identification, contribute to the engagement of the workers since
they satisfy both their psychological and social needs. In the same way, job satisfaction, as
measuring the overall attitude towards the work environment and experiences, has been positively
associated with higher levels of engagement because satisfied employees always tend to those that
are motivated in their workplace (Oriade, 2021).

The moderating impact of the agile HR practices brings a more current aspect to this debate
in light of the escalation of the use of the agile approaches to manage complex environments within
organizations. The elements of the agile HR practices include flexibility, adaptability, and
responsiveness to improve the leadership styles by making the strategies and practices correspond
to the possible conditions of the organizational and employee needs (Nedkovski et al., 2017). Such
practices do not only enhance the benefit of transformational and transactional leadership on
engagement likewise, reduce the detrimental impact of self-reported laissez-faire leadership by
creating the culture of training and feedback more often (Bersin, 2015; Alavi, 2023).

Despite the voluminous body of research carried out on leadership practices and employee
engagement, few renowned prior studies have synthesized and tested a moderating influence of
agile HR practices on the structural relationship while proposing an elaborate mediating influence
of psychological empowerment, organizational culture, and job satisfaction, simultaneously. It is
this gap that needs to be filled to effectively understand how leadership affects engagement across
various organizations. Through examining these relationships, this research intends to inform the
theoretical and pragmatic dialogue surrounding leadership and employee engagement to provide
meaningful recommendations for skillful leaders and HR professionals who aspire to improve
organizational productivity and employees’ quality of life.

2. Literature Review
2.1 Leadership Styles and Their Impact on Employee Engagement

Borrowing from leadership theory, these patterns have found that leadership styles play an
important role determining employee engagement by aligning organizational practices with
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employee behavior and performance goals. Of these, transformational leadership is often featured
for its capacity to help the workers perform excellently. The performance improvement is easier
to attain through the following, developing a compelling Vision, recognizing creativity, and finally
valuing people (Bass & Riggio, 2006). It was further established that transformational leadership
has a positive relationship with employee engagement due to increased identification with
organizational objectives by employees (Tims et al., 2011). It also enhances the self-efficiency to
improve psychological climate and encourages the employees to feel enhanced locus of control,
self efficacy as well as sense of importance of their tasks assigned (Seibert et al., 2011; Saputra,
2022).

Transactional leadership —, which is built around agreements and contracts as long as
explicit tasks and awards for completing these tasks, also affects the employee engagement, but
not as effectively as transformational leadership does. Compared to transactional leadership, the
results imply that while transactional leadership focuses on structuring the work environment and
guaranteeing compliance, its lack of concern for cognitive and affective processes often makes it
less suitable for creating engagement (Judge & Piccolo, 2004; Abbas, 2023). However, literature
reveals that transactional leadership can be effective in increasing engagement when the
environment is such that it encourages transactional approaches by rewarding dollars and cents
and compliance with directives (Bass et al., 2003).

On the other hand, there are different results connected with laissez-faire leadership style,
which is also known as passive or avoidant leadership, having a negative effect on employee
engagement. Laissez-faire leaders uphold very low levels of direction, encouragement, and
feedback, resulting in feelings of confusion and abandonment among employees (Skogstad et al.,
2007). Being associated with higher levels of stress, lack of motivation and employee engagement
as people comprising the subordinates fail to appreciate unstructured, unmanageable working
environments (Eagly et al., 2003).

2.2 Psychological Empowerment as a Mediator

Psychological empowerment is defined by Thomas and Velthouse (1990) as an individual’s
interpersonal motivational resources in terms of meaning, competence, self- determination, and
influence. One variable that is at the center of the translation of leadership styles into employee
engagement is psychological empowerment. Of all the forms of leadership, transformational
leadership is the most robust in promoting psychological empowerment (Avolio, & Bass, 1995).
In particular, Spreitzer (1995) notes that empowered employees are bound to be more innovative,
as well as to display other discretionary behaviors regarding the goals of the organization
(Wardani, 2020)

Transactional leadership can also play its role in psychological empowerment by offering
the workers the necessary tools and criticizing or appreciating them completing their tasks.
However, it is not as powerful as transformational leadership as it does not involve the inspirational
and development of a series of intrinsically motivational elements (Yukl, 2013). In contrast with
that, adopting laissez-faire leadership style withdraws psychological empowerment since the
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employees are not given encouragement and appreciation they need in order to feel adequate
(Hetland et al., 2011; Feranita, 2020).

2.3 Organizational Culture and Its Influence on Engagement

Organizational culture on the other hand can be defined as the sum total of the employees’
and the organization’s beliefs, opinions and attitudes about a particular way of life or business
within the organization (Schein, 2010). Progressive organizational culture, particularly the one
anchored on trust, collaboration, and innovation acts as a buffer for the relationship between
leadership styles and work engagement. One of the most effective areas of transformational leaders
is the creation of an organizational culture because they manage to influence employees’
organizationally desired values and behaviors. Valence culture not only increases the involvement
but also maintains satisfaction, creativity, and organizational commitment levels of employees
(Denison 1990; Suri, F., 2022).

Transactional leadership also affects the organizational culture through demanding clear
contractual obligations compliance and standard procedures application. However, the emphasis
is placed on the formal procedures and preferably short-term results, which might hamper the
strengthening of the culture of innovation and cooperation (Ehrhart et al., 2014). On the other hand,
the laissez-faire leadership is characterized by an organization culture that may be described as
being fragmented or negative in that followers receive little or no direction and/or involvement
from leaders thus leading to confusion and conflict among them (Mcshane & Gillin, 2005).

2.4 Job Satisfaction as a Mediator

Employee job satisfaction refers to the overall summary of an employee's perception or
summative evaluation of work experiences (Locke, 1976). Transformational leadership increases
job satisfaction because it assigns people to meaningful roles, rewards them, and provides growth
opportunities (Judge & Piccolo, 2004). And it engenders a higher level of commitment as people
can be expected to work harder when they are motivated and made to feel wanted and appreciated
(Zang, 2022).

Also, the use of transactional leadership entails clear communication, reasonableness and
awarding people based on the performance hence a way of increasing job satisfaction. Still, that
prescribes extrinsic motivation and might not maintain such satisfaction or engagement in the long
term (Hackman & Oldham, 1976). On the other hand, laissez faire leadership has a negative effect
towards job satisfaction because it deprives employee’s support and instructions from their leaders
most of the time, which frustrates them (Eagly et al., 2003).

2.5 Agile HR Practices as a Moderator

This concept of common workflow has often provided a significant shift in the
conventional HR management where the HR is more of a flexible and agile style. Namely, agile
HR practices match organizational needs with the corresponding employee needs in a modern-day
and rapidly changing work setting (Nedkovski et al., 2017). They provide the context through
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which leadership practice can influence employee engagement and interactions and through which
leadership practice must flow in order to affect the target relationships, moderating the relationship
between leadership styles and engagement.

For example, when HR management applies an agile function, the benefits of
transformational leadership are augmented by encouraging increased innovation and teamwork.
They also positively enhance the effectiveness of transactional leadership through ensuring that
organizational PMRS are in tune with Organizational goals and objectives (Bersin, 2015). In
addition, the remaining agile HR practices help to reduce the impacts of the laissez-faire leadership
since they involve ongoing feedback and development, enhancing the organizational work
environment (Dikert et al., 2016).

2.6 Integration of Variables and Research Gap

Although much research has focused on characteristics of the leadership styles, mediators,
and effective HR practices on employee engagement, multiple independent variables have been
investigated in an integrated model. Therefore, the integration between leadership behaviour,
psychological climate, culture, work satisfaction, and critical agile HR approaches would improve
a definitive awareness of the mobility of engagement in various organizational structures. This
study aims to fill this void by examining these relationships and what they mean for theory and
practice.

2.7 Hypotheses Development

The theoretical propositions for the present study are based on the existing theoretical
models and the prior research on leadership styles, employee engagement, and the
mediating/moderating variables. Both hypotheses are developed to test certain patterns between
transformational, transactional, and laissez-faire leadership and the influences of psychological
empowerment, organization culture, and job satisfaction as well as the moderating role of agile
HR practices.

2.8 Transformational Leadership

Transformational leadership has been posited for its capacity to influence employees;
inspire, provide encouragement and support to enhance their commitment especially in terms of
purpose and objectives (Bass & Riggio, 2006). This leadership style fosters positive culture in
organizations and serves to increase the employees’ turnover intentions and increase their
willingness to stretch beyond their formal tasks thus increasing engagement (Tims et al., 2011). In
addition, transformational leaders affect other related factors, like psychological empowerment,
organization culture, and job satisfaction, more significantly in relation with engagement.

e Direct Effect
H1a: Transformational leadership positively influences employee engagement.

e Mediation Effects
H1b: Psychological empowerment mediates the positive relationship between
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transformational leadership and employee engagement.
H1c: Organizational culture mediates the positive relationship between transformational
leadership and employee engagement.
H1d: Job satisfaction mediates the positive relationship between transformational
leadership and employee engagement.

e Moderation Effect
H1e: Agile HR practices strengthen the positive relationship between transformational
leadership and employee engagement.

2.9 Transactional Leadership

Transactional leadership is based on agreement on a specific set of operative work,
behavioral requirements and organizational/tangible rewards. Although not as effective as
transactional leadership in motivating employees, it has the effect of supplying direction and
demanding work, and where structure and rules dominate the workplace engagement can be
encouraged (Judge & Piccolo, 2004). In the same way, psychological empowerment,
organizational culture and job satisfaction moderate the effectiveness of the above mentioned
organizational communication.

e Direct Effect
H2a: Transactional leadership has a positive but weaker influence on employee
engagement compared to transformational leadership.

e Mediation Effects
H2b: Psychological empowerment mediates the positive relationship between
transactional leadership and employee engagement.
H2c: Organizational culture mediates the positive relationship between transactional
leadership and employee engagement.
H2d: Job satisfaction mediates the positive relationship between transactional leadership
and employee engagement.

e Moderation Effect
H2e: Agile HR practices strengthen the positive relationship between transactional
leadership and employee engagement.

2.10 Laissez-Faire Leadership

Laissez-faire leadership is widely linked to the lack of direction and guidance from the
leaders, low levels of support as well as rare feedback (Skogstad et al., 2007). This leadership style
is counterproductive for employees because it creates conditions that are volatile and often
ignored. Psychological empowerment, organizational culture and job satisfaction are found to have
weak mediation when employees are under laissez-faire leadership whereas agile HR practices
may moderate its negative impact.
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e Direct Effect

H3a: Laissez-faire leadership negatively influences employee engagement.

e Mediation Effects
H3b: Psychological empowerment mediates the negative relationship between laissez-
faire leadership and employee engagement.
H3c: Organizational culture mediates the negative relationship between laissez-faire
leadership and employee engagement.
H3d: Job satisfaction mediates the negative relationship between laissez-faire leadership
and employee engagement.

e Moderation Effect
H3e: Agile HR practices weaken the negative relationship between laissez-faire
leadership and employee engagement.

2.11 Psychological Empowerment

Psychological empowerment, as an intrinsic motivator, enhances employees’ perceptions
of autonomy, competence, and impact, leading to higher engagement (Spreitzer, 1995). This study
hypothesizes its direct effect on engagement while also serving as a mediator in the leadership-
engagement relationship.

H4: Psychological empowerment positively influences employee engagement.
2.12 Organizational Culture

Organizational culture defines the context by which organizational members make sense
of their duties and relations. Positive culture identifies a common belief system that encourages
trust, working relationship, and common values that leads to high level of employee commitment
(Schein, 2010).

H5: A positive organizational culture enhances employee engagement.

2.13 Job Satisfaction

Job satisfaction, reflecting employees’ overall contentment with their roles and work
environment, has been consistently linked to higher levels of engagement. Satisfied employees are
more likely to invest effort and demonstrate loyalty to their organization (Locke, 1976).

H6: Higher job satisfaction leads to improved employee engagement.
2.14 Agile HR Practices

Leader behaviors redirect mediating factors in a flexible, responsive, and routinely
improving organization, which is achieving greater impact from agile HR practices. Due to the
focus on flexibility and Self-organization as well as embracing change, agility improves the results
of HR practices for engagement.
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H7: Agile HR practices amplify the overall relationship between leadership styles and employee
engagement, making the mediated effects more significant.

Figure No 1: Conceptual Model

Agile
Practices

3. Methodology

3.1 Research Design

This research proposes a quantitative research approach to analyze the Leadership Styles
Impact on Employee Engagement while investigating the mediating and moderating effects of
Psychological Empowerment, Organizational Culture, and Job Satisfaction along with moderating
the role of Agile HR Practices. The quantitative approach is identified as being suitable with the
intention to analyze the relationships between the variables and generalize the result among the
populations. It uses a cross-sectional survey research design to obtain data from the respondents
irrespective of their industry and company type in order to provide solutions to the research
questions formulated.

3.2 Population and Sampling

The target population for this study samples the working population in mid to large
organizations. These organizations are chosen purposefully with the use of a wide variety of
leadership styles as well as the flexible HR practices in mind to make this study more
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correspondents to real-life organizations. In order to obtain a dose replicate of employees from
different sectors and organizational levels and from groups with varying demographic
characteristics, the use of stratified random sampling is employed. Sample size is calculated based
on the statistical power analysis, and at least 200 participants have sufficient power to detect also
the relationships and interactions, which are proposed in this model (Cohen 1988).

3.3 Data Collection Instruments

Data is collected using a structured survey instrument which possesses known reliability
and validity coefficients for the identified variables of interest. Leadership is measured by the
Multifactor Leadership Questionnaire (MLQ) which is a standardized tool widely used to evaluate
transformational behavior, transactional behavior and passive leadership (Bass & Avolio 1995).
In the current study, employee engagement is assessed relying on The Utrecht Work Engagement
Scale (UWES), which identifies vigor, dedication, and absorption as its dimensions (Schaufeli et
al., 2006).

Psychological empowerment of employees is measured with Spreitzer’s (1995)
Psychological Empowerment Scale which captures meaning, competence, self- determination and
impact. Organizational culture is assessed by the Organizational Culture Assessment Instrument
(OCAI); cultures are categorized into clan, adhocracy, market, and hierarchy cultures (Cameron
& Quinn, 2006). The job satisfaction test administered here was the Job Satisfaction Survey by
Spector (1997) that covers aspects like pay, supervision, and nature of the job. Last, the agility of
the HR practices is assessed through a questionnaire adopted from Nedkovski et al. (2017) that
highlights the flexibility, reactivity and feedback of the practices.

3.4 Data Collection Procedure

The survey instrument is self-developed and administered via e-mail and online social
media platforms to reach a wide and diverse population. The study is conducted through a cross-
sectional survey where participants are free to decline and are told that their identities will be kept
anonymous to enhance the validity of the responses. To ensure that there is a high response rate
follow ups are made and the participants are motivated through gifts or appreciation.

3.5 Variables and Measures

The independent variables in this study are the three leadership styles: transforming,
transactional and passive leadership. Employee engagement is the dependent variable while the
mediating factors are; psychological empowerment, organizational culture, and job satisfaction.
The second hypothesis postulates that agile HR practices act as the moderating factor that affects
the relationships between leadership and engagement. Regarding other variables including age,
gender, tenure and size of the organization, other related variables are controlled to reduce
confounding factors.
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3.6 Statistical Analysis

The data collected is then analyzed following the devised plans to test the proposed
hypotheses as explained below. The descriptive statistics are performed in order to provide the
initial analysis of the demographic matrix and the variables involved in the study. A cautionary
method of establishing the direct relationships between leadership styles and employee
engagement is regression analysis In addition; the PROCESS SPSS macro by Hayes (2018) is used
to establish mediation and moderation effects.

To test the mediation Baron and Kenny (1986), and bootstrapping were employed to
examine indirect effects of psychological empowerment, organizational culture and job
satisfaction. Hypothesis testing of the direct, indirect and total effect of the integrated model is
conducted through Structural Equation Modeling (SEM) via AMOS. Moderation is determined
using hierarchical regression analysis that includes moderation variables created by multiplying
leadership types with Agile HRM practices. Chi square, root mean square error of approximation
(RMSEA), comparative fit index (CFI), and Tucker-Lewis index (TLI) are employed for assessing
the fitness of the SEM model.

3.7 Ethical Considerations

It also has ethical values of conducting research by making participation of the
respondents’ voluntary and keeping the responses anonymous. Participants are given consent
forms that contain details of the study, the participants’ right to participate in the study and their
right to withdraw from the study at any time without any reason being given. The proposed
research conforms to ethical standards and therefore it has to be approved by an institutional ethics
committee

4. Results
4.1 Descriptive Statistics

Table No 1: Descriptive Statistics of Leadership Styles and Engagement

Variable Mean SD Min Max
Transformational Leadership 4.12 0.72 3.0 5.0
Transactional Leadership 3.85 0.65 2.5 4.8
Laissez-Faire Leadership 2.14 0.85 1.0 4.0
Employee Engagement 4.23 0.68 3.2 5.0

The descriptive statistics of the study variables are displayed in table 1 in terms of mean,
standard deviation and range values. Transformational leadership scored the highest mean score
of 4.12 and a lower standard deviation of 0.72. In the same respect, the mean in the employee
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engagement was also encouraging at 4.23. On the other hand, the laissez-faire leadership had the

lowest mean of 2.14 and the most variability indicated by the SD of 0.85 implying irregular usage.

The high mean score of transformational leadership aligns with its widespread use and
perceived effectiveness, while the variability in laissez-faire leadership reflects its inconsistent
presence and potentially adverse effects.

4.2 Regression Analysis

Regression analysis tested the direct effects of leadership styles on employee engagement.
The results, as summarized in Table 2, indicate that transformational leadership has the strongest
positive influence (coefficient = 0.48, p < 0.001), followed by transactional leadership (coefficient
=0.22, p = 0.002). Laissez-faire leadership negatively impacted engagement (coefficient = -0.35,
p = 0.001).

Table No 2: Regression Analysis for Leadership Styles' Impact on Engagement

Variable Coefficient Std. Error t-Value p-Value
Transformational Leadership 0.48 0.08 6.00 0.000
Transactional Leadership 0.22 0.07 3.14 0.002
Laissez-Faire Leadership -0.35 0.10 -3.50 0.001

Figure No 2: Impact of Leadership Styles on Employee Engagement

Impact of Leadership Styles on Employee Engagement

0.4

0.2r

0.0

Regression Coefficient

—0.2¢

Leadership Style
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Transformational leadership emerged as the most effective style in enhancing engagement,
while laissez-faire leadership demonstrated a clear negative effect. Transactional leadership, while
positive, had a weaker influence compared to transformational leadership.

4.3 Mediation Analysis

Table 3 presents the mediation analysis results, highlighting the indirect effects of
psychological empowerment, organizational culture, and job satisfaction. All three mediators
significantly influenced the relationship between leadership styles and employee engagement, with
job satisfaction having the strongest effect (effect = 0.25, p < 0.001).

Table No 3: Mediation Analysis Results

Mediator Effect Bootstrapped CI Lower Bootstrapped CI Upper p-Value
Psychological 0.22 0.15 0.29 0.000
Empowerment
Organizational Culture 0.18 0.12 0.24 0.001
Job Satisfaction 0.25 0.18 0.31 0.000

Figure No 3: Mediation Effects on Employee Engagement

Mediation Effects on Employee Engagement
0.25}

0.20 |
0.15}

0.10

Indirect Effect Size
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The mediators play a critical role in translating leadership styles into employee

engagement. Job satisfaction showed the highest effect, highlighting its centrality in enhancing
engagement through effective leadership.

4.4 Moderation Analysis

Moderation analysis evaluated the role of agile HR practices in the relationship between

leadership styles and engagement. Table 4 shows that agile HR practices significantly amplified
the effects of transformational (coefficient = 0.10, p = 0.001) and transactional leadership
(coefficient = 0.07, p < 0.001). Additionally, agile HR practices mitigated the negative impact of
laissez-faire leadership (coefficient = -0.12, p = 0.003).

Moderation Coefficient

—0.05

—0.10

Table No 4: Moderation Analysis Results

Interaction Term Coefficient Std. Error t-Value p-Value
Transformational Leadership * Agile HR 0.10 0.03 3.33 0.001
Transactional Leadership * Agile HR 0.07 0.02 3.50 0.000
Laissez-Faire Leadership * Agile HR -0.12 0.04 -3.00 0.003

Figure No 4: Moderation of Agile HR Practices

Moderation of Agile HR Practices

0.10

0.05

0.00

Interaction Term
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Agile HR practices significantly enhance the positive effects of transformational and
transactional leadership while mitigating the adverse impacts of laissez-faire leadership. These
findings underscore the strategic importance of agile HR practices in optimizing leadership
outcomes.

The results highlight the critical role of transformational leadership in driving employee
engagement, supported by mediators like psychological empowerment, organizational culture, and
job satisfaction. Agile HR practices further enhance these effects, demonstrating their value in
contemporary organizational settings. Let me know if you need further elaboration or additional
analyses!

4.5 Discussion

The implications of the study include evidence supporting the impact of leadership styles
on employees’ engagement with a focus on psychological empowerment, organizational culture,
and job satisfaction as the mediating variables and with the use of agile HR practices as moderating
variables. This section considers the findings as related to prior research to discuss theoretical and
practical relevance of the study.

4.6 The Role of Transformational Leadership in Employee Engagement

The findings showed that the HL of TL has the highest significant positive relationship
with EE, as supported by Bass and Riggio (2006) and Tims et al. (2011). Transformational leaders
create commitment by building the sense of vision or goal, generating new ideas, and individual
consideration that makes employees engage more. This finding supports the study conducted by
Breevaart et al (2014) in a study that showed that transformation leadership enhances vigor,
dedication and absorption, which are the essential features of engagement.

The mediation analysis also extends the understanding of how transformational leadership
relates to engagement. Psychological empowerment was found to be a significant mediator as past
literature suggested that transformational leaders improve the meanings, competencies, autonomy,
impact perceptions of employees (Spreitzer, 1995; Seibert et al., 2011). Likewise, organizational
culture and job satisfaction were found to be important moderators for arguing that
transformational leaders build positive work environments and meet employees’ psychological
and career-related needs (Denison, 1990; Judge & Piccolo, 2004).

Interestingly, the effect size for transformational leadership in this study was higher relative
to other studies, and this attribute could likely be attributed to the fact that this study incorporated
agile HR practices as the moderator. The change may have also made the impact of
transformational leadership even more profound because of aligned HR practices that encouraged
agility and ongoing feedback, according to Bersin (2015). This study contributes to the literature
by showing that leadership styles moderate the relationship between standard and innovative HR
engagement practices.
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4.7 Transactional Leadership: A Structured Approach to Engagement

Transactional leadership had a positive though less significant relationship with employee
engagement than transformational leadership as suggested in previous research by Judge and
Piccolo (2004) as well as Bass et al. (2003). Transactional leaders are keen on structured duties,
set performance targets as well as future rewards, which can raise involvement in settings with
several guidelines. Nevertheless, emotional and intellectual engagement with the tasks is weak,
that is why the application of such an approach does not contribute to cognitive processes and
long-term interest.

According to the mediated results, psychological empowerment, organisational culture and
job satisfaction have mediated between transactional leadership and engagement but not to the
same significant extent as identified for transformational leadership. These findings echo with
Yukl (2013) who postulated that transactional leadership offers certainty and stability helps
employees deliver what is expected of them and get necessary incentives. Nevertheless, the weak
relationship of the transactional leadership with organizational culture and psychological
empowerment points toward the potential of the leadership style for the promotion of innovation
and creativity.

Agile HR practices were found to act as a moderator in supporting the increase of the
outcome resulting from transactional leadership. Combining HR strategies with organisational
goals and specific requirements for employees made the structured aspect of transactional
leadership improved by the introduction of agile practices, something that has been discussed in
Nedkovski et al. (2017). That is why this finding reveals that agile HR practices can work even
with less dynamic leaders to achieve their maximum effectiveness.

4.8 The Detrimental Impact of Laissez-Faire Leadership

Laissez-faire operationalization negatively influenced the engagement level; Skogstad et
al. (2007) and Eagly et al. (2003) have mentioned that this style involved leader lessness,
vagueness and omission in all kinds of leadership. Those workers who are assigned to the managers
that follow the laissez-faire style may feel unguided, unsupported, and consequently, frustrated
and disengaged.

The results of mediation analysis indicated that the indirect effects of laissez faire
leadership through psychological empowerment, organisational culture and job satisfaction were
quite weaker. These results are similar to what Hetland et al. (2011) have pointed out in that
laissez-faire leadership erodes the prerequisites for empowering and satisfying the employees.
Besides, the impact of this leadership on organizational culture is consistent with Schein’s (2010)
observation that organizational leadership plays a central role in defining organizational culture.

HR flexibility established a moderating effect by reducing the direct effect of autonomous
leadership styles. This accords with the study by Dikert et al. (2016) to the effect that agile
methodologies can make work more supportive and engaging, even where there are no signs of
leadership. Nonetheless, the negative coefficient on laissez-faire leadership remained significant
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showing that, while, manageable and effective HR practices can somewhat mitigate the impact of
laissez-faire leadership.

4.9 Mediators of Leadership Styles and Engagement

As hypothesized, psychological empowerment was found to mediate the relationship
between leadership styles and engagement; organizational culture and job satisfaction also
moderated the relationship between the two. These findings support Spreitzer’s (1995), Denison’s
(1990), and Locke’s (1976) theoretical models that argue that these mediators are core to
increasing engagement.

The mediating impact of job satisfaction seemed more impressive in the current study
compared to previous studies. This could be due to the cross-sectional approach, which covers a
broad employee base with assorted jobs’ features. The finding of the strong indirect effect of job
satisfaction bears with Hackman and Oldham’s (1976) job design theory which underlines that
meaningful and satisfying job content is the key engagement motivation.

4.10 The Moderating Role of Agile HR Practices

Leadership styles had a strong influence on employee engagement: The effects of
transformational and transactional leadership were positively enhanced by AC HR practices while
the effects of laissez-faire leadership were negatively dampened; Non AC HR practices on the
other hand had no significant impact on employee engagement. Bersin (2015) and Nedkovski et
al. (2017) have researched the agility of HR practices but this present study adds an empirical
evaluation of agile HR practices in uncertain employment contexts.

Although the interaction effects provide some evidence that self-organizing work,
knowledge sharing and feedback support agile HR practices, employees appear to feel more
supported and motivated. This is especially important when discussing transformational leadership
since its working environment is largely-fluid and creative. For transactional leadership, agile HR
practices complemented its bureaucratic framework by integrating reward and performance
management systems with organizational goals. However, the roles of the leaders were weakened
through laissez faire leadership, and this is where the application of agile practices emphasized
their applicability for use as an intervention.

4.11 Comparison with Other Studies

The results of this study correspond to the existing literature about leadership and
engagement but contribute to the advancement of this area by introducing agile HR practices as a
moderator. For instance, although Breevaart et al. (2014) and Judge and Piccolo (2004) showed
how transformational leadership outplayed the other subtypes, this study has identified the
magnifying role that agile HR practices would play. In the same way, the protective effect linked
to the implementation of integrated agile practices to deal with laissez-faire leadership further
expands the conclusions expressed by Skogstad et al. (2007) and provides a realistic means of
managing the problems related to passive leadership.
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4.12 Practical Implications

The findings should therefore underpin the promotion of transformational leadership and
the successful incorporation of agility into any change management strategy that aims to improve
employees’ engagement. Leadership training interventions should focus on inspirational and
developmental behaviors alongside human resource processes that support the agility of the
business organization. Thus, increasing psychological empowerment, organisational culture, and
job satisfaction could provide additional means of increasing engagement in both types of
leadership.

5. Conclusion

Thus, the research adds value to the existing body of knowledge on leadership and
employee engagement by considering mediating and moderating effects together. It validates the
utility of transformational leadership, establishes the possibility of agile HRM, and stresses the
need for the management of undesirable outcomes of the laissez-faire style. Further research could
also consider these relationships over a longitudinal framework or within certain cultures for more
evidence of these results.
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