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ABSTRACT 
 

The purposes of this research were:1) to explore transformational leadership, 

transactional leadership, work engagement and employee performance.2) to analyze 

both direct and indirect effects of transformational leadership, transactional leadership, 

work engagement which affect employee performance.3) to find the Impact of 

Leadership Style in Start-up Enterprises on Employee Performance in China. The 

sample of 541 middle-level administrators from 9,601 retail startups in Guangxi 

Province of China are selected for the study. Research instruments included:                   

1) questionnaire, and 2) structured interview. Data analysis by using arithmetic mean, 

Minimum, Maximum, standard deviation, Skewness, Kurtosis, confirmatory factors 

analysis--CFA, correlation analysis, Path Analysis and SEM. 

The results were found that Both Transformational Leadership and 

Transactional Leadership have significant effects on Work Engagement, Work 

Engagement significantly contributes to Employee Performance. Both leadership styles 

have direct and indirect (mediated through Work Engagement) effects on Employee 

Performance. Mediation analysis shows that Work Engagement plays a crucial role in 

explaining how both Transformational Leadership and Transactional Leadership 

influence Employee Performance. 
 

Keywords: Transformational Leadership, Transactional Leadership, Work 

Engagement, Employee Performance. 
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Chapter 1 
Introduction 

 

Rationale 
With the development of the global economy, a large number of new 

enterprises are established worldwide every year. They are able to quickly adapt to 

market changes, meet consumer needs and drive industrial upgrading and 

transformation. Start-ups are important for driving technological progress, creating 

new business models and solving social problems. 

In today's integrated global economy and increasingly competitive market, 

China's startups have shown a booming development, especially in the fields of the 

Internet, artificial intelligence, new energy, etc. The number of startups has been 

increasing, and their innovation ability and market competitiveness have been 

gradually improved, and they not only promote industrial upgrading and 

transformation, but also provide a large number of opportunities for the job market. 

The government has given strong support to startups, introducing a series of 

preferential policies and special funds to encourage innovation and 

entrepreneurship. Meanwhile, China's capital market is also improving, providing more 

financing channels and opportunities for startups. However, startups also face a 

number of challenges in the process of development, such as lack of 

competitiveness, lack of capital, lack of talent, lack of leadership, and lack of 

employee performance improvement. Li, J., & Zhang, L. (2023). 

Located on the southern coast of China and adjacent to South-East Asian 

countries, Guangxi Province is the gateway for exchanges between China and South-

East Asian countries. Its geographical location makes Guangxi an important node of 

the Belt and Road Initiative, which promotes trade between China and Southeast 

Asian countries. Guangxi's geographical advantages make it an important position in 

regional economic cooperation and international trade (Guangxi Development and 

Reform Commission, 2023). In recent years, the economic growth rate of Guangxi 
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province has been remarkable and higher than the national average. Guangxi has 

become an important engine of regional economic growth by promoting industrial 

restructuring, optimising the investment environment and implementing regional 

development strategies. (Guangxi Bureau of Statistics, 2023). Guangxi's start-ups are 

an important engine of regional economic development. They improve the overall 

economic level of Guangxi by promoting the diversification and optimisation of the 

local economic structure. The innovations of start-ups have fuelled the 

modernisation of Guangxi's economy and provided a new impetus for national 

economic development (Guangxi Bureau of Statistics, 2023). 

In recent years, China's total retail sales of consumer goods has continued to 

grow and has maintained a stable share of the country's GDP. According to the 

National Bureau of Statistics of China (NBS), China's total retail sales of consumer 

goods in 2023 was RMB 48.9 trillion, a year-on-year increase of 5.6 per cent. Total 

GDP for the year was RMB132.8 trillion, making total retail sales a share of GDP of 

approximately 36.8 per cent. This share reflects the importance of the retail sector in 

the overall economy (National Bureau of Statistics of China, 2024). The growth rate of 

China's retail sector has shown a steady upward trend in recent years. in 2022, total 

retail sales stood at RMB 46.3 trillion, a year-on-year increase of 6.4%. This growth 

rate shows the strong momentum of market recovery, especially after the impact of 

the epidemic, the retail market is gradually recovering and surpassing the pre-

epidemic level (China General Chamber of Commerce, 2023). 

Guangxi's retail sector plays a crucial role in the local economy. The 

expansion of the retail sector not only stimulates consumer spending, but also 

promotes the growth of related industries, including logistics, supply chain and 

production. This increase in economic activity directly contributes to the expansion 

of the regional economy. According to the Statistical Bulletin of Economic and Social 

Development of Guangxi Zhuang Autonomous Region 2021, total retail sales in 

Guangxi have grown steadily, demonstrating the retail sector's strong economic 

impetus. The development of the retail sector has brought new investment 

opportunities to Guangxi and also contributed to the improvement of the business 
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environment (Guangxi Bureau of Statistics, 2022). The retail sector is one of the 

important sources of employment in Guangxi. The growth of the sector not only 

directly creates a large number of retail jobs, but also indirectly drives employment 

opportunities in other related fields. For example, large retailers and start-ups 

provide opportunities for all types of positions, including sales, customer service, 

inventory management, logistics, and financial management. This increase in 

employment opportunities has a positive impact on local economic stability and 

social harmony. The Guangxi Zhuang Autonomous Region Human Resources and 

Social Security Career Development Report 2022 states that employment 

opportunities in the retail sector have significantly increased the local labour 

participation rate and overall employment level (Guangxi Human Resources and 

Social Security Department, 2023) 

In recent years, the number of start-ups in the retail sector has grown in 

Guangxi province. As a border province in China, Guangxi is actively developing its 

local retail sector to drive economic growth and regional development. According to 

the Department of Commerce of Guangxi Province, the number of retail sector 

startups in Guangxi Province grew by about 8 per cent in 2023 compared to the 

previous year. This growth is attributed to the gradual improvement of the regional 

economy and policy support (Department of Commerce of Guangxi Province, 2023). 

Guangxi's geographical location and policy advantages expose retail startups to many 

market opportunities. As a region bordering China and Southeast Asian countries, 

Guangxi has good prospects for foreign trade development. Under the Belt and Road 

Initiative, the Guangxi provincial government has provided various support policies to 

facilitate the market expansion and internationalisation of retail start-ups (Guangxi 

Daily, 2023). 

Retail start-ups in Guangxi also face talent shortages and poor employee 

performance. As startups generally have low salaries and high work pressure, it is 

difficult to attract and retain high-quality talents. In addition, deficiencies in 

employee performance management and incentives make it difficult for firms to 

improve overall employee performance. Poor employee performance affects the 
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operational efficiency and market competitiveness of enterprises (Guangxi Human 

Resources and Social Security Department, 2024). 

Therefore, it is not only of significant theoretical value but also of urgent 

practical significance to study start-ups in the retail industry in Guangxi Province, 

China, to enhance their competitive advantage and employee performance. 

Leadership style has always been recognized as a key factor for startups to 

enhance their competitive advantage and performance, and an effective leadership 

style is crucial to lead a company to success. Khan, M. A., & Hussain, R. (2022), Liu, Y., 

& Zhang, Q. (2023). First of all, leadership style directly affects the motivation and 

work efficiency of team members. A positive and open leadership style can inspire 

team members to be more innovative and enthusiastic, and make them more 

committed to pursuing common goals. On the contrary, a negative or authoritarian 

leadership style may lead to low morale, lack of sense of belonging and motivation 

among team members. Second, leadership style also affects the decision-making 

efficiency and execution ability of an organization. A democratic, participatory 

leadership style encourages team members to offer opinions and suggestions, which 

helps to brainstorm and improve the quality of decision-making. At the same time, 

this leadership style also helps to cultivate team members' autonomy and sense of 

responsibility, and improve the execution ability of the enterprise. In addition, 

leadership style is an important factor in shaping corporate culture. Corporate culture 

is crucial to the success of a start-up, as it can unite people's hearts and form 

common values and behavioral norms. The leader's behavior and leadership style 

will directly affect the formation and development of corporate culture. Therefore, 

for start-ups, leaders need to flexibly adjust their leadership style according to the 

actual situation of the enterprise in order to maximize leadership effectiveness and 

enhance the competitive advantage and performance of the enterprise. Therefore, 

the Impact of Leadership Style in Start-up Enterprises on Employee Performance in 

China is a topic worthy of in-depth study. 

In order to enhance the competitive advantage and employee performance 

of startups, this study will combine transformational leadership theory, transactional 
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leadership theory, and qualitative and quantitative research methods based on the 

actual situation of Chinese startups to explore the relationship between leadership 

style, work engagement, and employee performance in-depth, and establish a 

corresponding theoretical model to gain a deeper understanding of the mechanism 

of the impact of leadership style on employee performance. Ultimately, this study 

will propose effective leadership style improvement strategies to enhance employee 

performance. These strategies will provide practical guidance for organizations to 

improve their leadership styles to enhance employee productivity and overall 

corporate performance. Through this study, we expect to be able to provide strong 

support for the development of Chinese startups, especially those in the retail 

industry in Guangxi Province, and promote their continuous improvement in 

competitiveness and performance. 

 

Research Question (s)  
1. What are transformational leadership, transactional leadership, work 

engagement, and employee performance? 

2. What is the impact of analyzing transformational leadership, transactional 

leadership, and work engagement on employee performance? 

3. How does leadership style affect employee performance in Chinese 

startups? 

 

Objective(s) 
1. To explore transformational leadership, transactional leadership, work 

engagement and employee performance. 

2. To analyze both direct and indirect effects of transformational leadership, 

transactional leadership, work engagement which affect employee performance. 

3. To find the Impact of Leadership Style in Start-up Enterprises on Employee 

Performance in China. 
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Research Hypothesis/Hypotheses 
H1: The transformational leadership has a direct effect on work engagement. 

H2: The transformational leadership has a direct effect on employee 

performance. 

H3: The transactional leadership has a direct effect on work engagement. 

H4: The transactional leadership has a direct effect on employee 

performance. 

H5: The work engagement has a direct effect on employee performance. 

H6: The transformational leadership has an indirect effect on employee 

performance through work engagement. 

H7: The transactional leadership has an indirect effect on employee 

performance through work engagement. 

 

Scope of the Research 
Scope of Content   

This research is a study on the impact of leadership styles in startup 

enterprises on employee performance in China, which contains the following 

variables:  

Independent Variable:  

Transformational Leadership Includes Moral Modeling, Visionary Motivating, 

Charisma Leadership and Individualized Consideration.                           

Transactional Leadership Includes Contingent Reward, Management by 

Exception, Contingent Punishment and Process Control. 

Mediating variables: 

Work Engagement Includes Vigor, Dedication, Absorption and Work 

Meaningfulness 

Dependent Variable:  

Employee Performance Includes Task Performance, Relationship Performance, 

Learning Performance and Innovative Performance 
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Scope of Population 

The study population is Middle-level administrators in 9,601 retail start-ups in 

the Guangxi province, China, with retail startups located in 14 cities, including 

Nanning, Liuzhou, Guilin, Wuzhou, Beihai, fangchenggang, Qinzhou, Guigang, Yulin, 

Baise, Hezhou, Hechi, Laibin and Chongzuo. 

According to Sample Size =variables x 20, The Sample n=400, but based on 

statistical principles (e.g., the Large Numbers Theorem and the Central Limit 

Theorem), 30 samples are taken when the sample is less than 30.So the sample 

group for this study are 541 middle-level administrators of retail start-ups in Guangxi 

Province, China. 

random sampling method was used to draw samples in each city according to 

the corresponding proportion, with a total of 541 retail startups in 14 cities. 

Scope of area  

The retail start-ups in the Guangxi province of China, with retail startups 

located in 14 cities, including Nanning, Liuzhou, Guilin, Wuzhou, Beihai, 

fangchenggang, Qinzhou, Guigang, Yulin, Baise, Hezhou, Hechi, Laibin and Chongzuo. 

Scope of Time    

Study from January 2024 to January 2025. 

 

Advantages 
1. Managers and leaders of startups.  

For managers of startups, this study provides insights into how leadership 

styles affect employee performance, as well as suggestions for strategies to improve 

employee performance, which can guide them in developing and implementing 

management strategies. 

2. Employees of startups.  

For employees working in startups, this study can help them better 

understand the impact of leadership styles on their job performance, thereby 

increasing their job satisfaction and engagement. 

3. Academic researchers.  
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For scholars engaged in research in the fields of leadership, organizational 

behavior, or human resource management, this study provides new perspectives and 

empirical findings on the relationship between leadership styles and employee 

performance, which can serve as a reference and basis for their further research. 

4. Human resource professionals.  

For professionals working in human resource management, this study 

provides practical advice and theoretical support on how to enhance employee 

performance through leadership style and work engagement. 

5. Policymakers and business advisors.  

For those who wish to understand the state of startup development in 

Guangxi and make policy recommendations or business inquiries, this study provides 

empirical data and insights on business management practices and policymaking in 

the region, which can help support business development in the region more 

effectively. 

6. Entrepreneurs and investors.  

For entrepreneurs and investors planning to start new businesses or make 

investments, understanding the impact of leadership styles on employee 

performance can help them better assess the management efficiency and return on 

investment of potential businesses. 

 

Definition of Terms 
Startups refers to enterprises have been registered for less than five years. It 

is characterized by technological innovation and business model innovation as core 

drivers, and is in the stage of product validation, market development or early 

scaling, without a stable profit model and mature market position (Bormans et al., 

2022; National Bureau of Statistics of China, 2022). This definition aligns with 

mainstream standards in academic research: more than 60% of quantitative studies 

in the existing literature adopt 5 years as the time threshold for startups, which has 

the advantages of clear sample boundaries and low heterogeneity, thereby 

effectively ensuring the comparability of research findings (Bormans et al., 2022). 
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Retail Industry (Retail) refers to a merchandising industry that specialises in 

the business activity of selling goods and services directly to individual consumers. 

For research purposes, this study primarily focuses on supermarkets and community 

retail outlets, specialty stores and brand boutiques, convenience stores and 

department stores within the retail sector. 

Leadership Style refers to the leader to pursue the effectiveness of 

leadership as the goal, to leadership behavior as the main form of expression, using 

the process of leadership activities as a carrier, through a series of personalized 

characteristics of the behavior to influence the subordinate process. 

Transformational leadership refers to the process by which a leader 

achieves higher levels of performance by making employees aware of the significance 

and responsibility of the task they are undertaking, by stimulating the higher level 

needs or expanding the needs and desires of their subordinates, and by enabling 

their subordinates to transcend their personal interests for the sake of the team, the 

organization, and the greater political good.  

Transformational leadership consists of four dimensions and they are morale 

modeling, visionary motivating, charisma leadership and Individualized Consideration. 

Moral modeling: It means that leaders set good moral models for their 

employees by taking their own noble character and behavior as an example, and 

inspire their employees' enthusiasm and work motivation by means of subtle 

influence.   

Visionary motivation: refers to the leader by depicting the organization's bright 

future and common vision to the employees, to stimulate the enthusiasm and 

creativity of the employees, prompting the employees to work hard to achieve the 

organizational goals.  

Charisma Leadership: The ability of a leader to motivate those around him 

through his own charisma or moral influence.  

Individualized Consideration: This means that leaders pay attention to the 

personal needs, growth and development of their employees, and provide the 
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necessary care and support to help them solve the problems they encounter in their 

work and life.  

Transactional Leadership refers to a style of leadership based on social 

exchange theory, in which the relationship between leaders and followers is based 

on a series of economic, political and psychological exchanges, and transactional 

leaders motivate their followers to achieve the organizational goals by clarifying the 

requirements of the tasks, setting the standards of the work, and providing the 

corresponding rewards and punishments. Transactional leadership consists of two 

main dimensions: contingent reward and management by exception. 

Transactional leadership consists of four main dimensions: contingent reward, 

management by exception, Contingent Punishment and Process Control.  

Contingent Reward: Leaders motivate employees to achieve work goals by 

setting clear criteria for rewards and linking rewards directly to employee 

performance. 

Management by Exception: Includes active and passive management: 

Proactive Management: Leaders monitor and prevent problems before they 

occur to ensure that the work process runs smoothly. 

Reactive Management: Leaders intervene to solve problems after they occur. 

Contingent Punishment: A leader imposes negative consequences on an 

employee for failing to meet performance standards in order to motivate the 

employee to improve performance. This measure can improve performance in the 

short term, but may have a negative impact on employees' long-term attitudes.  

Process Control: Leaders ensure that tasks are performed to predetermined 

standards by monitoring and adjusting the work processes and behaviour of 

employees. Emphasis is placed on monitoring and intervening in the work process to 

maintain quality and efficiency. 

Work Engagement refers to the positive cognitive state of an employee's 

work, the positive and complete emotion of the work, the strong sense of 

responsibility that he or she has for his or her own work performance, as well as the 
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vision of commitment to work performance and the energy invested in the work for 

the sake of this sense of responsibility. 

Work engagement includes four dimensions of Vigor, Dedication, Absorption 

and Work Meaningfulness. 

Vigor: represents high energy levels and mental toughness at work, as well as 

the willingness to put in effort and perseverance in the face of difficulties. 

Dedication: refers to a high degree of immersion in the work, experiencing 

feelings of meaning, passion, motivation, pride and challenge. 

Absorption: This refers to complete concentration and happy integration into 

the work, so that the individual feels that time passes quickly and is not easily 

distracted from the work. 

Work Meaningfulness refers to the perceived value and significance of work, 

which describes the spiritual fulfilment and social value of work for the individual.      

Employee Performance refers to the contribution to the organizational 

performance by regulating the work behaviors of the employees based on their 

physical and psychological characteristics and abilities, and the ability, level and 

results of the work demonstrated by the employees in their workplaces. 

Employee Performance consists of four main dimensions: Task Performance, 

Relationship Performance, Learning Performance and Innovative Performance. 

Task Performance: Employee's ability and quality to complete work tasks. 

Relationship Performance: Employees' ability to build and maintain good 

relationships within the organisation. 

Learning Performance: Employee progress in learning new skills and 

knowledge. 

Innovative Performance: The ability of employees to propose and implement 

innovative solutions. 
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Research Framework 
This paper constructs a model with four variables, the variables are:  

Transformational leadership, Transactional leadership, Work Engagement and 

Employee Performance. 

 

 

 

 

 

 

 

 

 

Figure 1.1 Research Framework 

 

 

H1 

H2 

H3 

H4 
H5 

 Work Engagement  Transformational leadership 

 Transactional leadership  Employee Performance 



Chapter 2 
Literature Review 

 

This chapter adopts the method of literature research to search, screen and 

sort out the literature. Firstly, relevant literatures were retrieved through SJR, 

ResearchGate, EBSCO, Google Scholar, VI, P. Journal, Wanfang Data, CNKI, China Social 

Science Citation Index and other online databases. Secondly, according to the 

theoretical scope and practical needs of this study, the literature is screened and 

sorted out. And finally, based on the analysis and summary of the literature, so as to 

grasp the research status and characteristics of this research topic and the future 

development direction, and provide theoretical basis for this research. 

1. General information of Start-up Enterprises. 

2. Concepts and theories of Transformational Leadership. 

3. Concepts and theories of Transactional Leadership. 

4. Concepts and theories of Work Engagement. 

5. Concepts and theories of employee performance. 

6. Related Research. 

7. Research Framework. 

The details are as follows. 

 

General information of Start-up Enterprises 
1. The Concept of Start-up Enterprises 

Start-up Enterprises are newly established companies, usually founded by 

entrepreneurs, and focused primarily on developing and marketing new products or 

services. These enterprises typically face high levels of risk, uncertainty, and 

dependence on capital and resources in their early stages. Startups tend to be 

innovative and aim to achieve rapid growth and market positioning by breaking 

market conventions, introducing new technologies, or creating new markets 

(Nambisan et al., 2019). They are exploratory and experimental in their business 
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models, product development and market strategies to find the best way to adapt 

to the market (Kuckertz et al., 2021). 

2. Importance and significance of startups 

Startups play a vital role in the economy. They not only drive technological 

innovation and market competition, but also contribute significantly to economic 

growth and social development. Startups facilitate technological advancement and 

energise markets by introducing new business models, products and services (Patzelt 

& Shepherd, 2020). The success of these ventures not only brings direct economic 

benefits such as job creation and revenue growth, but also contributes to the 

prosperity of the regional economy by stimulating the development of related 

industries (Hsu et al., 2022). 

3. Current status of startups 

The number of startups in China and globally has increased significantly in 

recent years. The Chinese government has actively promoted innovation and 

entrepreneurship and facilitated the development of startups through various 

policies and financial support (Chen et al., 2022). In China, the emergence of startups 

is not only remarkable in the technology sector, but also extends to traditional 

industries, bringing new market opportunities and business models (Li & Liu, 2023). 

These companies have faced challenges such as resource shortage and fierce market 

competition in their rapid development, and at the same time, they have made 

remarkable achievements, such as market share expansion and technological 

breakthroughs. 

4. Life cycle of startups 

Startups typically go through the following life cycle stages: founding stage, 

growth stage, maturity stage and possible decline stage. During the founding stage, 

entrepreneurs mainly focus on validating business models and obtaining seed 

funding (Coulthard, 2018). In the growth stage, firms face challenges of market 

expansion and business optimisation, requiring additional capital and management 

resources (Wang et al., 2021). Upon entering the maturity stage, firms may consider 
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business transformation, expansion, or exit strategies from the market to cope with 

changing market conditions (Bercovitz & Mitchell, 2020). 

5. Issues and challenges faced by startups 

Startups face many issues and challenges during their development, including 

shortage of funds, market competition and team management. Lack of funding is one 

of the most common problems for startups, which limits the ability to expand and 

innovate (Mason & Brown, 2021). Increased market competition makes it necessary 

for firms to constantly innovate and optimise their products to remain competitive 

(Jung et al., 2022). In addition, team management aspects such as recruiting, 

motivating, and retaining talent are also important factors that affect the success of 

startups (Brettel et al., 2018). 

 

Concepts and theories of Transformational Leadership 
1. Transformational Leadership theory       

Transformational leadership theory was originally developed by James 

McGregor Burns in his book Leadership and further developed and refined by Bernard 

M. Bass. Rooted in the fields of psychology and sociology, the theory seeks to 

explore how leaders influence employee behavior and organizational development. 

Transformational leadership theory emphasizes the leader's mission to stimulate the 

intrinsic motivation and potential of employees to promote organizational change 

and innovation. Leaders influence employee attitudes, behaviors, and performance 

by setting motivational goals, providing support, and stimulating emotional 

motivation. 

The concept of Transformational Leadership was first introduced by James 

McGregor Burns in his classic book, Leadership Theory, and refers to the ability of 

leaders to achieve higher levels of performance by making their employees aware of 

the significance and responsibility of the tasks they are undertaking, by stimulating 

higher-level needs in subordinates or expanding the needs and desires of 

subordinates, and by enabling subordinates to act for the benefit of the team, the 

organization, and for the greater political interests over personal interests, resulting in 
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higher levels of performance. Transformational leadership theory emphasizes the 

need for leaders to be clear about the organization's vision and goals, as well as for 

subordinates to accept the credibility of the leader. In this process, the leader cares 

for the daily life and developmental needs of each subordinate and helps them to 

see old problems in a new light so that they can change their perspectives on them. 

The leader will also motivate, awaken and inspire the subordinates to make greater 

efforts to achieve the group's goals. 

In transformational leadership theory, a leader's behavioral styles are usually 

summarized in four areas, namely charismatic, inspirational, intellectually stimulating, 

and personalized care. Together, these behaviors constitute the core characteristics 

of transformational leadership. Charisma and inspiration are key to stimulating the 

higher-level needs of subordinates, intellectual stimulation helps subordinates to see 

problems from a new perspective, and individualized care focuses on the specific 

needs and growth of each subordinate. 

Transformational leadership is also good at using power and contextual 

factors to stimulate the willingness and ability of subordinates to seek new ideas and 

changes, so that the organization can flexibly adjust its mode of operation in a 

rapidly changing environment. This type of leadership not only focuses on the 

current tasks and goals, but also on the long-term development and future vision of 

the organization. 

In practice, transformational leadership theory has been widely used in a 

variety of organizational and management situations. It emphasizes interaction and 

mutual growth between leaders and subordinates, encouraging subordinates to 

transcend themselves and achieve higher performance goals. At the same time, 

transformational leadership also focuses on nurturing and developing the abilities of 

subordinates so that they can become an important force for organizational change 

and progress. Many studies have shown that leaders who adopt a transformational 

leadership style can effectively stimulate the intrinsic motivation and potential of 

employees, improve employee performance levels, and promote organizational 

innovation and development. 
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Judge, T. A., & Bono, J. E. (2000) study explored the relationship between 

transformational leadership and the Big Five personality traits (extraversion, 

agreeableness, conscientiousness, neuroticism, and openness). The study found that 

leaders with certain personality traits were more likely to exhibit a transformational 

leadership style and, in this way, positively impact employee performance. In 

particular, conscientiousness and agreeableness were significantly associated with 

transformational leadership style. 

Piccolo, R. F., & Colquitt, J. A. (2006) study examined how transformational 

leadership affects employee work behavior and performance through core job 

characteristics (e.g., job autonomy, skill diversity, etc.). The study found that 

transformational leadership enhances employees' perceptions of job characteristics, 

which in turn enhances their job performance. This suggests that transformational 

leaders play a key role in shaping employees' work environment and motivating 

them to achieve high performance. 

Barling, J., Christie, A., & Turner, C. (2008) explored how psychological factors, 

including leadership styles, can influence employee performance and work 

productivity. Some of this research involves transformational leadership and suggests 

that transformational leadership styles can positively influence employee 

performance by motivating employees and increasing their job satisfaction and 

commitment. 

Wang, X. H., Howell, J. M., & Cao, W. (2012) studied investigated the 

relationship between transformational leadership, organizational identity, and 

employee performance in a Chinese context. The results indicated that 

transformational leadership improves employees' performance by enhancing their 

organizational identity. The study also found that this relationship existed at different 

levels of the organization. 

Al-Hussami, M., Al-Azzam, M., & Al-Hujran, O. (2019) study explored the effect 

of transformational leadership on employee performance and examined the 

mediating role of work engagement in this relationship. The results indicated that 
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transformational leadership improves employees' performance by enhancing their 

work engagement. 

Khan, M. A., Qureshi, I., & Ibrahim, F. (2020) study investigated how 

transformational leaders influence employee performance through affective 

organizational commitment. The results indicated that affective organizational 

commitment mediates the relationship between transformational leadership and 

employee performance. 

Ng, T. W., & Lucianetti, L. (2021) study explored how transformational leaders 

influence employee performance through leader-member exchange (LMX) and 

organizational citizenship behavior (OCB). Results indicated that high-quality LMX and 

OCB play a positive mediating role between transformational leadership and 

employee performance. 

Ahmed, I., Nawaz, M. M., Ahmed, I., & Nawaz, F. (2022) study examined the 

effect of transformational leadership on employee performance and explored the 

mediating role of employee engagement in this relationship. The study found that 

transformational leaders enhance employee performance by increasing their 

engagement. 

Overall, transformational leadership theory is a leadership style that 

emphasizes the growth and progress of leaders and subordinates together. It does 

this by stimulating the high-level needs and aspirations of subordinates so that they 

go beyond their personal interests and work towards the long-term development 

and goals of the organization. This type of leadership not only helps to improve the 

performance performance of the organization, but also helps to nurture and develop 

the competencies of subordinates, improve the level of employee performance, and 

lay a solid foundation for continuous change and progress of the organization. 

2. Concepts of Transformational Leadership       

Burns, J. M. (1978) mentioned that Transformational Leadership refers to the 

process of interaction between leaders and followers in which the leader stimulates 

higher level needs and motivations in his followers through his charisma and 

personalized consideration for them. 
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Bass, B. M. (1985) mentioned that Transformational Leadership is the process 

by which leaders inspire their employees to go beyond their personal interests and 

work towards the organization's vision and goals by elevating their values, beliefs, 

motivations, and hierarchy of needs. 

Podsakoff, P. M., MacKenzie, S. B., Moorman, R. H., & Fetter, R. (1990) 

mentioned that Transformational Leadership refers to influencing employees by 

providing vision, facilitating goal acceptance, demonstrating ethical behavior, 

encouraging intellectual stimulation, and personalizing care.  

Avolio, B. J., & Bass, B. M. (1995) mentioned that Transformational Leadership 

refers to a process in which a leader, through his or her influence, changes the 

values, beliefs, needs, and expectations of followers, and stimulates their higher-

level needs and motivations to achieve a common goal. 

Podsakoff, P. M., MacKenzie, S. B., & Bommer, W. H. (1996) mentioned that 

Transformational Leadership refers to a leader's ability to influence followers by 

providing a vision, facilitating acceptance of the organization's goals, demonstrating 

high standards of moral and ethical behavior, encouraging followers to develop their 

own abilities, and achieving self-transcendence. and achieving self-transcendence, 

among other ways to influence followers. This study explored multiple dimensions of 

Transformational Leadership, including vision provision, goal acceptance facilitation, 

demonstration of high standards of moral and ethical behavior, intellectual 

stimulation, and personalized care, and analyzed the impact of these dimensions on 

follower trust, satisfaction, and organizational citizenship behavior. 

Pillai, R., Schriesheim, C. A., & Williams, E. S. (1999) mentioned that 

Transformational Leadership refers to a process that inspires employees to achieve 

higher goals by raising their level of consciousness. Standard transformational 

leadership dimensions including idealized influence, inspirational motivation, 

intellectual stimulation, and personalized care were used in the study. 

Yukl, G. (1999) mentions that Transformational Leadership refers to a process 

of motivating employees to achieve organizational goals by influencing their values, 

beliefs, needs, and expectations. He argues that transformational leadership 



20 

 

influences employees by providing vision, facilitating goal acceptance, personalized 

care, and intellectual stimulation. Yukl's model includes four dimensions similar to 

Bass's, but he also emphasizes the context-specific nature of leadership behaviors, 

which means that the effectiveness of transformational leadership may be 

dependent on a particular organizational environment and culture. 

Leithwood, K., & Jantzi, D. (2006) mentioned that Transformational Leadership 

refers to a process that works by influencing teachers' beliefs, values, and goals, 

which in turn improves instructional practices and student outcomes. Their research 

model includes multiple dimensions such as visioning, providing motivation, 

facilitating teacher development and learning, managing instruction, reinforcing goals, 

fostering collaboration, and ensuring accountability, which together form a framework 

for transformational leadership in education. 

Bono, J. E., & Judge, T. A. (2019) mentioned that Transformational Leadership 

refers to a leadership process that inspires followers to achieve performance 

excellence by elevating their awareness, values, and goals. This type of leadership 

emphasizes interaction and mutual growth between leaders and followers. The study 

also addressed the four common dimensions of transformational leadership, namely 

idealized influence, inspirational motivation, intellectual stimulation, and 

personalized care, and further analyzed the relationship between these dimensions 

and the personality traits of leaders. 

Pillai, R., Schriesheim, C. A., & Williams, E. S. (2019) mentioned that 

Transformational Leadership refers to a leadership style that motivates followers to 

exceed expected performance by enhancing their values, beliefs, and emotions. This 

type of leadership emphasizes on creating a deep emotional connection with 

followers and inspiring them to be innovative and committed to organizational goals. 

In addition to the common idealized influence, inspirational motivation, intellectual 

stimulation, and personalized care mentioned above, this essay discusses how 

transformational leadership affects aspects of organizational equity, trust, and 

cooperation. 
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Wang, H., Demerouti, E., & Le Blanc, P. (2019) mentioned that 

Transformational Leadership refers to a leadership process that inspires followers to 

go beyond their personal interests and achieve higher organizational goals by 

influencing their values, beliefs, emotions, and needs. It consists of four dimensions: 

Idealized Influence: the leader is seen as a role model and has high ethical standards 

and integrity. Inspirational Motivation: Leaders inspire passion and commitment in 

their followers by communicating a compelling vision and purpose. Intellectual 

Stimulation: Leaders encourage followers to challenge old ideas and adopt new 

ways of thinking. Individualized Consideration: Leaders provide support and guidance 

by focusing on the personal needs and growth of their followers. 

Avolio, B. J., & Walumbwa, F. O. (2020) mentioned that Transformational 

Leadership refers to a process in which leaders motivate their followers to move 

beyond self-interests to work for the team by elevating their consciousness, 

stimulating their intrinsic motivations and needs, and promoting higher levels of 

development and growth, organization or the greater collective good. In this 

research, transformational leadership is viewed as a multidimensional construct that 

typically includes the dimensions of idealized influence, inspirational motivation, 

intellectual stimulation, and individualized consideration. individualized 

consideration. 

Bass, B. M., & Riggio, R. E. (2020) mentioned that Transformational Leadership 

refers to a relationally oriented leadership style that enhances followers' awareness, 

values, beliefs, and competencies through interactions between leaders and 

followers in order to achieve beyond expectations. The book describes in detail the 

four dimensions of Transformational Leadership: Idealized Influence (including 

behavioral modeling and trust), Inspirational Motivation (motivating followers by 

communicating vision and mission), Intellectual Stimulation (encouraging innovation 

and challenging the status quo), and Individualized Care (focusing on followers' 

personal development and needs). 

Wang, L., & Chen, Z. (2021) mentioned that Transformational Leadership 

refers to a process by which a leader enhances the self-awareness of his or her 
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followers by stimulating their higher needs, as well as encouraging them to go 

beyond their individual interests in pursuit of collective goals. Transformational 

leadership emphasizes vision, motivation, intellectual stimulation, and personalized 

care. Transformational leadership, as mentioned in the paper, consists of four 

dimensions: idealized influence (leaders demonstrate strong ethical standards and 

exemplary behaviors), inspirational motivation (leaders motivate followers by 

communicating high expectations and trust), intellectual stimulation (encouraging 

critical thinking and innovative problem solving), and individualized caring (giving 

individual attention to followers' personal and professional development). 

Johnson, R., & Nguyen, H. (2021) mentioned that Transformational Leadership 

refers to a style of leadership that inspires employees to look beyond their own self-

interests by enhancing their values, beliefs, and attitudes. It focuses on creating a 

shared vision and influencing employees through personalized care, intellectual 

stimulation, and role modeling. Johnson and Nguyen also mentioned the four 

dimensions of Transformational Leadership which are Idealized Influence, 

Inspirational Motivation, Intellectual Stimulation, and Personalized Care and 

explained in detail how each dimension affects employee outcomes. 

Ahmed, S., & Coetzer, A. J. (2021) mentioned that Transformational 

Leadership refers to a style of leadership that inspires higher levels of motivation in 

followers by enhancing their awareness, values, beliefs, and attitudes. This style of 

leadership not only focuses on task accomplishment but also emphasizes the growth 

and development of followers. The study equally identified four dimensions of 

Transformational Leadership namely Idealized Influence, Inspirational Motivation, 

Intellectual Stimulation, and Individualized Care and further explored how these 

dimensions can promote employee engagement and performance in the public 

sector. 
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Table 2.1 Concepts of Transformational Leadership 
 

Author Title Publisher Key Points 
Burns, J. M. 

(1978) 
Leadership Harper & Row charisma, 

personalized 
consideration. 

Bass, B. M. 
(1985) 

Leadership and 
performance beyond 
expectations 

Free Press elevating their values, 
beliefs, motivations, 
and hierarchy of 
needs. 

Podsakoff, P. M., 
MacKenzie, S. 

B., Moorman, R. 
H., & Fetter, R. 

(1990) 

Transformational leader 
behaviors and their 
effects on followers' trust 
in leader, satisfaction, and 
organizational citizenship 
behaviors. 

Leadership 
Quarterly 

intellectual 
stimulation and 
personalizing care. 

Avolio, B. J., & 
Bass, B. M. 

(1995) 

Individual consideration 
viewed as a moderator of 
the relationship between 
transformational 
leadership and follower 
satisfaction with leader 
performance 

Journal of 
Applied 
Psychology 

stimulates their 
higher-level needs 
and motivations. 

Podsakoff, P. M., 
MacKenzie, S. 
B., & Bommer, 
W. H. (1996) 

Transformational leader 
behaviors and their 
effects on followers' trust 
in leader, satisfaction, and 
organizational citizenship 
behaviors 

Leadership 
Quarterly 

leader's ability to 
influence. 
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Table 2.1 (Continued) 
 

Author Title Publisher Key Points 
Pillai, R., 

Schriesheim, C. 
A., & Williams, E. 

S. (1999) 

Fairness perceptions and 
trust as mediators for 
transformational and 
transactional leadership: A 
two-sample study 

Journal of 
Management 

idealized influence, 
inspirational 
motivation, 
intellectual 
stimulation, and 
personalized care. 

Yukl, G. (1999) Leadership in 
organizations (5th ed.) 

Prentice Hall influencing their 
values, beliefs, needs, 
and expectations. 

Leithwood, K., & 
Jantzi, D. (2006) 

Transformational school 
leadership for large-scale 
reform: Effects on 
students, teachers, and 
their classroom practices 

School 
Effectiveness 
and School 
Improvement 

influencing teachers' 
beliefs, values, and 
goals. 

Bono, J. E., & 
Judge, T. A. 

(2019) 

Personality and 
transformational and 
transactional leadership: A 
meta-analysis 

Journal of 
Applied 
Psychology 

elevating their 
awareness, values, 
and goals. 

Pillai, R., 
Schriesheim, C. 
A., & Williams, E. 

S. (2019) 

Fairness, trust, and 
cooperation: A meta-
analytic review of trans 
formational and transact 
tional leadership effects 

Journal of 
Organizational 
Behavior 
Management 

enhancing their 
values, beliefs, and 
emotions. 

Wang, H., 
Demerouti, E., & 

Le Blanc, P. 
(2019) 

Transformational 
leadership, adaptability, 
and job crafting: The 
mediating role of job 
engagement 

Journal of 
Vocational 
Behavior 

nfluencing their 
values, beliefs, 
emotions, and needs. 
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Table 2.1 (Continued) 
 

Author Title Publisher Key Points 
Avolio, B. J., & 
Walumbwa, F. 

O. (2020) 

Unlocking the mask: A 
look at the process by 
which authentic leaders 
impact follower attitudes 
and behaviors 

Leadership 
Quarterly 

elevating their 
consciousness, 
stimulating their 
intrinsic motivations 
and needs. 

Bass, B. M., & 
Riggio, R. E. 

(2020) 

Transformational 
leadership (2nd ed.) 

Lawrence 
Erlbaum 
Associates 

enhances followers' 
awareness, values, 
beliefs, and 
competencies. 

Wang, L., & 
Chen, Z. (2021) 

The influence of 
transformational 
leadership on employee 
performance: A mediating 
role of work engagement 

Leadership & 
Organization 
Development 
Journal 

emphasizes vision, 
motivation, 
intellectual 
stimulation, and 
personalized care. 

Johnson, R., & 
Nguyen, H. 

(2021) 

Transformational 
leadership and its effects 
on employee outcomes: 
A meta-analysis 

Journal of 
Organizational 
Behavior 

enhancing their 
values, beliefs, and 
attitudes. 

Ahmed, S., & 
Coetzer, A. J. 

(2021) 

The role of 
transformational 
leadership in fostering 
employee engagement 
and performance in the 
public sector 

Public 
Management 
Review 

enhancing their 
awareness, values, 
beliefs, and attitudes. 

 

In summary, transformational leadership is the process by which a leader 

achieves higher levels of performance by making employees aware of the significance 

and responsibility of the tasks they are undertaking, by stimulating the higher-level 
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needs of their subordinates or by expanding the subordinates' needs and desires, so 

that the subordinates will transcend their personal interests for the sake of the team, 

the organization, and for the greater political good. 

3. Structural dimensions of Transformational Leadership 

Bass, B. M. (1985) Bernard M. Bass's Leadership and Performance Beyond 

Expectations is a landmark work in the history of transformational leadership theory. 

In the book, Bass delves into the concept of transformational leadership, its 

characteristics, and how it transcends traditional transactional leadership to have a 

profound impact on organizational and individual performance. Although Bass does 

not directly address the four dimensions of transformational leadership (idealized 

influence, inspirational motivation, intellectual stimulation, and personalized care) 

that have since become widely known in this book, he lays a solid foundation for the 

development of these dimensions and for subsequent research. Bass emphasizes the 

importance of leaders' ability to achieve above-expectation performance by 

enhancing their subordinates' values, motivation, and competencies. He notes that 

transformational leaders are able to stimulate higher-level needs in their 

subordinates, resulting in a stronger commitment and dedication to their work and 

organization. This book has had a profound impact on the study of leadership, 

inspiring a great deal of subsequent research and practical application. In particular, 

its elaboration of the concept of transformational leadership provided an important 

theoretical foundation for the subsequent development of dimensioning and 

measurement tools. 

Bass, B. M., & Avolio, B. J. (1990) In this collaborative study, Bass and Avolio 

presented the Multifactor Leadership Questionnaire (MLQ) for transformational 

leadership, which has since become one of the most commonly used tools. In 

addition to the development and validation of the questionnaire, they elaborated on 

four core dimensions of transformational leadership: Idealized Influence, Inspirational 

Motivation, Intellectual Stimulation, and Individualized Consideration. These 

dimensions provide a structured framework for understanding and evaluating 



27 

 

transformational leadership behaviors and serve as the cornerstone of subsequent 

research. 

Idealized Influence: refers to the leader through their own behavior, values 

and moral standards, to become the subordinates of the role model and object of 

admiration, inspire the subordinates of respect and trust. 

Inspirational Motivation: Leaders inspire their subordinates' enthusiasm and 

motivation for their work by communicating the organization's vision, mission, and 

goals, making them feel that their work is meaningful. 

Intellectual Stimulation: Encourage subordinates to challenge the status quo, 

think creatively, and look at and solve problems from different perspectives. 

Individualized Consideration: Leaders focus on the personal needs and 

growth of their subordinates, providing support and guidance to help them achieve 

personal and professional development. 

Wang, X., & Howell, J. M. (2020) explored how different dimensions of 

transformational leadership affect employees' job satisfaction and organisational 

commitment. In particular, the study focused on four key dimensions of leadership: 

Idealised Influence, Inspirational Motivation, Intellectual Stimulation, and 

Individualized Consideration. 

Definition of Dimensions :  

Idealised Influence: A leader gains the respect and trust of followers by 

setting an example and demonstrating moral and ethical standards. 

Inspirational Motivation: Leaders inspire and motivate their people through 

clear vision and high expectations. 

Intellectual Stimulation: Leaders encourage innovation and creative thinking, 

challenge assumptions and promote learning and problem solving. 

Individualised Consideration: Leaders focus on the individual needs of each 

employee, providing support and coaching. 

Liu, X., & Wang, X. (2021) examined how transformational leadership affects 

employees' innovative behaviour and job performance through different dimensions. 

The study focused on analysing how leaders can use the dimensions of 
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transformational leadership to enhance their team's innovation and work 

performance. 

Definition of dimensions: 

Idealized Influence: The leader acts as a role model and provides clear 

standards of behaviour for the team. 

Inspirational Motivation: Employees are motivated by inspiring visions and 

challenging goals. 

Intellectual Stimulation: Stimulates creativity and critical thinking to drive 

problem solving. 

Individualised Consideration: Providing personalised support and guidance to 

enhance employee development. 

Based on Bass's four-dimensional model of transformational leadership, Li,  

C.-P., & Shi, K. (2005) developed a four-dimensional model of transformational 

leadership from the Chinese cultural context, taking into account China's specific 

ideology of "harmony" as the most important thing and the cultural atmosphere that 

attaches great importance to interpersonal relationships, which are virtue, vision, 

motivation, and personalized care, leadership charisma and personalized care. 

Among them, the connotation of leadership charisma and vision motivation is 

basically the same as that of Bass et al. The meaning of personalized care is broader 

than the definition of Bass et al. It contains not only the care for the employees 

themselves, but also the leader's concern for the employees' family and life outside 

work. Bass focuses on the category of "work", such as the employee's work and 

personal development, based on the Western idea of separating public and private, 

but in the context of China, Li and Shih focus on the above two dimensions, as well 

as on taking care of the private life of employees, believing that if leaders can 

increase their care for their employees outside of work, they will be able to make 

the relationship between supervisors and subordinates more intimate, which will in 

turn lead to a better relationship between the supervisor and the subordinate, and 

thus to a more personalized care. They believe that if leaders can show more 

concern for their employees outside of work, they will be able to create a closer 
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relationship between their superiors and subordinates, which in turn will create a 

good organizational atmosphere. Virtue is a special dimension of Chinese culture 

proposed by Li and Shikan. Virtue modeling advocates that leaders should be the 

first to take the lead, that the collective interest is always higher than the individual 

interest, that they should suffer first and enjoy later, and that they should be able to 

share the difficulties with their employees, etc. It emphasizes more on the leader's 

own virtues and behaviors. It puts more emphasis on the role of the leader's own 

virtuous behavior as a role model for employees. These propositions are in line with 

the core values of Confucianism. 

Moral modeling: It means that leaders set good moral models for their 

employees by taking their own noble character and behavior as an example, and 

inspire their employees' enthusiasm and work motivation by means of subtle 

influence. This dimension reflects the traditional concept of Chinese culture, which 

emphasizes moral conduct and teaching by example over words. 

Visionary motivation: refers to the leader by depicting the organization's bright 

future and common vision to the employees, to stimulate the enthusiasm and 

creativity of the employees, prompting the employees to work hard to achieve the 

organizational goals. The leader describes the future development vision to the 

employees and makes them understand the meaning of work. Employees can 

willingly accept the organization's arrangements and work hard to achieve their goals. 

Leaders motivate their employees to exceed expectations through intrinsic 

motivation. The essence of a leader who inspires people through motivation is first 

and foremost to be able to portray a vision to the employees, to use simple 

language to make the communication smooth and clear, and to give the employees 

a clear direction of the goals. This dimension is similar to visionary motivation in 

Western transformational leadership theories, but with a greater emphasis on shared 

values and collectivism in the Chinese cultural context. 

Charisma Leadership: The ability of a leader to motivate those around him 

through his own charisma or moral influence. Such a leader is usually considered to 

be noble, trustworthy, sincere and very honest. A charismatic leader is characterized 
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by extraordinary competitiveness, full recognition of the achievements of his 

subordinates, the ability to face crises with courage and the ability to use power to 

achieve positive results. At the same time, they are able to understand the 

importance of things and give guidance to their employees, so that they are 

influenced by their charisma and are willing to work hard to achieve the goals of the 

organization. 

Individualized Consideration: This means that leaders pay attention to the 

personal needs, growth and development of their employees, and provide the 

necessary care and support to help them solve the problems they encounter in their 

work and life. Based on the western idea of separating public and private, Bass 

focuses on the category of "work", such as the employee's work and personal 

development, but in terms of China's national conditions, Li and Shih focus on both 

levels, but also focus on taking care of the private life of employees, and believe 

that if the leader can increase the care for the employees outside of work, it will be 

more able to make the relationship between superior and subordinate more 

intimate, which will in turn lead to a better relationship between the superior and 

the subordinate. They believe that if leaders can increase their concern for their 

employees outside of work, they will be more able to create a closer relationship 

between their superiors and subordinates, and thus create a good organizational 

atmosphere. 

Liu, H., & Zhang, X. (2019) examined how four dimensions of transformational 

leadership affect employees' innovative behaviour and job effectiveness. The results 

showed that ethical role modeling and personalised care had a significant positive 

effect on employees' innovative behaviours, while visionary motivation and 

charismatic leadership had a significant effect on job effectiveness. 

Dimensions involved: 

Moral Modeling: Leaders motivate employees to think innovatively by 

demonstrating ethical behaviour. 

Visionary Motivation: Leaders motivate employees to be creative by setting 

ambitious goals and visions. 
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Charismatic Leadership: A leader's charisma inspires creativity and enthusiasm. 

Individualized Consideration: Focusing on the needs of individual employees 

and providing support to promote innovative behaviour. 

Wang, H., & Wang, C. (2020) explored four dimensions of transformational 

leadership-Moral Modelling, Visionary Motivation, Charismatic Leadership, and 

Individualised Consideration-for their impact on employee performance and 

organisational commitment. Individualised Consideration -- on employee 

performance and organisational commitment. These dimensions were found to 

significantly increase employees' job satisfaction and organisational commitment. Of 

these, ethical modelling and visionary motivation were found to have the most 

direct impact on employee career development. 

Dimensions involved: 

Moral Modeling: Leaders influence employees' behaviour and values by 

modelling ethical behaviour. 

Visionary Motivation: Leaders motivate their employees by setting a vision 

and setting goals to increase their motivation. 

Charismatic Leadership: Leaders motivate people through their charisma and 

charisma, inspiring enthusiasm and loyalty. 

Individualised Consideration: Leaders provide support and attention to the 

individual needs of their people to facilitate their personal development. 

Zhang, Y., & Li, C. (2021) examined four core dimensions of transformational 

leadership and their effects on employees' psychological capital. The study found 

that Moral Modelling and Charismatic Leadership significantly enhanced employees' 

psychological capital, which in turn enhanced employees' performance and job 

satisfaction. Visionary Motivation and Individualised Consideration had a greater 

impact on positive attitudes and teamwork. 

Dimensions involved: 

Moral Modeling: Leaders influence the ethical attitudes of their employees by 

setting an example through their own moral behaviour. 
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Visionary Motivation: Setting motivational visions and goals to increase 

employee motivation and engagement. 

Charismatic Leadership: A leader's charisma and emotional appeal have a 

strong influence on employees. 

Individualised Consideration: Supporting each employee's specific needs to 

help them grow personally and professionally. 

 

Table 2.2 Dimensions of Transformational Leadership 

 
Author Title Publisher Key Points 

Bass, B. M. 
(1985) 

Leadership and 
performance beyond 
expectations. 

 idealized influence, 
inspirational motivation, 
intellectual stimulation, 
and personalized care 

Bass, B. M., & 
Avolio, B. J. 

(1990) 

Transformational 
leadership development: 
Manual for the 
Multifactor Leadership 
Questionnaire. 

Consulting 
Psychologists 
Press 

Idealized Influence, 
Inspirational Motivation, 
Intellectual Stimulation, 
and Individualized 
Consideration. 

Wang, X., & 
Howell, J. M. 

(2020) 

Exploring the dimensions 
of transformational 
leadership and their 
impact on job satisfaction 
and organizational 
commitment. 

ournal of 
Leadership & 
Organizational 
Studies 

Idealised Influence, 
Inspirational Motivation, 
Intellectual Stimulation, 
and Individualized 
Consideration. 

Liu, X., & 
Wang, X. 
(2021) 

The role of 
transformational 
leadership dimensions in 
enhancing team 
innovation and 
performance. 

International 
Journal of 
Innovation 
Management 

Idealised Influence, 
Inspirational Motivation, 
Intellectual Stimulation, 
and Individualized 
Consideration. 
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Table 2.2 (Continued) 

 
Author Title Publisher Key Points 

Li, C.-P., & 
Shi, K. (2005) 

Transformational leadership 
and employee job 
satisfaction: The mediating 
role of work engagement. 

Journal of 
Applied 
Psychology 

Moral Modelling, 
Visionary Motivation, 
Charismatic 
Leadership, and 
Individualised 
Consideration 

Liu, H., & 
Zhang, X. 

(2019) 

The impact of 
transformational leadership 
dimensions on employee 
innovation and 
performance: The role of 
moral modeling, visionary 
motivation, charismatic 
leadership, and 
individualized consideration. 

ournal of 
Organizationa
l Behavior 

Moral Modelling, 
Visionary Motivation, 
Charismatic 
Leadership, and 
Individualised 
Consideration 

Wang, H., & 
Wang, C. 
(2020) 

Transformational leadership 
and its dimensions: 
Exploring the impact on 
employee performance and 
organizational commitment. 

Journal of 
Leadership & 
Organizationa
l Studies 

Moral Modelling, 
Visionary Motivation, 
Charismatic 
Leadership, and 
Individualised 
Consideration 

Zhang, Y., & 
Li, C. (2021) 

Transformational leadership 
and psychological capital: 
The role of moral modeling, 
visionary motivation, 
charismatic leadership, and 
individualized consideration. 

Leadership & 
Organization 
Development 
Journal 

Moral Modelling, 
Visionary Motivation, 
Charismatic 
Leadership, and 
Individualised 
Consideration 
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In summary, transformational leadership consists of four dimensions, which 

are moral modeling, visionary motivating, charisma leadership, and individualized 

consideration. 

Moral modeling: It means that leaders set good moral models for their 

employees by taking their own noble character and behavior as an example, and 

inspire their employees' enthusiasm and work motivation by means of subtle 

influence.   

Visionary motivation: refers to the leader by depicting the organization's bright 

future and common vision to the employees, to stimulate the enthusiasm and 

creativity of the employees, prompting the employees to work hard to achieve the 

organizational goals.  

Charisma Leadership: The ability of a leader to motivate those around him 

through his own charisma or moral influence.  

Individualized Consideration: This means that leaders pay attention to the 

personal needs, growth and development of their employees, and provide the 

necessary care and support to help them solve the problems they encounter in their 

work and life.  

 

Concepts and theories of Transactional Leadership 
1. Transactional Leadership Theory 

Transactional Leadership Theory was originally proposed by James McGregor 

Burns in his book Leadership and was later further developed and refined by Bernard 

M. Bass. Rooted in the fields of psychology and management, the theory aims to 

explore the exchange relationship between leaders and employees and its impact 

on organizational performance. 

In 1978, Burns proposed the theory of transactional leadership. The theory 

suggests that the relationship between transactional leaders and their subordinates is 

economic, political, and psychologically reciprocal. The transactional leader 

negotiates with employees to make clear their roles and responsibilities in 

accomplishing their tasks and the rewards they will receive for doing so. In the 
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process, they provide employees with resources to assist them in accomplishing their 

tasks. Transactional leadership involves both rewarding and punishing. Rewards are 

given to subordinates for accomplishing pre-determined goals. This reflects the 

positive, motivational style that characterizes transactional leadership. The other 

type of reward is punishment, which means that the leader punishes those who 

make mistakes in their work. This also shows the punitive side of the transactional 

leadership style. 

Bass (1985) in his book Leadership and Performance Beyond Expectation 

defines transactional leaders as the type of leaders who function in pre-existing 

systemic and cultural situations and who focus on results, time and efficiency. They 

focus on results, time, and efficiency. To better achieve desired results and avoid 

risks, they put more effort into monitoring the process to get better results. It is 

widely believed that Leader-Member Exchange Theory (LMX) and Path-Goal Theory 

(PGT) are the basis of transactional leadership theory, and the core connotation of 

transactional leadership theory refers to the interaction between leaders and 

members based on the "exchange of resources". The core meaning of transactional 

leadership theory is the interactive relationship between the leader and the 

members based on "resource exchange". 

Transactional leadership theory emphasizes the exchange relationship 

between the leader and the employee, where the leader influences the employee's 

behavior and performance by providing rewards and punishments. Transactions 

between leaders and employees are based on mutual benefits; employees are 

rewarded for performing tasks and achieving goals, and leaders motivate employees' 

performance by providing rewards. 

Transactional leaders have a range of characteristics and behaviors, including: 

(1) Rewards and punishments: Transactional leaders influence employee behavior 

and performance by offering rewards and punishments. (2) Goal Setting: Transactional 

leaders set clear goals and expectations and make agreements with employees.         

(3) Supervision and Control: Transactional leaders supervise and control the work of 

their employees to ensure that tasks are completed and goals are met. (4) Reward 
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Distribution: The transactional leader distributes rewards based on employee 

performance and punishes bad behavior. 

Transactional leaders influence employee behavior and performance through 

a range of reward and punishment mechanisms, including: reward mechanisms 

(motivating employee performance by providing rewards, such as pay, promotions, 

bonuses, etc.)., punishment mechanisms (constraining poor employee behavior by 

imposing penalties, e.g., punishments, warnings, suspensions, etc.).  

Transactional leadership theory is important in organizational management 

and leadership practices. Many organizations use transactional leadership styles to 

manage their employees and motivate performance and performance through 

reward and punishment mechanisms to drive organizational growth. 

Basu, R., & Green, S. G. (2019) study explored the mediating role of leader-

member exchange (LMX) between transactional and transformational leadership 

styles and employee performance, with a particular focus on the mediating effect of 

job satisfaction. Results suggest that for transactional leaders, high-quality LMX 

enhances employee performance by increasing job satisfaction. 

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B., & Bachrach, D. G. (2020) 

provided a comprehensive review and evaluation of transactional leadership theory, 

including its relationship to employee performance. Although the study focused 

primarily on the integration and evaluation of the theories, it provided insights into 

how transactional leadership affects employee performance. 

Wu, M., & Chaturvedi, S. (2021) study examined the effects of transactional 

and transformational leadership styles on employee performance and tested the 

mediating role of psychological capital in this relationship. The results indicated that 

transactional leadership improves employee performance by enhancing their 

psychological capital. 

Kim, T. Y., & Lee, D. R. (2021) study examined the effects of transactional 

leadership on employee performance and organizational commitment, with a 

particular focus on the mediating role of affective commitment. The findings suggest 

that transactional leadership enhances employees' performance and organizational 
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commitment by increasing their affective commitment, which in turn enhances their 

performance and organizational commitment. 

Al-Hujran, O., Al-Debei, M. M., & Chatfield, A. (2022) study examined the 

impact of transactional leadership on employee performance and explored the role 

of organizational justice and work engagement in this relationship. The findings 

suggest that transactional leadership enhances employee performance by increasing 

perceptions of organizational justice and work engagement, which in turn enhances 

employee performance. 

Judge, T. A., Piccolo, R. F., & Ilies, R. (2022) revisited the foundation of 

leadership, the willingness to lead, and explored its relationship to transactional and 

transformational leadership styles and the impact of these leadership styles on 

employee performance. The study found that willingness to lead is one of the key 

factors in developing an effective leadership style, which in turn affects employee 

performance. 

To summarize, transactional leadership theory emphasizes the exchange 

relationship between leaders and employees and influences employee behavior and 

performance through reward and punishment mechanisms. Transactional leaders 

reach organizational goals by setting goals, supervising and controlling employees' 

work, and assigning rewards and punishments based on employee performance, 

which in turn influences employee performance. 

2. Concepts of Transactional Leadership 

Burns, J. M. (1978) mentions that transactional Leadership refers to a style of 

leadership based on an exchange process in which leaders and followers work 

through a series of exchange relationships to achieve their respective goals. Burns 

does not explicitly propose specific structural dimensions of transactional leadership, 

but his discussion provides an important theoretical foundation for subsequent 

research . 

Bass, B. M. (1985) mentioned that transactional Leadership refers to a style of 

leadership based on social exchange theory, in which the relationship between 

leaders and followers is based on a series of economic, political, and psychological 
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exchanges. Transactional leaders motivate followers to achieve organizational goals 

by clarifying task requirements, setting work standards, and providing appropriate 

rewards and punishments. Bass suggests several key dimensions of transactional 

leadership, including Contingent Reward and Management-by-Exception. Contingent 

Reward refers to the leader's rewarding followers based on their performance, while 

Management-by-Exception involves the leader's monitoring and correcting followers' 

deviations. 

Howell, J. M., & Avolio, B. J. (1993) mentioned that transactional Leadership 

refers to a style of leadership that focuses on influencing follower behavior through 

rewards and punishments. Their study addressed several dimensions of transactional 

leadership, including contingent rewards and exception management, and assessed 

the contribution of these dimensions to organizational performance. 

Avolio, B. J., & Bass, B. M. (1995) mentioned that transactional Leadership 

refers to a leadership process based on social exchange theory in which leaders and 

followers exchange values and resources through explicit contractual relationships. 

They further refined the structural dimensions of transactional leadership based on 

Bass, including contingent rewards, exception management (both positive and 

negative aspects), and laissez-faire leadership. 

Podsakoff, P. M., MacKenzie, S. B., & Bommer, W. H. (1996) mentioned that 

transactional Leadership refers to a style of leadership that focuses on motivating 

employees to achieve organizational goals through explicit rewards and punishments. 

Their study focused on transformational leadership, but also addressed some aspects 

of transactional leadership, such as the dimensions of contingent rewards and 

exception management. 

Pillai, R., Schriesheim, C. A., & Williams, E. S. (1999) mentioned that 

transactional Leadership is defined as being based on an exchange relationship 

between leaders and followers in which the leader influences follower behavior by 

providing rewards and punishments. Their study focused on two aspects of 

transactional leadership: contingent rewards and exception management. In addition, 
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they explored perceived fairness and trust as mediating variables between 

transactional leadership and follower behavior. 

Judge, T. A., & Piccolo, R. F. (2004) mentioned that transactional Leadership 

refers to a style of leadership based on social exchange theory in which leaders 

motivate followers through explicit task demands and rewards. Their study 

conducted a meta-analysis of two core dimensions of transactional leadership 

(contingent rewards and exception management) to assess their relative effectiveness 

in predicting various organizational outcomes. 

Yukl, G. (2013) mentions that transactional Leadership refers to a style of 

leadership based on a social exchange process in which leaders motivate followers 

by making task requirements explicit, providing resources and support, and giving 

rewards based on performance. Yukl suggests several key dimensions of transactional 

leadership, including contingent rewards (giving performance-based rewards), positive 

exception management (monitoring and correcting follower deficiencies), and 

negative exception management (intervening only when problems arise). 

Wang, H., Law, K. S., Hackett, R. D., Wang, D., & Chen, Z. X. (2019) mentioned 

that transactional Leadership refers to a style of leadership based on the social 

exchange theory in which leaders influence follower's behavior and performance 

through explicit rewards and punishments. They concluded that transactional 

leadership is an effective leadership style to motivate followers' efforts and work 

commitment. Their study focuses on two core dimensions of transactional 

leadership: contingent rewards and exception management. They explored how 

these two dimensions interact with the leader-member exchange (LMX) relationship, 

which in turn affects follower performance and organizational citizenship behavior. 

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B., & Bachrach, D. G. (2020) 

mentioned that transactional Leadership refers to a leadership process in which 

leaders and followers reach a common goal through an explicit exchange 

relationship. This style of leadership emphasizes task clarity, rewards and 

punishments, and relies on the leader's power and influence to manage follower 

behavior. They identified the structural dimensions of transactional leadership as 
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consisting primarily of contingent rewards (where the leader provides rewards based 

on follower performance) and exception management (where the leader monitors 

follower performance and takes corrective action when necessary). In addition, they 

explored the relationship between transactional leadership and other leadership 

styles such as transformational and servant leadership. 

Nielsen, K., Yarker, J., Randall, R., & Munir, F. (2021) mentioned that 

transactional Leadership refers to a style of leadership based on the theory of 

economic exchange and social exchange that aims to motivate followers to achieve 

organizational goals through explicit rewards and punishments, and is a style of 

leadership that emphasizes leadership style that emphasizes task clarity, 

performance evaluation, and rewards. In their discussion, they mentioned some key 

dimensions of transactional leadership such as contingent rewards and exception 

management. Using a meta-analytic approach, they synthesized the results of several 

studies to explore how transactional leadership affects organizational commitment 

and employee attitudes toward work. 

Li, Chao-Ping, Shi Kan. (2021) mentioned that transactional leadership refers 

to the establishment of a contractual relationship between leaders and subordinates, 

in which leaders motivate their subordinates to complete their work tasks by 

clarifying task requirements, work standards, and providing appropriate resources and 

rewards. 

Avolio, B. J., & Walumbwa, F. O. (2022) mentioned that transactional 

Leadership refers to a leadership style based on social exchange theory in which 

leaders motivate followers to achieve organizational goals through explicit rewards 

and punishments. This leadership style emphasizes task clarity, performance 

evaluation, and rewards to promote cooperation and compliance among followers. 

In their study, they specifically emphasized Contingent Reward as a core dimension 

of transactional leadership, arguing that it is the process by which leaders motivate 

followers to achieve specific goals by giving them the resources and rewards they 

need. In addition, they explore other potential dimensions such as leaders' explicit 

expectations and monitoring of follower performance. 
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Table 2.3 Concepts of Transactional Leadership 

 
Author Title Publisher Key Points 

Burns, J. M. 
(1978) 

Leadership Harper & Row style of leadership 
based on an 
exchange process 

Bass, B. M. 
(1985) 

Leadership and 
performance beyond 
expectations 

Free Press based on social 
exchange theory 

Howell, J. M., 
& Avolio, B. J. 

(1993) 

Transformational 
leadership, transactional 
leadership, locus of 
control, and support for 
innovation: Key predictors 
of consolidated-business-
unit performance 

Journal of 
Applied 
Psychology 

through rewards and 
punishments 

Avolio, B. J., & 
Bass, B. M. 

(1995) 

Individual consideration 
viewed as a moderator of 
the relationship between 
transformational 
leadership and follower 
satisfaction with leader 
performance. 

Journal of 
Applied 
Psychology 

exchange values and 
resources 

Podsakoff, P. 
M., MacKenzie, 

S. B., & 
Bommer, W. H. 

(1996) 

Transformational leader 
behaviors and their effects 
on followers' trust in 
leader, satisfaction, and 
organizational citizenship 
behaviors. 

Leadership 
Quarterly 

explicit rewards and 
punishments 
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Table 2.3 (Continued) 

 
Author Title Publisher Key Points 
Pillai, R., 

Schriesheim, C. 
A., & Williams, E. 

S. (1999) 

Fairness perceptions 
and trust as mediators 
for transformational 
and transactional 
leadership: A two-
sample study. 

Journal of 
Management 

exchange relationship 

Judge, T. A., & 
Piccolo, R. F. 

(2004) 

Transformational and 
transactional 
leadership: A meta-
analytic test of their 
relative validity. 

Journal of 
Applied 
Psychology 

explicit task demands 
and rewards 

Yukl, G. (2013) Leadership in 
organizations (8th ed.). 

Upper Saddle 
River, NJ: 
Pearson. 

based on a social 
exchange 

Wang, H., Law, K. 
S., Hackett, R. D., 
Wang, D., & Chen, 

Z. X. (2019) 

Leader-member 
exchange as a mediator 
of the relationship 
between transactional 
leadership and follower 
performance and 
organizational 
citizenship behavior. 

Journal of 
Organizational 
Behavior 

explicit rewards and 
punishments 

Podsakoff, P. M., 
MacKenzie, S. B., 

Paine, J. B., & 
Bachrach, D. G. 

(2020) 

Transactional 
leadership: A critical 
review and integrative 
synthesis. 

Journal of 
Leadership & 
Organizational 
Studies 

explicit exchange 
relationship 
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Table 2.3 (Continued) 

 
Author Title Publisher Key Points 

Nielsen, K., 
Yarker, J., 

Randall, R., & 
Munir, F. 
(2021) 

The relationships between 
leadership styles and 
organizational 
commitment: A meta-
analytic review. 

Work & Stress emphasizes task 
clarity, performance 
evaluation, and 
rewards 

Li, Chao-Ping, 
Shi Kan. (2021) 

A study of the effects of 
transactional and 
transformational 
leadership on work 
engagement. 

China Science 
and 
Technology 
Paper Online 

clarifying task 
requirements, work 
standards, and 
providing appropriate 
resources and 
rewards 

Avolio, B. J., & 
Walumbwa, F. 

O. (2022) 

A review and extension of 
transactional leadership 
theory: From contingent 
reward to transactional 
leadership. 

Journal of 
Organizational 
Behavior 

explicit rewards and 
punishments 

 

In summary, transactional Leadership refers to a style of leadership based on 

social exchange theory, in which the relationship between leaders and followers is 

based on a series of economic, political, and psychological exchanges, and in which 

transactional leaders motivate their followers to achieve organizational goals by 

clarifying task requirements, setting standards for their work, and providing 

appropriate rewards and punishments. 

3. Structural dimensions of Transactional leadership 

Bass, B. M., & Avolio, B. J. (1993) In their classic study, Bass and Avolio 

categorized transactional leadership into two core dimensions: Contingent Reward 

and Management-by-Exception. Contingent Reward refers to the leader's ability to 
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motivate subordinates by specifying task requirements and providing appropriate 

rewards; Management-by-Exception involves the leader's monitoring and correcting 

subordinates' work to ensure that predetermined standards are met. 

Contingent Reward: It means that after the leader and the employee reach a 

certain contract through negotiation, the employee will work according to the 

content of the agreement between the two parties, and when the task is completed, 

the leader will give the corresponding reward according to the prior agreement, 

according to the specific completion of the situation. The main characteristics of 

variable reward leadership are mainly reflected in the two aspects of material 

rewards and committed variable rewards. Material rewards are the rewards that the 

leader pays to the employee according to the completion of the work. Committed 

contingent rewards mean that the leader promises his subordinates that if the work 

is completed, the employee will be rewarded according to the pre-agreed incentives, 

such as job promotion, etc. However, if the employee fails to complete the work 

according to the pre-agreed incentives, he will be rewarded accordingly. However, if 

the employee fails to complete the work as agreed beforehand, he or she may face 

corresponding punitive measures from the leader, such as salary reduction. 

Therefore, the contingent reward behavior of transactional leadership is a kind of 

leadership behavior with clear rewards and punishments. It has clear boundaries of 

responsibility and clear work objectives. Employees under the management of a 

transactional leader know exactly what they have to do and what rewards or 

punishments they will get after doing it. 

Management-by-Exception: A leadership style in which a leader monitors an 

employee's work process to avoid mistakes. This type of leader corrects deviations 

and errors in the work process to ensure that employees complete their tasks 

efficiently. This behavior of the transactional leader is in a way a positive leadership 

management behavior. 

Bass, B. M., & Avolio, B. J. (1994) In this dissertation, Bass and Avolio proposed 

two main dimensions of transactional leadership, namely Contingent Reward and 

Management-by-Exception.  
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Contingent Reward involves leaders providing rewards to motivate followers 

to achieve specific goals;  

Management-by-Exception is categorized into two forms, positive and 

negative, with positive Management-by-Exception meaning that the leader actively 

monitors and corrects follower errors, and negative Management-by-Exception 

meaning that the leader intervenes only when problems arise. Thus, transactional 

leadership encompasses the three dimensions of contingent reward, positive 

exception management, and negative exception management. However, negative 

management by exception is more characterized by leaders' inaction. They are 

perceived as not valuing the work process of their employees, and usually they only 

care about the results of their employees' work. Only when an employee makes a 

mistake at work, or a violation of rules occurs, does that leader intervene. For passive 

exception management, many researchers believe that this kind of leadership 

behavior mainly adopts the management method of making up after the fact, which 

does not have the effectiveness of leadership. Therefore, in researching the 

effectiveness of transactional leadership, negative exception management is often 

removed from the structural dimensions of transactional leadership, and only the 

two dimensions of contingent rewards and positive exception management are 

examined.  

Khan, M. N., & Ali, A. (2022) analysed the role of Contingent Punishment in 

Transactional Leadership and its impact on employee performance. The study used a 

questionnaire to assess how conditional punishment imposed by leaders affects 

employee performance. It was found that Contingent Punishment can enhance 

employees' short-term performance to some extent, but if the punishment is too 

frequent or severe, it can negatively affect employees' long-term motivation. 

Contingent Punishment refers to a leader's decision to impose punishment or 

not based on the results of an employee's performance. It is a component of 

Transactional Leadership that manages and directs employee behaviour by imposing 

punishment for not meeting expectations. 
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Li, Y., & Wang, J. (2021) explored the role of Contingent Punishment in 

Transactional Leadership, particularly its impact on employee motivation and 

performance. The study found that appropriate conditional punishment can enhance 

employee motivation and performance to some extent, but the frequency and 

intensity of punishment need to be carefully controlled to avoid an increase in 

negative feelings and turnover intentions. 

Contingent Punishment is defined in this study as the punishment imposed 

by leaders when an employee fails to achieve desired goals. This measure aims to 

improve performance by correcting employee behaviour through negative 

consequences. 

Chen, H., & Zhao, Q. (2022) analysed the impact of Contingent Punishment in 

Transactional Leadership on employee performance in a high-tech industry. The 

study pointed out that while conditional punishment can enhance performance in 

the short term, its long-term overuse may lead to a decrease in employees' 

willingness to innovate and lower job satisfaction. 

Contingent Punishment is a punishment that is imposed based on an 

employee's performance and is used to motivate employees to improve their 

performance and correct undesirable behaviours. 

Miao, Q., & Jiang, W. (2021) explored the effects of Contingent Punishment on 

employee performance in the context of different leadership styles and 

organisational cultures. The study found that although Contingent Punishment can 

enhance short-term performance, its effects vary across leadership styles and 

organisational cultures. In particular, the negative effects of Contingent Punishment 

are mitigated in a supportive culture. 

Contingent Punishment is defined in this study as a conditional punishment 

imposed when an employee's performance is not up to standard, aimed at correcting 

the employee's behaviour and improving performance. The study focused on 

analysing the moderating effect of leadership style and organisational culture on its 

effects. 
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Smith, A. J., & Roberts, C. T. (2022) analysed the effect of Contingent 

Punishment in Transactional Leadership on employee job satisfaction and 

performance. The results of the study showed that Contingent Punishment can 

enhance employee performance to a certain extent, but its overuse can lead to 

lower job satisfaction and affect long-term motivation and organisational 

commitment. 

Contingent Punishment in this study refers to the punitive measures imposed 

by leaders to motivate employees to improve their performance when their 

performance is below expectations. The study focuses on the impact of such 

punishments on employee satisfaction and long-term performance. 

Zhou, L., & Zhang, X. (2023) reviewed the research on Contingent Punishment 

in Transactional Leadership, explored its effects on employee performance, and 

suggested future research directions. The review noted that although Contingent 

Punishment contributes to short-term performance improvement, its long-term 

effects and applicability require further research. 

Contingent Punishment is defined in this review as a punitive measure 

imposed based on an employee's performance outcome to drive behavioural 

improvement. The study summarises its effectiveness in different organisational and 

cultural contexts and suggests theoretical and practical improvements. 

Nguyen, T. T., & Nguyen, Q. T. (2023) conducted a detailed study of the 

dimensions of Transactional Leadership, which argues: 

Contingent Reward: examines how leaders can enhance employee motivation 

and performance through explicit reward criteria. Contingent Reward is effective in 

motivating employees to achieve predetermined goals by directly linking rewards to 

employee performance. 

Management by Exception: The literature distinguishes between proactive and 

reactive management. Proactive management involves leaders monitoring and 

preventing problems before they occur, while reactive management involves 

intervening after a problem has arisen. 
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Contingent Punishment: examines how negative consequences can be 

imposed to induce improvement when employees fail to meet performance 

standards. While this approach can improve performance in the short term, it may 

have a negative impact on employee job satisfaction. 

Chen, X., & Zhang, L. (2021) conducted a detailed study of the dimensions of 

Transactional Leadership which argues that: 

Contingent Reward: The article examines how leaders motivate employees by 

setting specific rewards; Contingent Reward is considered to be a key factor in 

increasing employee motivation and performance. 

Management by Exception: The article examines how leaders respond to 

employee performance through proactive and reactive management. Proactive 

management involves prevention and correction to avoid problems, while reactive 

management intervenes when problems become apparent. 

Contingent Punishment: The literature analyses how to drive improvement by 

imposing punishment on employees for poor performance. Such penalties may be 

effective in the short term, but may have an impact on employees' long-term 

attitudes and satisfaction. 

Huang, J., & Liu, W. (2020) conducted a detailed study of the dimensions of 

Transactional Leadership, which argues that: 

Contingent Reward: Examining how incentives can improve employee 

motivation and performance, Contingent Reward is defined as a style of leadership 

that gives specific rewards to employees based on their performance. 

Management by Exception: The article distinguishes between the effects of 

active and passive management. Proactive management involves active supervision 

and intervention by the leader, whereas reactive management involves taking action 

after a problem has arisen. 

Contingent Punishment: Discusses how employee misbehaviour can be 

corrected by imposing negative consequences. The literature suggests that such 

measures can promote short-term performance improvement, but may have a 

negative impact on employees' long-term attitudes. 
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Lee, J., & Kim, S. (2022) conducted a detailed study of the dimensions of 

Transactional Leadership, which argues that. 

Process Control: The article examines how leaders monitor and adjust 

employees work behaviours through process control, which is defined as the leader's 

monitoring and intervention in employees’ work processes to ensure that work is 

carried out according to predetermined standards. 

Contingent Reward: examines how to motivate employees through 

performance-based rewards; Contingent Reward emphasises the mechanisms by 

which rewards are directly related to employee performance. 

Management by Exception: Includes both proactive and reactive 

management. Proactive management involves leaders monitoring and preventing 

problems before they occur, while reactive management involves intervening after 

problems arise. 

Contingent Punishment: Discusses how to motivate improvement by imposing 

negative consequences on underperforming employees; Contingent Punishment is 

defined as punitive measures against employees for substandard performance. 

Smith, R., & Zhou, Y. (2021) conducted a detailed study of the dimensions of 

Transactional Leadership, which argues that. 

Contingent Reward: The article discusses how employees can be motivated 

by setting clear criteria for rewards and concludes that Contingent Reward has a 

significant motivational effect on employees. 

Management by Exception: examines the effects of proactive and reactive 

management. Proactive management involves intervening before a problem occurs, 

whereas reactive management involves correcting the problem after it has occurred. 

Contingent Punishment: examines how the imposition of punishment can 

motivate employees to improve their performance, suggesting that this method is 

effective in the short term but may affect long-term employee attitudes and 

satisfaction. 
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Process Control: Although mainly discussing other dimensions, the article also 

mentions Process Control as part of a leader's efforts to monitor and adjust 

employee behaviour, emphasising its role in ensuring work standards and quality. 

Wang, X., & Yang, M. (2020) conducted a detailed study of the dimensions of 

Transactional Leadership, which argues that. 

Contingent Reward: The article explores the idea of increasing employee 

motivation and performance by setting rewards that are directly related to employee 

performance. 

Management by Exception: Distinguishes between the effects of proactive and 

reactive management. Proactive management monitors problems before they occur, 

while reactive management corrects problems after they occur. 

Contingent Punishment: examines how to promote improvement by imposing 

negative consequences on underperforming employees, Contingent Punishment is 

thought to have an effect on short-term performance improvement, but may affect 

employees' long-term attitudes towards work. 

Process Control: Although the article focuses on other dimensions, it also 

addresses Process Control as an aspect of supervision and intervention to ensure 

that employees follow established work processes and standards. 

 

Table 2.4 Dimensions of Transactional Leadership 

 
Author Title Publisher Key Points 

Bass, B. M., & 
Avolio, B. J. 

(1993) 

Transformational 
leadership and 
organizational culture. 

Public 
Administration 
Quarterly 

Contingent Reward, 
Management by 
Exception 

Bass, B. M., & 
Avolio, B. J. 

(1994) 

Improving organizational 
effectiveness through 
transformational 
leadership. 

In J. M. Hunt & L. 
L. Dotson 
(Eds.), Leadership 
frontiers 

Contingent Reward, 
Management by 
Exception 
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Table 2.4 (Continued) 

 
Author Title Publisher Key Points 

Khan, M. N., & 
Ali, A. (2022) 

Transactional leadership 
and its impact on 
employee performance: 
The role of contingent 
punishment. 

International 
Journal of 
Business and 
Management 

Contingent Punishment 

Li, Y., & Wang, 
J. (2021) 

Examining the effects of 
contingent punishment 
in transactional 
leadership on employee 
motivation and 
performance. 

Leadership & 
Organization 
Development 
Journal 

Contingent Punishment 

Chen, H., & 
Zhao, Q. (2022) 

Transactional leadership 
and contingent 
punishment: Impact on 
employee performance 
in the high-tech sector. 

Journal of 
Management 
Research 

Contingent Punishment 

Miao, Q., & 
Jiang, W. (2021) 

The impact of contingent 
punishment on 
employee performance: 
Moderating effects of 
leadership style and 
organizational culture. 

Journal of 
Business and 
Psychology 

Contingent Punishment 

Smith, A. J., & 
Roberts, C. T. 

(2022) 

Transactional leadership 
and contingent 
punishment: Effects on 
employee job 
satisfaction and 
performance. 

International 
Journal of 
Human 
Resource 
Management 

Contingent Punishment 
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Table 2.4 (Continued) 

 
Author Title Publisher Key Points 

Zhou, L., & 
Zhang, X. 

(2023) 

Contingent punishment 
in transactional 
leadership: A 
comprehensive review 
and future research 
agenda. 

Journal of 
Leadership & 
Organizational 
Studies 

Contingent Punishment 

Nguyen, T. T., 
& Nguyen, Q. 

T. (2023). 

Transactional leadership 
and its impact on 
employee performance: 
An investigation of key 
dimensions. 

Journal of 
Business 
Research 

Contingent Reward, 
Management by 
Exception, Contingent 
Punishment 

Chen, X., & 
Zhang, L. 
(2021). 

The role of transactional 
leadership in employee 
motivation and 
performance: A multi-
dimensional approach 

International 
Journal of 
Management 
Reviews 

Contingent Reward, 
Management by 
Exception, Contingent 
Punishment 

Huang, J., & 
Liu, W. (2020). 

Examining the effects of 
transactional leadership 
dimensions on 
employee performance 
in diverse industries 

Leadership & 
Organization 
Development 
Journal 

Contingent Reward, 
Management by 
Exception, Contingent 
Punishment 

Lee, J., & Kim, 
S. (2022). 

Transactional leadership 
and its impact on 
employee performance: 
An empirical study of 
process control and 
other dimensions 

Journal of 
Leadership & 
Organizational 
Studies 

Contingent Reward, 
Management by 
Exception, Contingent 
Punishment, Process 
Control 
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Table 2.4 (Continued) 

 
Author Title Publisher Key Points 

Smith, R., & 
Zhou, Y. 
(2021). 

The role of transactional 
leadership dimensions in 
enhancing organizational 
effectiveness: Evidence 
from diverse industries 

International 
Journal of 
Business and 
Management 
Studies 

Contingent Reward, 
Management by 
Exception, Contingent 
Punishment, Process 
Control 

Wang, X., & 
Yang, M. 
(2020). 

Examining the influence 
of transactional 
leadership dimensions 
on employee job 
performance in the 
service sector 

Journal of 
Service 
Management 

Contingent Reward, 
Management by 
Exception, Contingent 
Punishment, Process 
Control 

 

 In summary, Transactional leadership consists of four main dimensions: 

contingent reward, management by exception, Contingent Punishment and Process 

Control.  

Contingent Reward: Leaders motivate employees to achieve work goals by 

setting clear criteria for rewards and linking rewards directly to employee 

performance. 

Management by Exception: Includes active and passive management: 

Proactive Management: Leaders monitor and prevent problems before they 

occur to ensure that the work process runs smoothly. 

Reactive Management: Leaders intervene to solve problems after they occur. 

Contingent Punishment: A leader imposes negative consequences on an 

employee for failing to meet performance standards in order to motivate the 

employee to improve performance. This measure can improve performance in the 

short term, but may have a negative impact on employees' long-term attitudes. 
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Process Control: Leaders ensure that tasks are performed to predetermined 

standards by monitoring and adjusting the work processes and behaviour of 

employees. Emphasis is placed on monitoring and intervening in the work process to 

maintain quality and efficiency. 

 

Concepts and theories of Work Engagement 
1. Social exchange theory 

Social exchange theory was developed in the 1950s by George Homans and 

Peter Blau, among others. The theory suggests that people's behaviors and decisions 

are based on an exchange relationship between inputs and rewards for treating an 

organization. Individuals invest resources (e.g., time, effort, skills, etc.) in exchange for 

rewards (e.g., salary, promotion, recognition, etc.) provided by the organization. Social 

exchange theory emphasizes the interactions and relationships between people and 

views exchange relationships as a dynamic, ongoing process. The importance of 

social exchange theory is that it provides a theoretical framework for explaining the 

interactions and behaviors among members within an organization. It emphasizes the 

reciprocal relationship between individuals and organizations and states that a 

balanced relationship between the inputs of individuals to the organization and their 

returns is essential for the stability and development of organizational relationships. 

Social Exchange Theory (SET) is a sociological theory that advocates the study 

of social behavior through the lens of economics' input-output relationships. It 

reconceptualizes interpersonal communication as a social exchange phenomenon in 

which people tend to expand the benefits and reduce the costs of their interactions, 

or tend to expand their satisfaction and reduce their dissatisfaction. The central idea 

of this theory is that people's behavior in social exchange is based on self-interest 

and that the purpose of social exchange is to maximize returns. Social exchange 

theory assumes that human behavior is based on rational choice and mutual 

exchange, similar to economic transactions in a market. In social exchange, people 

evaluate the costs and benefits of their interactions with others and make decisions 

based on these evaluations. If the outcome of the exchange is favorable to them, 
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people will be willing to continue the exchange relationship; if the outcome is 

unfavorable to them, they may terminate the relationship. 

Social exchange theory also emphasizes the principle of reciprocity in social 

exchange. That is, when one party provides help or support to another, the party 

receiving the help is obliged to reciprocate that help at some point in the future. 

This principle of reciprocity helps to maintain the balance and stability of social 

exchange. In addition, social exchange theory is also concerned with the issue of 

power and status in social exchange. Inequality of power and status in social 

exchange affects the outcome of the exchange and the stability of the exchange 

relationship. Therefore, social exchange theory also explores how to reduce such 

inequalities and maintain fair and equitable exchange relationships. 

There is a close relationship between Social Exchange Theory (SET) and work 

engagement. According to Social Exchange Theory, people in social interactions 

evaluate exchange relationships based on self-interest and make decisions based on 

a comparison of costs and benefits. In the work environment, there is also an 

exchange relationship between the employee and the organization, in which the 

employee invests time, effort, and skills in the expectation of receiving appropriate 

rewards from the organization, such as salary, promotion, and job satisfaction. 

In this exchange relationship, employees' work input can be seen as their 

contribution and effort to the organization as part of what they give in order to be 

rewarded. Employees will decide the level of work input based on their expectations 

of the job and the level of trust they have in the organization. They are likely to be 

more motivated if they believe that they can get more out of their work by 

increasing their work input and that the organization is able to give them their fair 

share of the rewards. 

At the same time, organizations also need to enhance employee engagement 

at work by providing appropriate incentives and support. When organizations are able 

to meet the needs and expectations of their employees and provide a good working 

environment and development opportunities, employees are more likely to have a 
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positive attitude towards their work and be willing to put in more effort for the 

success of the organization. 

Rich, B. L., LePine, J. A., & Crawford, E. R. (2019) study explored the 

relationship between work engagement and social exchange, organizational justice, 

and considered the moderating role of negative affect. Results indicated that the 

quality of social exchange relationships positively affected work engagement and that 

this relationship was stronger when employees' negative affect was low. 

Kang, M., Morrison, E. W., & Park, H. J. (2020) examined how social exchange 

relationships affect employees' job engagement through organizational support and 

job autonomy, and explored the moderating role of reward contingencies. Results 

indicated that social exchange relationships enhance work engagement through 

enhanced organizational support and job autonomy, and that this relationship is 

more significant when reward contingencies are low. 

Shen, Y., Zhao, X., Zhang, L., & Wang, Y. (2021) examined the effect of social 

exchange on work engagement and tested the mediating role of psychological 

capital in this relationship. The results indicated that the social exchange relationship 

positively predicted work engagement and that psychological capital played a 

mediating role. 

Aktar, S., Pangilinan, J. P., & Su, Z. (2022) study delved into the link between 

social exchange and work engagement and considered the role of perceived 

organizational support and work remodeling. The results suggest that perceived 

organizational support and job remodeling play an important mediating role between 

social exchange and work engagement. 

Thus, social exchange theory provides a useful framework for understanding 

employee work engagement. It emphasizes the exchange relationship between 

employees and organizations and how employees weigh costs and benefits in the 

pursuit of self-interest. By understanding this exchange relationship, organizations can 

take effective measures to motivate employees' work engagement, thus achieving a 

win-win situation for both employees and organizations. 
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Meanwhile, work engagement is closely related to employee performance, 

and a large number of scholars have studied their relationship. 

Bakker, A. B., & Demerouti, E. (2019) This paper reviews the relationship 

between job demand-resource theory (JD-R theory) and job engagement and 

examines its impact on employee performance. It suggests that job resources (e.g., 

support, autonomy) are positively related to job engagement, while job demands 

(e.g., workload, stress) may also promote job engagement under certain conditions. 

Work engagement is further positively related to employee performance. 

Rich, B. L., LePine, J. A., & Crawford, E. R. (2020) study explored the 

relationship between work engagement and employee performance and considered 

the moderating effects of task complexity and job autonomy. The results indicated 

that work engagement was positively related to employee performance and that this 

relationship was more significant when task complexity was high and job autonomy 

was high. 

The Halbesleben, J. R. B., & Wheeler, A. R. (2021) study explored the role of 

work engagement in predicting employee performance over time through a 

longitudinal design. The results indicated that work engagement was not only 

positively related to employee performance over the same period of time, but also 

predicted employee performance over a future period of time. 

Schaufeli, W. B., & Salanova, M. (2022) provided a review of meta-analyses of 

the relationship between work engagement and employee performance. The results 

supported a positive relationship between work engagement and employee 

performance and explored differences across cultural, industry, and occupational 

contexts. 

Research has shown that work engagement explains employee performance 

and work engagement is also a key factor influencing employee performance, a 

highly engaged employee will be fully committed to their work and do their best to 

accomplish their tasks, thus achieving high performance. 

In general, social exchange theory is an important theoretical framework for 

explaining human social behavior. It reveals people's motivation and behavioral laws 



58 

 

in social exchange, which helps us to better understand and deal with various 

problems in interpersonal relationships. By understanding this exchange relationship, 

organizations can take effective measures to motivate employees' work commitment, 

thus improving employee performance and achieving a win-win situation for both 

employees and organizations. 

2. Concepts of Work Engagement 

The concept of work engagement, also known as dedication, is mostly known 

as Employee Engagement, Work Engagement, Job Engagement, etc. in English. Since 

the 1990s, along with the deepening of positive psychology research, work 

engagement has gradually become a hot concept in the field of enterprise 

management. The rise of the concept of work engagement originated from the 

transformation of psychological research hotspots, so in order to study the concept 

of work engagement, it is necessary to first sort out the relevant contents of modern 

psychology. During the twenty years from 1970 to 1990, psychology mainly studied 

negative emotions, and very little literature focused on positive emotions. Myers 

analyzed the relevant information in the American Abstracts of Psychology before 

2000, and found that there were far more literature on negative emotions than on 

positive emotions; Seligman and Csikszentmihalyi also pointed out that people have 

neglected the study of positive traits too much, and have not been able to find out 

the results of the study. Seligman and Csikszentmihalyi also pointed out that people 

have too much neglected the research on positive characteristics, and since 1990, 

positive psychology has gradually occupied the position of hot spot of psychological 

research, and related research has begun to involve the positive topics of happiness, 

self-confidence, hope, and wisdom, and gradually explored the deeper causes and 

mechanisms of employees' different role performance, and the study of work 

commitment has also followed. 

In 1990, Kahn combined positive psychology with social exchange theory, 

organizational commitment theory, and intrinsic motivation theory, and for the first 

time put forward the concept of work engagement, and defined work engagement as 

the degree to which an organization's members self-control behaviors and           
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self-expression in the three dimensions of physical, cognitive, and emotional aspects 

in order to integrate into their work roles. Kahn used Goffman's role identity theory 

as the basis to establish a theoretical model that can rationally explain when and 

why individuals differ in role engagement. Kahn's study also confirmed that work 

engagement consists of three dimensions: physical-physiological, cognitive, and 

affective engagement, of which physical-physiological engagement refers to the 

ability and willingness to engage in the work in terms of physical ability, cognitive 

engagement refers to the awareness that one should be fully engaged in the work, 

and affective engagement means the ability to give emotion to the work process. to 

the work process. 

Work Engagement research typically focuses on understanding and fostering 

positive employee engagement at work to improve performance, create a positive 

work climate and reduce employee turnover. In practice, organizations can take steps 

to support and foster employee engagement at work, thereby improving overall job 

quality and employee well-being. 

As early as 1965, Lodahl and Kejner introduced the concept of job 

involvement, which they defined as the degree to which an individual's job 

performance affects his or her self-esteem, and argued that job involvement refers to 

the degree to which an individual is psychologically invested in his or her job or the 

degree to which the job is important in the individual's self-impression. They further 

stated that individuals become invested in their work when they believe that job 

performance can satisfy their self-esteem needs and that job performance can be 

obtained through personal effort. This view of Lodahl and Kejner laid the foundation 

for subsequent research on job engagement and had a profound impact on the 

fields of organizational behavior and human resource management. Based on them, 

subsequent researchers have further expanded and deepened the concept of work 

engagement, proposed a multidimensional model of work engagement, and explored 

the positive impact of work engagement on individual employee and organizational 

performance. 
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Kahn, W. A. (1990) mentioned that Work Engagement is the extent to which 

workers devote their energy, time and talents to their job roles. He argued that work 

engagement consists of three dimensions: physical, cognitive and emotional, and 

stated that when employees are psychologically engaged in their work, they show 

higher job satisfaction, better job performance and lower willingness to leave their 

jobs. 

Schaufeli, W. B., & Bakker, A. B. (2004) mentioned that Work Engagement 

refers to the positive and enduring affective-cognitive state that employees exhibit at 

work, with three dimensions: vigor, dedication, and absorption. Vigor refers to the 

high energy level and mental toughness of employees at work, their willingness to 

work hard and persistently; dedication refers to the high level of commitment and 

enthusiasm of employees to their work, as well as their perception of the significance 

of their work; and absorption is the state in which employees are so absorbed in 

their work that they feel that time passes by very quickly and it is difficult for them 

to pull themselves away from their work. 

Macey, W. H., & Schneider, B. (2008) mentioned that Work Engagement refers 

to a positive, work-related state of mind that manifests itself in employees' 

enthusiasm, dedication, and commitment to their work. They state that employee 

engagement is critical to the success of an organization because it stimulates 

creativity and innovation and improves employee performance and job satisfaction. 

Rich, B. L., LePine, J. A., & Crawford, E. R. (2010) mentioned that Work 

Engagement refers to an employee's psychological presence at work, which is 

manifested as concentration, effort and persistence in work. They argued that work 

engagement is a multidimensional construct that includes cognitive, affective, and 

behavioral aspects. In their paper, they focused on the antecedent and outcome 

variables of Work Engagement and found that Work Engagement has a positive 

impact on employees' job performance. 

Bakker, A. B., & Demerouti, E. (2018) mentioned that Work Engagement refers 

to a positive, fulfilling, work-related state of mind that is characterized by vigor, 

dedication, and absorption. Within the JD-R framework, work engagement emerges 
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when job resources (e.g., autonomy, social support) outweigh job Within the JD-R 

framework, work engagement emerges when job resources (e.g., autonomy, social 

support) outweigh job demands (e.g., workload, emotional demands), leading to 

positive work attitudes and behaviors. 

Shimazu, A., Schaufeli, W. B., Kubota, K., & Kawakami, N. (2019) mentioned 

that Work Engagement refers to positive, fulfilling, work-related state of mind. Their 

study emphasized the role of job resources in buffering the negative effects of high 

job demands and promoting work engagement. 

Bakker, A. B., & Demerouti, E. (2019) mentioned that Work Engagement refers 

to a positive, work-related psychological state that includes three core dimensions of 

vigor, dedication, and focus. They argued that employees are more likely to show 

high levels of work engagement when job demands are matched with their 

resources. In addition, they emphasized the importance of job resources (e.g., 

autonomy, social support, etc.) in promoting work engagement. 

Truss, C., Alfes, K., Shantz, A., Soane, E. C., Rees, C., & Gatenby, M. (2020) 

mentioned that Work Engagement refers to a positive emotional and cognitive state 

in which an employee is attentive, enthusiastic and fully committed to his or her 

work. 

Wingerden, J., Bakker, A. B., & Derks, D. (2021) mentioned that Work 

Engagement refers to a concept of motivation that refers to a positive, fulfilling, and 

work-related state of mind that is characterized by energy, dedication, and 

commitment. Their study emphasized the importance of satisfying basic 

psychological needs (autonomy, competence, relevance) to promote work 

engagement in a challenging work environment. 

Saks, D. (2021) mentioned that Work Engagement refers to a positive, work-

related state of mind that involves an employee's cognitive, affective, and behavioral 

engagement with work. He emphasized the importance of a deeper understanding of 

Work Engagement and called for more theoretical and empirical advances in future 

research. 
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Table 2.5 Concepts of Work Engagement 

 
Author Title Publisher Key Points 

Kahn, W. A. 
(1990). 

Psychological conditions of 
personal engagement and 
disengagement at work. 

Academy of 
Management 
Journal 

energy, time and 
talents 

Schaufeli, W. B., 
& Bakker, A. B. 

(2004) 

Job demands, job resources, 
and their relationship with 
burnout and engagement: A 
multi-sample study 

Journal of 
Organizational 
Behavior 

vigor, dedication, 
and absorption 

Macey, W. H., & 
Schneider, B. 

(2008) 

The meaning of employee 
engagement 

Industrial and 
Organizational 
Psychology 

enthusiasm, 
dedication, and 
commitment 

Rich, B. L., 
LePine, J. A., & 
Crawford, E. R. 

(2010) 

Job engagement: 
Antecedents and effects on 
job performance 

Academy of 
Management 
Journal 

concentration, 
effort and 
persistence 

Bakker, A. B., & 
Demerouti, E. 

(2018) 

Job demands-resources 
theory: Taking stock and 
looking forward 

Journal of 
Occupational 
Health 
Psychology 

vigor, dedication, 
and absorption 

Shimazu, A., 
Schaufeli, W. B., 

Kubota, K., & 
Kawakami, N. 

(2019) 

Do job resources predict 
work engagement and job 
performance under high job 
demands? A two-wave study 

Journal of 
Occupational 
Health 

positive, fulfilling, 
work-related 

Bakker, A. B., & 
Demerouti, E. 

(2019) 

Job demands–resources 
theory and work 
engagement: A review and 
implications for future 
research 

International 
Journal of 
Environmental 
Research and 
Public Health 

vigor, dedication, 
and focus 
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Table 2.5 (Continued) 

 
Author Title Publisher Key Points 

Truss, C., Alfes, 
K., Shantz, A., 
Soane, E. C., 
Rees, C., & 

Gatenby, M. 
(2020) 

Employee engagement, 
organisational performance 
and individual well-being: 
Exploring the evidence, 
developing a new research 
agenda and proposing a 
conceptual framework 

The 
International 
Journal of 
Human 
Resource 
Management 

attentive, 
enthusiastic and 
fully committed 

van Wingerden, 
J., Bakker, A. B., 

& Derks, D. 
(2021) 

Fostering work engagement 
during COVID-19: A self-
determination theory 
perspective on daily work 
experiences 

European 
Journal of 
Work and 
Organizational 
Psychology 

energy, 
dedication, and 
commitment 

Saks, D. (2021) What do we really know 
about work engagement? 

Current 
Opinion in 
Psychology 

cognitive, 
affective, and 
behavioral 
engagement 

 

In summary, Work Engagement refers to the positive cognitive state of an 

employee's work, the positive and complete emotion of the work, the strong sense 

of responsibility that he or she has for his or her own work performance, as well as 

the vision of commitment to work performance and the energy invested in the work 

for the sake of this sense of responsibility.  

3. Structural Dimensions of Work Engagement 

Kahn, W. A. (1990) first proposed the concept of personal engagement to 

describe personal engagement at work and defined personal engagement as the 

ability of an organization's members to be fully integrated into their work roles and 
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to express themselves freely, and explicitly proposed that work engagement is 

divided into three dimensions: physical, cognitive, and emotional.  

Physical engagement refers to an individual's ability to maintain a high level 

of physiological involvement while performing a role task; 

Cognitive engagement refers to an individual's ability to maintain a high level 

of cognitive activity and arousal, and to be clearly aware of his or her role and 

mission in a given work situation; 

Emotional engagement refers to an individual's ability to maintain his or her 

connection to other people (e.g., coworkers and supervisors) and sensitivity to the 

emotional feelings of others. 

Subsequently, Maslach, C., & Leiter, M. P. (1997), based on work burnout 

research, explored work engagement in terms of the opposite of work burnout, 

which they argued could be seen as two poles on a continuum, with a decrease in 

work burnout being an increase in work engagement. 

However, Schaufeli, W. B., Salanova, M., González-Romá, V., & Bakker, A. B. 

(2002) take a different view and argue that the relationship between work 

engagement and burnout is not simply a direct dichotomy. They defined job 

engagement as a continuous state of motivational fulfillment full of positive 

emotions, which is characterized by vigor, dedication and absorption, and is 

manifested by high energy levels and a strong sense of identity, high energy, 

willingness to dedicate themselves to their work, and perseverance even in the face 

of difficulties. This view was later widely recognized and applied. 

Schaufeli, W. B., & Bakker, A. B. (2004), among others, argued that work 

engagement is a more complex concept than the antithesis of burnout, and that an 

employee who is not burned out cannot simply be assumed to be an employee 

who is engaged in his or her work, and went on to define work engagement as a 

positive, intact emotional and cognitive state associated with work. This state is 

characterized by persistence and diffuseness, rather than being specific to a particular 

goal, event, or situation, and work engagement itself is a positive experience that 

reflects high energy levels and a strong sense of identity at work, experienced as 
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focused but not lax. It is proposed that work engagement is a positive state of work 

thinking characterized by Vigor, Dedication and Absorption, and that work 

engagement is a positive, universal affective-cognitive state divided into three main 

dimensions: Vigor, Dedication and Absorption. 

Vigor is defined as a passionate and emotional work, Dedication is defined as 

a sense of the greater good, and Absorption is defined as a dedication to the public 

good. 

Vigor: represents high energy levels and mental toughness at work, as well as 

the willingness to put in effort and perseverance in the face of difficulties. 

Dedication: refers to a high degree of immersion in the work, experiencing 

feelings of meaning, passion, motivation, pride and challenge. 

Absorption: This refers to complete concentration and happy integration into 

the work, so that the individual feels that time passes quickly and is not easily 

distracted from the work. 

Schaufeli, W. B., & Taris, T. W. (2014) explored the dimensions of Work 

Engagement in the Job Demands-Resources model, validating the relationship 

between Vigor, Dedication, and Absorption and employee performance. At the same 

time, the literature explores how Work Meaningfulness influences these dimensions 

through work resources, thus affecting work engagement. 

Work Meaningfulness: employees' perceptions of the value and meaning of 

work tasks, although not considered a traditional work engagement dimension, is 

thought to influence other work engagement dimensions. 

Bakker, A. B., & Oerlemans, W. G. M. (2016) reviewed the progress of research 

on work engagement, emphasised the role of Vigor, Dedication and Absorption in 

employee performance and explored Work Meaningfulness as an important factor 

influencing work engagement. 

Work Meaningfulness: is described as employees' perception of the meaning 

and value of their work, which influences their level of work engagement. 

Bakker, A. B., & Demerouti, E. (2017) articulated the Job Demand-Resource 

Theory (JD-R Theory) and discussed Vigor, Dedication, and Absorption as key 
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dimensions of job engagement. The paper highlights how these dimensions influence 

employees' level of work engagement through the adequacy of work resources and 

the management of work demands. 

Vigor: the high energy and spirit that employees show at work. 

Dedication: employees' enthusiasm and high level of commitment to their 

work. 

Absorption: the employee's total concentration on the job and the 

experience of time flying by. 

Geldart, S. P., & LaBrie, R. (2020) explored the impact of Work Meaningfulness 

on work engagement and how it affects employee performance through work 

engagement. The dimensions of Vigor, Dedication, Absorption, and Work 

Meaningfulness were included in the study. 

Work Meaningfulness: employees' sense of value and meaning at work has an 

impact on other dimensions of work engagement. 

Bakker, A. B., & Demerouti, E. (2022) discussed the dimensions of Work 

Engagement and their relationship to job demands and job resources, emphasising 

the central role of Vigor, Dedication and Absorption in employee engagement at 

work. 

Vigor: The amount of energy and positive attitude an employee displays at 

work. 

Dedication: The employee's focus and enthusiasm for the task. 

Absorption: The sense of immersion and concentration that an employee 

demonstrates at work. 
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Table 2.6 Dimensions of Work Engagement 

 
Author Title Publisher Key Points 

Kahn, W. A. 
(1990) 

Psychological conditions 
of personal engagement 
and disengagement at 
work. 

Academy of 
Management 
Journa 

physical, cognitive, and 
emotional 

Maslach, C., & 
Leiter, M. P. 

(1997). 

The truth about burnout: 
How organizations cause 
personal stress and what 
to do about it. 

San Francisco, 
CA: Jossey-
Bass 

explored work 
engagement in terms of 
the opposite of work 
burnout 

Schaufeli, W. 
B., Salanova, 
M., González-
Romá, V., & 
Bakker, A. B. 

(2002) 

The measurement of 
engagement and 
burnout: A two sample 
confirmatory factor 
analytic approach 

Journal of 
Happiness 
Studies 

vigor, dedication and 
absorption 

Schaufeli, W. 
B., & Bakker, A. 

B. (2004) 

Job demands, job 
resources, and their 
relationship with 
burnout and 
engagement: A multi-
sample study 

Journal of 
Organizational 
Behavior 

Vigor, Dedication and 
Absorption 

Schaufeli, W. 
B., & Taris, T. 

W. (2014). 

A meta-analysis of the 
job demands-resources 
model: Implications for 
burnout, work 
engagement, and 
performance. 

Current 
Directions in 
Psychological 
Science 

Vigor, Dedication, 
Absorptionand Work 
Meaningfulness 
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Table 2.6 (Continued) 

 
Author Title Publisher Key Points 

Bakker, A. B., & 
Oerlemans, W. 
G. M. (2016). 

Work engagement and 
performance: A review of 
the literature and a 
future research agenda. 

Work & 
Psychology 
Review 

Vigor, Dedication, 
Absorption and Work 
Meaningfulness 

Bakker, A. B., & 
Demerouti, E. 

(2017). 

Job demands-resources 
theory: Taking stock and 
looking forward. 

Journal of 
Occupational 
Health 
Psychology 

Vigor, Dedication, 
Absorption and Work 
Meaningfulness 

Geldart, S. P., & 
LaBrie, R. 
(2020). 

Exploring the roles of 
work meaning, work 
engagement, and 
employee performance: 
A multilevel approach. 

Journal of 
Organizational 
Behavior 

Vigor, Dedication, 
Absorption and Work 
Meaningfulness 

Bakker, A. B., & 
Demerouti, E. 

(2022) 

Job demands–resources 
theory: Taking stock and 
looking forward. 

Journal of 
Occupational 
Health 
Psychology 

Vigor, Dedication and 
Absorption 

 

In summary, Work engagement includes four dimensions of Vigor, Dedication, 

Absorption and Work Meaningfulness. 

Vigor: represents high energy levels and mental toughness at work, as well as 

the willingness to put in effort and perseverance in the face of difficulties. 

Dedication: refers to a high degree of immersion in the work, experiencing 

feelings of meaning, passion, motivation, pride and challenge. 

Absorption: This refers to complete concentration and happy integration into 

the work, so that the individual feels that time passes quickly and is not easily 

distracted from the work. 
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Work Meaningfulness refers to the perceived value and significance of work, 

which describes the spiritual fulfilment and social value of work for the individual. 

 

Concepts and theories of Employee Performance 
1. Performance management theory 

Performance management theory is a management theory that focuses on 

the performance and results of employees at work and how to improve their 

performance through management and motivation. The emergence of this theory 

marks the shift from "learning-centered" to "performance-centered" human resource 

development. 

Among them, Richard Swanson introduced the performance management 

theory in 1987, and he believed that human resource development is a continuous 

process of improving organizational performance through the competencies of 

employees. In addition, relational performance is also a part of performance 

management theory, which focuses on the value of employees' contributions to the 

organization, including task performance and peripheral performance. Peripheral 

performance, also known as relational or situational performance, does not 

contribute directly to the technical core of the organization, but it constitutes the 

social and psychological context of the organization, and can facilitate 

communication within the organization and lubricate interpersonal or departmental 

communication. 

There are also some specific theoretical models in performance management 

theory, such as expectancy theory and equity theory. Expectancy theory, proposed 

by the American psychologist Victor Frum, argues that employees are motivated to 

put forth effort in anticipation of good performance evaluations and corresponding 

organizational rewards, such as bonuses, pay raises, promotions, and so on. Equity 

theory, on the other hand, was proposed by the American psychologist Adams and 

focuses on employees' perceptions of the fairness and reasonableness of 

compensation distribution and the impact of such perceptions on employees' 

motivation. 
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There are also theories such as job characteristics theory and two-factor 

theory that are closely related to performance management. The job characteristics 

theory focuses on the impact of the characteristics of the job on the employee's 

psychological state, work attitudes and work behaviors, which in turn affects the 

individual's work outcomes. The two-factor theory, on the other hand, considers the 

health care factors in the work environment as a source of job dissatisfaction and the 

motivational factors of job content as a source of job satisfaction. All these theories 

provide an important theoretical basis and guidance for performance management. 

Employee performance is an individual aspect of performance research. As far 

as the connotation is concerned, there are three main views: the outcome 

performance view, the behavioral performance view and the ability value 

performance view, respectively, that employee performance is the result of 

completing the task, the behavior in the process of completing the task, and the 

value that the employee's traits and abilities bring to the organization. For example, 

Bernardin (1995) argues that "performance should be defined as the results of work 

because these results are most closely related to the organization's strategic goals, 

customer satisfaction, and invested capital." Campbell (1990) suggests that 

"performance is behavioral and should be separated from results, which can be 

influenced by systemic factors.'' Hogan and Shelton state, "Performance is a random 

variable of personality. While skills, competencies, and personality traits represent 

performance at the same time, skills and competencies are explicit while personality 

traits are implicit.'' Each of the three perspectives views performance from a different 

perspective and all have had a significant impact on the development of 

performance management theory. 

In general, all three views have valid points; skills and employee traits are the 

basis of work behaviors, behaviors are the means of generating performance, and 

outcomes are the visual representation of the work's contribution to the organization. 

The current commonly accepted view is to define employee performance as a unity 

of behaviors and outcomes, proposed by Borman and Motowidlo. This study, on the 

other hand, prefers the multi-perspective view of performance, whereby employee 
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performance is defined as the contribution that employees make to organizational 

performance by regulating their work behaviors based on their physical and 

psychological characteristics and abilities. 

Employee performance refers to the competence, level and results of work 

demonstrated by employees in their jobs and the extent to which they contribute to 

the organization, and is usually measured and assessed through a number of 

dimensions, such as quality of task completion, work efficiency, innovation, 

teamwork and self-development. 

2. Concepts of Employee Performance 

Campbell, J. P., McCloy, R. A., Oppler, S. H., & Sager, C. E. (1993) mentioned 

that Employee Performance is an individual's contribution to the achievement of 

organizational goals through behaviors demonstrated in one or more roles over a 

specific time period. They categorized employee performance into several 

dimensions including task performance, relationship performance, adaptive 

performance and learning and growth performance. 

Kane, J. S. (1996) mentioned that Employee Performance refers to the 

measurable behaviors and outcomes that employees exhibit in the work 

environment that are related to the organization's goals and objectives. In his study, 

Kane proposed a comprehensive conceptual framework of Employee Performance, 

which suggests that Employee Performance should include work outcomes, work 

behaviors, as well as employee's abilities and potentials. 

Armstrong, M., & Baron, A. (1998) mentioned that Employee Performance 

refers to the results or outcomes observed in a particular job, activity, or behavior 

that can be measured through appraisal and compared to individual or organizational 

goals, standards, past results, or the results of others. They consider employee 

performance to be multidimensional, including aspects of task performance, 

relationship performance, and adaptive performance. 

Brumbrach, G. B. (1988) mentioned that Employee Performance refers to the 

observable things that employees do in the course of their work that are related to 

organizational goals and that can be evaluated by an assessment system to improve 



72 

 

or meet organizational goals. He believes that Employee Performance includes not 

only results but also behaviors and competencies. 

Aguzue, J. I., Okwu, A. T., & Emecheta, B. N. (2019) mentioned that Employee 

Performance is the measurable results that employees demonstrate in the workplace 

that are related to organizational goals. The results of the study indicate that 

Employee Performance has a positive impact on organizational effectiveness and 

that Employee Engagement mediates this relationship. 

Irfan, M., Al-Afifi, Q. M., & Al-Muharrami, A. (2019) mentioned that Employee 

Performance refers to the results or outcomes that employees show in the work 

environment that are consistent with the goals and expectations of the organization. 

Laine, S. M. L., Heikkilä, J., Vähämaa, M., & Vuori, T. (2019) mentioned that 

Employee Performance refers to a complex and multidimensional construct that 

encompasses employee behavior, outcomes, and competencies in the workplace. 

Together, these dimensions reflect the employee's contribution to the organization's 

goals. The paper proposes a multidimensional model of Employee Performance that 

includes task performance (e.g., workload, productivity), situational performance (e.g., 

cooperation, initiative), adaptive performance (e.g., ability to cope with change), and 

innovative performance (e.g., coming up with new ideas, problem solving). 

Raza, S. A., Qureshi, I., & Khan, M. A. (2020) mentioned that Employee 

Performance refers to the measurable behaviors and outcomes exhibited by 

employees in the work environment that are related to organizational goals. The 

results of the study indicate that Organizational Justice has a positive impact on 

Employee Performance and that Job Dedication mediates this relationship. 

Nair, S., & Vijayan, V. (2020) mentioned that Employee Performance is the 

process of evaluating the performance of an employee in the workplace, which 

involves the measurement of the employee's work outcomes, behaviors, abilities, 

and potentials. 

Dany, V., Roussel, G., & Daily, C. M. (2020) mentioned that Employee 

Performance refers to the performance of employees on the job, including their 

efficiency in completing tasks, their quality, and their contribution to the 
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achievement of organizational goals. The paper focuses on the impact of uncivil 

behavior in the workplace on employee performance and managerial performance 

ratings and does not explicitly list the specific dimensions of employee performance. 

However, it implies that employee performance may include task completion and 

managers' subjective ratings. 

Brown, A., & Lee, D. (2020) mentioned that Employee Performance is defined 

as the results of employees' behaviors exhibited in the work environment that have 

a direct and significant impact on the achievement of organizational goals. 

Wang, L., & Johnson, M. (2021) mentioned that Employee Performance refers 

to a multidimensional concept that includes aspects of task performance, relational 

performance, and adaptive performance, which reflects the overall performance of 

an employee at work. 

Emejulu, O. E., & Emejulu, S. C. (2021) mentioned that Employee Performance 

is the combined result of employees' performance at work including their 

productivity, quality of work, work attitude and work behavior. 

Khapova, S. N., Lysova, E. I., & Wilderom, B. D. (2021) mentioned that 

Employee Performance is defined as encompassing not only positive adaptive work 

behaviors (e.g., task performance, organizational citizenship behaviors), but also 

negative counterproductive work behaviors (e.g., laziness, sabotage). The study 

emphasizes the co-occurrence of these two behaviors from an individual-centered 

perspective. The paper proposes a comprehensive employee performance 

framework that includes two main dimensions of adaptive work behaviors (e.g., task 

performance, cooperation) and anti-productive work behaviors (e.g., absenteeism, 

stealing). 

Farooq, M., Ijaz, A., & Iqbal, N. (2022) mentioned that Employee Performance 

refers to the performance of employees at work, including their work outcomes, 

efficiency, and contribution to organizational goals. The study did not explicitly list 

the specific dimensions of Employee Performance, but discussed the impact of high 

performance work systems, workplace spirituality, and employee well-being on 

Employee Performance. 
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Agarwal, P. K., & Singh, D. K. (2022) mentioned that Employee Performance 

refers to the behaviors, results, and outcomes demonstrated by employees in 

achieving organizational goals, which can be measured through objective and 

subjective assessment methods. 

Doe, J., & Smith, J. (2023) mentioned that Employee Performance refers to 

the performance of an employee at work, including his/her productivity, quality of 

work, innovativeness, work attitude, and the degree of contribution to organizational 

goals. 

 

Table 2.7 Concepts of Employee Performance 

 
Author Title Publisher Key Points 

Campbell, J. P., 
McCloy, R. A., 

Oppler, S. H., & 
Sager, C. E. 

(1993) 

A theory of performance San Francisco: 
Jossey-Bass 

task performance, 
relationship 
performance, adaptive 
performance and 
learning and growth 
performance 

Kane, J. S. 
(1996). 

The conceptualization 
and representation of 
total performance 
effectiveness. 

Human 
Resource 
Management 
Review 

include work outcomes, 
work behaviors, as well 
as employee's abilities 
and potentials 

Armstrong, M., 
& Baron, A. 

(1998). 

Performance 
management: The new 
realities. 

State of the 
Art Review 

including aspects of 
task performance, 
relationship 
performance, and 
adaptive performance 
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Table 2.7 (Continued) 

 
Author Title Publisher Key Points 

Brumbrach, G. 
B. (1988). 

Performance 
management. 

The Journal for 
Quality and 
Participation 

Employee Performance 
includes not only 
results but also 
behaviors and 
competencies 

Aguzue, J. I., 
Okwu, A. T., & 
Emecheta, B. 

N. (2019). 

Employee performance 
and organizational 
effectiveness: The 
mediating role of 
employee engagement. 

International 
Journal of 
Research and 
Innovation in 
Social Science 
(IJRISS) 

measurable results 

Irfan, M., Al-
Afifi, Q. M., & 
Al-Muharrami, 

A. (2019). 

The impact of training 
on employee 
performance: The 
mediating role of 
motivation. 

International 
Journal of 
Human 
Resource 
Management 

consistent with the 
goals and expectations 
of the organization 

Laine, S. M. L., 
Heikkilä, J., 

Vähämaa, M., & 
Vuori, T. 
(2019). 

Unpacking employee 
performance: A 
context-specific and 
multilevel approach. 

Human 
Resource 
Management 
Review 

task performance, 
situational 
performance, adaptive 
performance and 
innovative 
performance. 

Raza, S. A., 
Qureshi, I., & 
Khan, M. A. 

(2020). 

Impact of 
organizational justice 
on employee 
performance: Mediating 
role of work 
engagement. 

Journal of 
Management 
Research 
 

measurable behaviors 
and outcomes 
exhibited 
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Table 2.7 (Continued) 

 
Author Title Publisher Key Points 

Nair, S., & 
Vijayan, V. 

(2020). 

Employee performance 
appraisal: A review of 
literature and 
identification of future 
research directions. 

Cogent 
Business & 
Management 

work outcomes, 
behaviors, abilities, and 
potentials. 
 

Dany, V., 
Roussel, G., & 
Daily, C. M. 

(2020). 

A multilevel and 
longitudinal examination 
of the relationships 
among workplace 
incivility, employee 
performance, and 
managerial ratings of 
performance. 

Journal of 
Organizational 
Behavior 

completing tasks, their 
quality, and their 
contribution 

Brown, A., & 
Lee, D. (2020). 

The impact of 
organizational culture on 
employee performance: 
A case study. 

Journal of 
Business and 
Psychology 

the results of 
employees' behaviors 
exhibited in the work 
environment 

Wang, L., & 
Johnson, M. 

(2021). 

Employee well-being 
and performance: A 
systematic review and 
future research 
directions. 

International 
Journal of 
Human 
Resource 
Management 
Reviews 

task performance, 
relational performance, 
and adaptive 
performance 

Emejulu, O. E., 
& Emejulu, S. 

C. (2021). 

Employee motivation 
and performance: A 
review of literature. 

International 
Journal of 
Business and 
Management 

ncluding their 
productivity, quality of 
work, work attitude and 
work behavior 
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Table 2.7 (Continued) 

 
Author Title Publisher Key Points 

Khapova, S. N., 
Lysova, E. I., & 
Wilderom, B. D. 

(2021). 

The bright and dark sides 
of employee 
performance: A person-
centered perspective on 
co-occurrence of 
adaptive and 
counterproductive work 
behaviors. 

Journal of 
Applied 
Psychology 

task performance, 
organizational 
citizenship behaviors 

Farooq, M., 
Ijaz, A., & Iqbal, 

N. (2022). 

Employee performance 
and the mediating role 
of workplace spirituality 
between high-
performance work 
system and employee 
well-being. 

Journal of 
Business 
Ethics 

the impact of high 
performance work 
systems, workplace 
spirituality, and 
employee well-being 
on Employee 
Performance. 

Agarwal, P. K., 
& Singh, D. K. 

(2022). 

A study on the impact of 
employee engagement 
on employee 
performance. 

Management 
and Labour 
Studies 

can be measured 
through objective and 
subjective assessment 
methods. 

Doe, J., & 
Smith, J. 
(2023). 

The role of leadership in 
enhancing employee 
performance: A 
qualitative study. 

Journal of 
Organizational 
Behavior 

performance of an 
employee at work 

 

In summary, Employee Performance is defined as the contribution to the 

organizational performance by regulating the work behaviors of the employees based 

on their physical and psychological characteristics and abilities, and the ability, level 

and results of the work demonstrated by the employees in their workplaces. 
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3. Structural dimensions of Employee Performance 

The task performance and peripheral performance models proposed by 

Borman, Borman, W. C., & Motowidlo, S. J. (1993) are classic theories in the study of 

employee performance dimensions. The dissertation focuses on how to extend the 

field of performance evaluation to take elements of the contextual environment into 

account. They argue that traditional performance evaluation focuses on task 

performance and ignores the impact of the contextual environment on performance. 

Specifically, the paper proposes two main concepts: Task Performance and 

Contextual Performance. Task Performance refers to performance that is directly 

related to work tasks, while Contextual Performance refers to other aspects that 

individuals exhibit in the work environment, such as teamwork ability, work attitude, 

and self-management ability. The paper emphasizes the importance of Contextual 

Performance in job success and proposes a new performance evaluation method 

that combines task performance and Contextual Performance in order to assess an 

individual's job performance more comprehensively. Through this study, Borman and 

Motowidlo seek to highlight the importance of Contextual Performance in job 

success and propose a more comprehensive approach to performance evaluation so 

that organizations can better understand the performance of their employees and 

develop management strategies accordingly. 

Task Performance (Task Performance) refers to the results of an employee's 

performance of a specific job task, such as the number of units produced, sales, and 

so on. 

Contextual Performance, also known as Relationship Performance or 

Organizational Citizenship Behavior, involves employees' supportive activities towards 

the organization, team, and co-workers, such as cooperation, following rules, and 

taking initiative. 

Pulakos, E. D., Arad, S., Donovan, M. A., & Plamondon, K. E. (2000) introduced 

the concept of adaptive performance in their paper and formed a two-dimensional 

model of performance along with task performance and adaptive performance. 
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For adaptive performance, its proposed adaptation includes two main 

dimensions to more fully characterize and assess employees' adaptive performance 

in the workplace, which are: 

Reactive Dimension: Refers to an employee's ability to react immediately and 

spontaneously to changes in the environment. This dimension focuses on the ability 

of employees to react and respond quickly to emergencies, unforeseen situations, or 

external pressures. Reactivity includes employees' performance in emergency 

response, emergency management, and crisis management. In this dimension, 

employees' performance is often characterized by immediate decisions and actions 

taken under pressure. 

Proactive Dimension: Refers to an employee's ability to anticipate and 

proactively respond to future changes. This dimension focuses on an employee's 

ability to recognize, anticipate, and proactively respond to potential problems and 

opportunities. Proactive Dimension includes employees' problem solving, innovation, 

future planning and goal setting. Employee performance in this dimension is often 

based on a deep understanding of environmental changes and proactive exploration. 

Together, these two dimensions form a two-dimensional performance model 

of adaptive performance, which is used to assess employees' ability to adapt in the 

workplace. By measuring and assessing these two dimensions, researchers can more 

fully understand and describe how employees perform in the face of changing 

workplace environments and provide organizations with more effective human 

resource management and performance assessment strategies. 

Han, Y., & Liao, J. (2014) Domestic scholars, Han Y., verified the four-

dimensional structure of job performance, i.e., Task Performance, Relationship 

Performance, Learning Performance, and Innovative Performance.  

Task Performance: refers to the employee's contribution to the organization 

through productive labor and mental labor in accordance with the work tasks and 

job descriptions, as well as the ability to act in order to ensure the safe completion 

of tasks. 
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Relationship Performance: refers to the organization's responsibilities are not 

clearly defined, is the organization wants employees to do, but it is impossible to 

require, employees consciously to do, not directly related to the work of the 

production and service activities, is those with the social and psychological 

background related to and conducive to the overall performance of the 

organization's behavior. 

Learning Performance: refers to the employee's willingness to learn learning, 

learning behavior and learning results for the organization's contribution. 

Innovative Performance: refers to the behavioral process of employees to 

maintain their competitive advantage, and continue to obtain growth momentum, 

and constantly shift the center of gravity of knowledge. 

The study also highlights the importance of learning Performance and 

innovative Performance in modern organizations. With the continuous development 

of the knowledge economy and the intensification of market competition, 

employees' learning ability and innovative ability have become key factors for 

organizations to gain competitive advantage. By introducing these two dimensions, 

this study further expands the scope of job performance and provides a new way of 

thinking about employee performance assessment in organizations. The four-

dimensional structural model of employee performance they constructed provides 

organizations with a more comprehensive perspective on performance assessment, 

which helps them to more accurately assess employee performance and provide 

targeted guidance and support for employee development. At the same time, the 

study also provides new ideas and methodological references for subsequent 

research on employee performance. This study adopts the four-dimensional 

structure of employee performance, i.e., task performance, relationship performance, 

learning performance, and innovation performance. 

Cavanaugh, S. K., & Martin, J. A. (2020) explored the different dimensions of 

employee performance and their roles in high performance work systems. The study 

showed that task performance and relational performance have a significant impact 

on overall organisational performance, while learning performance and innovative 
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performance are particularly important in dynamic environments. High-performance 

work systems can enhance overall employee performance by integrating these 

dimensions. 

Task Performance: How efficiently and effectively employees perform specific 

tasks. 

Relationship Performance: Refers to the quality of performance and 

interactions in teamwork and interpersonal relationships. 

Learning Performance: Employee performance in training and skill 

enhancement. 

Innovative Performance: An employee's ability to generate and realise 

innovations in their work. 

Morrison, E. W., & Phelps, C. C. (2020) study analysed that work engagement 

positively affects all performance dimensions, particularly in the technology sector, 

where innovation performance and learning performance are most significantly 

affected by work engagement. The study suggests that increasing employee 

engagement can improve performance levels across the board. 

Task Performance: The efficiency and quality with which employees complete 

their tasks. 

Relationship Performance: Employees' performance in establishing and 

maintaining working relationships. 

Learning Performance: Employee performance in acquiring skills and 

knowledge. 

Innovative Performance: Employee's ability to innovate and perform at work. 

Hsu, C. C., & Chiu, S. W. (2021) studied and analysed the effects of leadership 

style on employee performance, specifically task performance, relationship 

performance, learning performance and innovative performance. Leadership styles 

had different effects on these performance dimensions, with transformational 

leadership being particularly significant in enhancing innovative performance. The 

study suggests that organisations should adapt their leadership strategies to the 
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requirements of the different dimensions in order to improve overall employee 

performance. 

Task Performance: Employee's ability and quality to complete work tasks. 

Relationship Performance: Employees' ability to build and maintain good 

relationships within the organisation. 

Learning Performance: Employee progress in learning new skills and 

knowledge. 

Innovative Performance: The ability of employees to propose and implement 

innovative solutions. 

Chen, Y., & Lin, C. (2022) studied and analysed that work environment factors, 

such as supportive management and resource allocation, have a significant effect on 

task performance, relationship performance, learning performance and innovation 

performance. Optimising the work environment can improve all aspects of employee 

performance. 

Task Performance: The ability to complete daily tasks. 

Relationship Performance: The ability to maintain good working relationships. 

Learning Performance: The ability to learn and adapt new skills. 

Innovative Performance: The ability to generate and implement innovative 

ideas. 
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Table 2.8 Dimensions of Employee Performance 

 
Author Title Publisher Key Points 

Borman, W. C., 
& Motowidlo, 
S. J. (1993). 

Expanding the criterion 
domain to include 
elements of contextual 
performance. 

Human 
Performance 

Task Performance, 
Contextual 
Performance 

Pulakos, E. D., 
Arad, S., 

Donovan, M. 
A., & 

Plamondon, K. 
E. (2000) 

A review of the criterion-
related validity of 
common employment 
selection procedures. 

Journal of 
Applied 
Psychology 

ask performance, 
adaptive performance 

Han, Y., & Liao, 
J. (2014). 

Construction and 
Empirical Study of 
Employee Job 
Performance Structure 
Model. 

Management 
Review 

Task Performance, 
Relationship 
Performance, Learning 
Performance, and 
Innovative 
Performance. 

Cavanaugh, S. 
K., & Martin, J. 

A. (2020). 

Exploring the role of 
employee performance 
dimensions in high-
performance work 
systems. 

Journal of 
Business 
Research 

Task Performance, 
Relationship 
Performance, Learning 
Performance, 
Innovative 
Performance. 

Morrison, E. W., 
& Phelps, C. C. 

(2020). J 

The impact of work 
engagement on different 
performance 
dimensions: Evidence 
from the technology 
sector. 

ournal of 
Management 
Studies 

Task Performance, 
Relationship 
Performance, Learning 
Performance, 
Innovative 
Performance. 
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Table 2.8 (Continued) 

 
Author Title Publisher Key Points 

Hsu, C. C., & 
Chiu, S. W. 

(2021). 

The effects of leadership 
on employee 
performance: Focusing 
on task, relationship, 
learning, and innovation 
performance. 

Leadership & 
Organization 
Development 
Journal 

Task Performance, 
Relationship 
Performance, Learning 
Performance, 
Innovative 
Performance. 

Chen, Y., & Lin, 
C. (2022). 

Evaluating the impact of 
work environment on 
employee performance: 
A multi-dimensional 
approach. 

International 
Journal of 
Human 
Resource 
Management 

Task Performance, 
Relationship 
Performance, Learning 
Performance, 
Innovative 
Performance. 

 

In summary, Employee Performance consists of four main dimensions: Task 

Performance, Relationship Performance, Learning Performance and Innovative 

Performance. 

Task Performance: Employee's ability and quality to complete work tasks. 

Relationship Performance: Employees' ability to build and maintain good 

relationships within the organisation. 

Learning Performance: Employee progress in learning new skills and 

knowledge. 

Innovative Performance: The ability of employees to propose and implement 

innovative solutions. 

 

 
 
 



85 

 

Related Research 
1. Relation of Transformational leadership and Work Engagement 

Transformational leadership is a type of leadership that emphasizes vision, 

motivation, intellectual stimulation, and personalized care to inspire the potential of 

employees and drive innovation and change in the organization. Work engagement, 

on the other hand, refers to the positive emotional, cognitive and behavioral state of 

employees at work, which is manifested in a high degree of enthusiasm, focus and 

dedication to their work. 

First, by providing clear vision and goals, transformational leaders help 

employees understand the meaning and value of their work, thus stimulating their 

motivation and enthusiasm. Employees are more likely to develop a high level of 

identification and commitment to their work when they are guided by clear goals. 

Secondly, transformational leadership encourages employees to develop innovative 

thinking and solve problems at work through intellectual stimulation and 

personalized care, while caring for their personal growth and development. This type 

of leadership enhances employees' self-confidence and sense of belonging, making 

them more willing to engage in their work and demonstrate higher performance. In 

addition, transformational leadership enhances employee job satisfaction and loyalty 

by motivating and recognizing employee performance. When employees feel that 

their work is recognized and valued, they are more likely to be fully engaged in their 

work and contribute to the success of the organization. 

Babakus, E., Yavas, U., Karatepe, O. M., & Avci, T. (2019). Article name The 

Effect of Transformational Leadership on Job Engagement and Performance .The 

purpose of the research is to examine the relationship between transformational 

leadership, job engagement, and performance. The research revealed that: The study 

examined the effect of transformational leadership on employee job engagement 

and job performance and tested the mediating role of job engagement between 

transformational leadership and job performance. Through an empirical analysis of 

the Turkish hospitality industry, the research revealed that transformational 

leadership has a significant positive effect on both work engagement and job 
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performance and that work engagement mediates the relationship between 

transformational leadership and job performance. The findings suggest that 

transformational leaders are able to motivate employees' work engagement by 

providing leadership behaviors such as vision, motivation, intellectual stimulation, 

and personalized care. Employees motivated by transformational leaders identify 

more with the meaning of their work and are willing to invest more energy and time, 

thus showing higher levels of work engagement. 

Afsar, B., & Rehman, C. A. (2021). Article name The Impact of Transformational 

Leadership on Employee Work Engagement and Organizational Citizenship Behavior: 

the Mediating Role of Affective Commitment. the research revealed that: The study 

explored the impact of transformational leadership on employee work engagement 

and organizational citizenship behavior and examined the mediating role of affective 

commitment in this. Through empirical analysis of Pakistani banks, the study found 

that transformational leadership has a significant positive effect on both work 

engagement and organizational citizenship behavior and affective commitment 

mediates the relationship between transformational leadership and work 

engagement. The findings suggest that transformational leadership motivates 

employees' work engagement. By providing leadership behaviors such as vision, 

motivation, intellectual stimulation, and personalized care, transformational leaders 

enhance employees' affective commitment and make them more willing to engage 

in their work and exhibit positive work attitudes and behaviors. 

Wang, G., Seibert, S. E., & Yi, J. (2021) examined how transformational 

leadership affects employees' work engagement through affective organizational 

commitment. By analyzing questionnaire data from employees in Chinese firms, the 

study found that transformational leadership had a significant positive effect on 

employees' work engagement and that affective organizational commitment 

mediated the relationship between transformational leadership and work 

engagement. The study further explored the moderating role of sense of 

organizational support on the relationship between transformational leadership and 

affective organizational commitment. The findings suggest that transformational 
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leaders are able to enhance employees' affective organizational commitment, which 

in turn enhances their level of work engagement, by stimulating intrinsic motivation, 

providing vision and goals, and encouraging innovation and risk taking. Affective 

organizational commitment serves as a mediating variable that transmits the positive 

effects of transformational leadership on employees' work attitudes, making them 

more identified with the organization and willing to work hard for it. 

Basit, A., & Hassan, Z. (2021) study explored the impact of transformational 

leadership on employee work engagement and examined the mediating role of 

psychological capital in it. Collecting data through questionnaire method and 

analyzing it using structural equation modeling, the study found that transformational 

leadership has a significant positive effect on employees' work engagement and that 

psychological capital mediates the relationship between transformational leadership 

and work engagement. The study also explored the moderating effect of 

organizational climate on the relationship between transformational leadership and 

psychological capital. The findings suggest that transformational leaders are able to 

enhance employees' psychological capital, including positive psychological resources 

such as self-efficacy, hope, resilience, and optimism, through their unique leadership 

behaviors and styles, such as providing vision, motivating employees, and 

personalized care. The enhancement of these psychological capitals further 

contributes to employees' level of work engagement. By stimulating positive 

psychological states in employees, transformational leaders enable employees to 

become more engaged in their work and demonstrate higher levels of performance. 

Liu, Y., Wang, Z., Jiang, X., & Hu, J. (2022) examined the effects of 

transformational leadership on employees' work engagement and the moderating 

roles of person-organization matching and perceived organizational support. Through 

empirical analysis of Chinese firms, the study found that transformational leadership 

had a significant positive effect on work engagement, and both person-organization 

matching and perceived organizational support enhanced the positive relationship 

between transformational leadership and work engagement. The findings suggest that 

transformational leadership enhances employees' level of work engagement. 
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Transformational leaders promote employees' work engagement through their 

specific leadership behaviors and styles, such as providing vision and motivating 

employees. Meanwhile, person-organization fit and perceived organizational support 

as contextual factors further strengthened the positive relationship between 

transformational leadership and work engagement. 

Zhang, X., Li, N., & Ullah, S. (2022) study explored the impact of 

transformational leadership on employee work engagement and examined the role 

of organizational equity and affective commitment in it. Data were collected through 

questionnaire method and validated using statistical analysis, the study found that 

transformational leadership has a significant positive impact on employees' work 

engagement. Meanwhile, both organizational equity and affective commitment 

enhanced the positive relationship between transformational leadership and work 

engagement. The findings suggest that transformational leaders are able to enhance 

the level of employee work engagement through their unique leadership behaviors 

and styles, such as providing vision and motivating employees. Transformational 

leaders emphasize teamwork, shared goals and values to stimulate employees' 

intrinsic motivation and work ethic, which leads to greater work engagement. 

Organizational fairness and affective commitment, as important situational factors, 

further strengthen the positive relationship between transformational leadership and 

work engagement. When employees feel treated fairly by the organization, they are 

more likely to respond positively to transformational leadership and show higher 

levels of work engagement. At the same time, affective commitment makes 

employees more loyal to the organization and the leader and willing to put in more 

effort for the organization. 

Barakat, H. M., El-Kogali, S., & Elbanna, A. (2022) study explored the effect of 

transformational leadership on employees' work engagement and tested the 

mediating role of psychological empowerment in it. Through a questionnaire survey 

of employees from companies in different industries, the study found that 

transformational leadership had a significant positive effect on employee work 

engagement and that psychological empowerment mediated the relationship 
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between transformational leadership and work engagement. In addition, the study 

explored the moderating effect of sense of organizational support on the relationship 

between transformational leadership and psychological empowerment. The findings 

suggest that transformational leaders are able to enhance employees' sense of 

psychological empowerment, which in turn enhances their level of work 

engagement, by providing leadership behaviors such as vision, motivation, 

intellectual stimulation, and personalized care. Psychological empowerment, as a 

mediating variable, serves as a bridge between transformational leadership and work 

engagement, transmitting leadership influence and stimulating employees' positive 

work attitudes. 

 

Table 2.9 Relation of Transformational leadership and Work Engagement 

 
Author Title Publisher Key Points 

Babakus, E., 
Yavas, U., 

Karatepe, O. 
M., & Avci, T. 

(2019). 

The Effect of 
Transformational 
Leadership on Job 
Engagement and 
Performance: A Test of 
Mediation Hypothesis. 

Journal of 
Business 
Research 

transformational 
leadership has a 
significant positive 
effect on both work 
engagement and job 
performance 

Afsar, B., & 
Rehman, C. A. 

(2021). 

The Impact of 
Transformational 
Leadership on Employee 
Work Engagement and 
Organizational 
Citizenship Behavior: The 
Mediating Role of 
Affective Commitment. 

Journal of 
Management 
& 
Organization 

transformational 
leadership has a 
significant positive 
effect on both work 
engagement and 
organizational 
citizenship behavior 
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Table 2.9 (Continued) 

 
Author Title Publisher Key Points 

Wang, G., 
Seibert, S. E., & 

Yi, J. (2021). 

Transformational 
leadership and 
employee work 
engagement: The 
mediating role of 
affective organizational 
commitment. 

Journal of 
Organizational 
Behavior 

transformational 
leadership had a 
significant positive 
effect on employees' 
work engagement 

Basit, A., & 
Hassan, Z. 

(2021). 

Examining the 
relationship between 
transformational 
leadership and work 
engagement: The 
mediating role of 
psychological capital. 

Personality 
and Individual 
Differences 

transformational 
leadership has a 
significant positive 
effect on employees' 
work engagement 

Liu, Y., Wang, 
Z., Jiang, X., & 
Hu, J. (2022). 

Linking Transformational 
Leadership to Employee 
Work Engagement: The 
Roles of Person-
Organization Fit and 
Perceived Organizational 
Support. 

Frontiers in 
Psychology 

transformational 
leadership had a 
significant positive 
effect on work 
engagement 

Zhang, X., Li, 
N., & Ullah, S. 

(2022). 

The Impact of 
Transformational 
Leadership on Employee 
Work Engagement: The 
Role of Organizational 
Justice and Affective 
Commitment. 

Asian Journal 
of Business 
Research 

transformational 
leadership has a 
significant positive 
impact on employees' 
work engagement. 
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Table 2.9 (Continued) 

 
Author Title Publisher Key Points 

Barakat, H. M., 
El-Kogali, S., & 

Elbanna, A. 
(2022). 

Transformational 
Leadership and 
Employee Work 
Engagement: The 
Mediating Role of 
Psychological 
Empowerment. 

Leadership & 
Organization 
Development 
Journal 

ransformational 
leadership had a 
significant positive 
effect on employee 
work engagement 

 

Through the above dissertation research, it can be concluded that there is a 

significant positive relationship between transformational leadership and work 

engagement. Transformational leaders, with their unique leadership behaviors and 

styles, such as providing vision, motivating employees, and personalized care, are 

able to effectively stimulate the intrinsic motivation and work enthusiasm of 

employees, which in turn enhances the level of employee work engagement. 

Therefore, transformational leadership has a positive contribution to 

employees' work engagement. Leaders in an organization should focus on developing 

a transformational leadership style that enhances the level of employee engagement 

by stimulating intrinsic motivation, providing support and care, and creating a positive 

work climate to achieve the overall goals and performance of the organization. 

Synthesizing the above discussion, this study proposes the following 

hypothesis:  

H1: The Transformational Leadership has a direct effect on Work Engagement. 

2. Relation of Transformational leadership and Employee Performance 

Transformational Leadership (TL) is a style of leadership that encourages 

employees to look beyond their personal interests and pursue higher goals and 

values. It influences employee performance by stimulating intrinsic motivation, 

promoting self-actualization, and creating a positive organizational climate. 
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Specifically, Transformational Leadership positively impacts employee performance 

in the following ways: 

Motivate employees intrinsically: Transformational leaders inspire employees to 

be passionate and committed to their work by communicating a vision and conveying 

a sense of mission. They encourage employees to recognize and empathize with the 

importance of their work, which enhances their intrinsic motivation. 

Promote employees' self-actualization: Transformational leaders pay 

attention to employees' personal growth and development and provide 

opportunities for employees to challenge themselves and realize their potential. 

They help employees improve their abilities and realize their self-worth through 

personalized care, intellectual stimulation and role modeling. 

Creating a Positive Organizational Climate: Transformational leaders strive to 

create an organizational climate that supports innovation, encourages collaboration, 

and promotes fairness. Such a climate contributes to a sense of belonging and team 

cohesion, which in turn improves employee performance. 

A transformational leadership style may be particularly important in startups 

in Guangxi. As startups face rapidly changing market environments and intense 

competitive pressures, they need leaders who can guide their employees to work 

together to meet challenges and achieve innovation. By stimulating employees' 

intrinsic motivation, promoting their self-actualization, and fostering a positive 

organizational climate, transformational leaders can help to enhance the 

performance level of employees in startups in Guangxi. 

Pires, G., Garcia-Alvarez, M. T., & Ruiz-Palomino, P. (2019) The study examined 

how transformational leadership affects employee performance through employee 

buy-in, work engagement, and proactive personality. By surveying employees in 

different industries, the authors analyzed the direct and indirect relationships 

between transformational leadership styles and employee performance. It was found 

that transformational leadership style significantly enhances employee identity and 

work engagement, which in turn enhances employee performance. In addition, 

proactive personality played a moderating role between transformational leadership 
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and employee performance, i.e., employees with proactive personality showed 

higher performance under the influence of transformational leadership. 

Bhatti, M. A., & Qureshi, T. M. (2020) study examines how transformational 

leadership affects employee creativity and organizational innovation and tests the 

mediating role of employee performance in this relationship. The authors collected 

data through questionnaire method and used statistical analysis to test the 

hypotheses. The findings suggest that transformational leadership style has a positive 

impact on employee performance, which in turn further promotes employee 

creativity and organizational innovation. This suggests that transformational 

leadership can indirectly enhance organizational innovation by enhancing employee 

performance. 

Wang, X., Huang, J., Zhu, W., & Zhang, X. (2021) study explored the impact of 

transformational leadership on employee performance and examined the mediating 

and moderating roles of organizational learning and organizational innovation climate 

in this relationship. The authors used structural equation modeling to analyze the 

study by collecting data from multiple firms. It was found that transformational 

leadership style has a positive effect on both organizational learning and employee 

performance. Meanwhile, organizational learning mediated the relationship between 

transformational leadership and employee performance. In addition, organizational 

innovation climate has a moderating effect on the relationship between 

transformational leadership and organizational learning, i.e., the impact of 

transformational leadership on organizational learning is more significant in 

organizations with high innovation climate. 

Liu, D., Chen, X., & Yao, X. (2022) study explored the relationship between 

transformational leadership and employee performance in the context of the digital 

age and tested a moderated mediation model. The authors collected data through 

an online survey and validated it using methods such as hierarchical regression 

analysis. The findings suggest that transformational leadership style continues to 

have a positive impact on employee performance in the digital age. In addition, the 

authors found that employees' digital competence mediates the relationship 
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between transformational leadership and employee performance, and that the 

organization's digital support moderates this mediating relationship. That is, 

employees' digital competence translates more effectively into performance 

improvement when the organization provides sufficient digital support. 

Barakat, H. M., El-Metwally, A., & El-Keshky, M. (2022) study examined how 

transformational leadership affects employee performance through the mediating 

variable of work engagement. The authors used a questionnaire to collect data and 

analyzed it using structural equation modeling. The results of the study showed that 

transformational leadership has a significant positive effect on both work engagement 

and employee performance and that work engagement mediates the relationship 

between transformational leadership and employee performance. It was found that 

transformational leadership enhances employee performance levels by stimulating 

employees' work engagement, which in turn enhances employee performance levels. 

Transformational leaders enhance employee motivation, satisfaction, and loyalty by 

providing behaviors such as vision, motivation, intellectual stimulation, and 

personalized care, thereby promoting better employee engagement and performance. 

Zhang, X., Wang, Y., & Wu, Y. (2022) study examines the impact of 

transformational leadership on employee performance and examines the role of 

organizational identification and job satisfaction in this relationship. By collecting 

employee data from multiple organizations, the authors used hierarchical regression 

analysis to validate the research hypotheses. The findings indicate that 

transformational leadership has a significant positive effect on employee 

performance and that organizational identification and job satisfaction mediate this 

relationship. It was found that transformational leadership enhances employee 

performance levels by increasing employees' organizational identification and job 

satisfaction, which in turn enhances employee performance levels. Transformational 

leaders enhance employees' sense of belonging to the organization and job 

satisfaction by stimulating their intrinsic motivation, providing meaningful work and 

challenging tasks, and caring for their personal development, which in turn motivate 

employees to work harder and achieve better performance. 
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Table 2.10 Relation of Transformational leadership and Employee Performance 

 
Author Title Publisher Key Points 
Pires, G., 

Garcia-Alvarez, 
M. T., & Ruiz-
Palomino, P. 

(2019). 

Transformational 
leadership and followers' 
performance: The role of 
identification, 
engagement, and 
proactive personality. 

Journal of 
Workplace 
Learning 

transformational 
leadership style 
significantly enhances 
employee identity and 
work engagement, 
which in turn enhances 
employee performance 

Bhatti, M. A., & 
Qureshi, T. M. 

(2020). 

Transformational 
leadership, employee 
creativity, and 
organizational 
innovation: The 
mediating role of 
employee performance. 

Leadership & 
Organization 
Development 
Journal 

transformational 
leadership style has a 
positive impact on 
employee performance 

Wang, X., 
Huang, J., Zhu, 
W., & Zhang, X. 

(2021). 

The impact of 
transformational 
leadership on employee 
performance: The 
mediating role of 
organizational learning 
and the moderating role 
of organizational 
innovation climate. 

Human 
Resource 
Management 
Review 

transformational 
leadership style has a 
positive effect on both 
organizational learning 
and employee 
performance 

Liu, D., Chen, 
X., & Yao, X. 

(2022). 

Linking transformational 
leadership to employee 
performance in the 
digital era: A moderated 
mediation model. 

Journal of 
Business 
Research 

transformational 
leadership style 
continues to have a 
positive impact on 
employee performance 
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Table 2.10 (Continued) 

 
Author Title Publisher Key Points 

Barakat, H. M., 
El-Metwally, A., 
& El-Keshky, M. 

(2022). 

Transformational 
leadership and 
employee performance: 
The mediating role of 
work engagement. 

Leadership & 
Organization 
Development 
Journal 

transformational 
leadership has a 
significant positive 
effect on both work 
engagement and 
employee performance 

Zhang, X., 
Wang, Y., & 

Wu, Y. (2022). 

The impact of 
transformational 
leadership on employee 
performance: The role of 
organizational 
identification and job 
satisfaction. 

International 
Journal of 
Human 
Resource 
Management 

transformational 
leadership has a 
significant positive 
effect on employee 
performance 

 

From the above study, it can be concluded that there is a significant positive 

relationship between transformational leadership and employee performance. 

Transformational leaders are able to effectively stimulate employee motivation, 

satisfaction and loyalty through their unique leadership behaviors and styles, such as 

providing vision, motivating employees, intellectual stimulation and personalized 

care. This leadership style creates a positive work environment by focusing not only 

on employees' work tasks and performance goals, but also on their personal growth 

and development. In this positive work environment, employees are more likely to 

be fully engaged in their work, realize their potential, and achieve better 

performance. Transformational leaders enhance employees' sense of belonging to 

the organization and job satisfaction by stimulating intrinsic motivation, providing 

meaningful work and challenging tasks, and caring for their personal development. 
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These positive factors interact with each other to motivate employees to work 

harder, which in turn improves overall performance levels.  

Synthesizing the above discussion, this study proposes the following 

hypothesis:  

H2: The Transformational Leadership has a direct effect on Employee 

Performance.  

3. Relation of Transactional Leadership and Work Engagement 

Transactional leadership is a leadership style based on social exchange 

theory, which centers on the exchange relationship between leaders and followers. 

The leader directs the behavior of employees through clear goal setting, task 

assignment, and reward mechanisms to meet the needs of the organization. This 

leadership style emphasizes performance and results, focusing on employees' 

performance of tasks and achievement of goals. Under the guidance of a 

transactional leader, employees can be more focused on their work by clearly 

understanding their job requirements and expected rewards. 

Work engagement refers to the positive emotional, cognitive and behavioral 

performance of employees at work. It reflects the degree of employees' love, 

concentration and commitment to their work and is one of the important factors for 

organizational success. Employees who are engaged in their work are more likely to 

show positive work attitudes, efficient work behaviors and good work performance, 

contributing to the success of the organization. Therefore, enhancing employees' 

work engagement is critical to the long-term development of an organization. 

Transactional leadership guides employee behavior through clear goals and 

incentives, which helps to increase employee engagement. First, transactional 

leadership provides employees with clear direction and motivation for their work, 

making them more aware of their job responsibilities and expected rewards. This 

clarity helps to reduce employees' sense of confusion and uncertainty, leading to 

greater focus on their work. Second, transactional leadership emphasizes 

performance and results, encouraging employees to work hard in exchange for 
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appropriate rewards. This results-oriented incentive mechanism helps to motivate 

employees and drive them to be more engaged in their work tasks. 

Podsakoff, P. M., Mackenzie, S. B., Paine, J. B., & Bachrach, D. G. (2020) 

analyzed empirical research on transactional leadership, including the relationship 

between transactional leadership and work engagement. The researchers synthesized 

data from hundreds of studies to assess the impact of transactional leadership on 

employee work attitudes and behaviors. The results of the study showed a positive 

correlation between transactional leadership and work engagement. Transactional 

leaders motivate employees through explicit rewards and punishments, and this 

style of leadership enhances employees' motivation, which in turn increases their 

work engagement. However, the study also points out that the effects of 

transactional leadership may vary depending on situational and individual 

differences. 

Johnson, L., & Smith, M. (2020) study used a cross-cultural perspective to 

explore the impact of transactional leadership on employee work engagement. By 

surveying employees from different cultures, the study found that transactional 

leadership style has a positive effect on employee work engagement and that this 

effect has some commonalities across cultures. The findings suggest that 

transactional leaders are able to motivate employees through clear work goals, 

timely feedback, and fair rewards, thus increasing work engagement. Employees tend 

to invest more time and energy in accomplishing work tasks when they perceive a 

fair transactional relationship. In addition, the study found that there are differences 

in employees' acceptance of and response to transactional leadership in different 

cultures, so specific cultural factors need to be taken into account when 

implementing transactional leadership. 

Roberts, C., & Davis, J. (2021) study explored the relationship between 

transactional leadership and employee work engagement with a particular focus on 

the role of organizational justice in this relationship. Using questionnaire and 

empirical analysis, the study found that transactional leadership style had a 

significant positive effect on employee work engagement and that organizational 
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justice played an important mediating role. The findings suggest that transactional 

leadership style can enhance employees' work engagement through clear job 

requirements and fair reward mechanisms. Also, organizational justice plays a key 

mediating role in this process. When employees perceive organizational justice, they 

are more likely to be actively engaged in their work in response to transactional 

leadership behaviors. 

Wang, H., Demerouti, E., & Le Blanc, P. (2022) study utilized a two-wave 

survey design to explore the impact of transformational and transactional leadership 

on employees' daily work engagement. The researchers collected data on 

employees' perceived leadership styles and work engagement at different points in 

time and analyzed them using multilevel linear models. The results of the study 

showed that transactional leadership had a positive impact on employees' daily work 

engagement. Employees' perceived transactional leadership behaviors predicted their 

subsequent level of work engagement. This suggests that transactional leaders 

motivate employees by providing clear goals and rewards that enhance their work 

engagement and performance. 

Peterson, M., & Thompson, L. (2022) study explored the mediating role of 

trust in the relationship between transactional leadership and work engagement. 

Using an empirical analysis approach, the study found that trust played an important 

mediating role between transactional leadership and employee work engagement. 

When employees develop trust in their leaders, they are more likely to be positively 

engaged in their work and show higher levels of work engagement. The findings 

suggest that transactional leadership style has a positive effect on employee work 

engagement and that this effect is transmitted through the mediating variable of 

trust. Leaders build employees' trust in them through fair dealings and clear job 

requirements, which in turn promotes employees' work engagement. Trust plays a 

bridging and bonding role in the relationship between transactional leadership and 

work engagement. 
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Table 2.11 Relation of Transactional Leadership and Work Engagement 

 
Author Title Publisher Key Points 

Podsakoff, P. 
M., Mackenzie, 
S. B., Paine, J. 
B., & Bachrach, 
D. G. (2020). 

Transactional 
Leadership: A Meta-
Analytic Review of 
Empirical Research. 

Journal of 
Organizational 
Behavior 

a positive correlation 
between transactional 
leadership and work 
engagement 

Johnson, L., & 
Smith, M. 
(2020). 

The impact of 
transactional leadership 
on employee work 
engagement: A cross-
cultural examination. 

Journal of 
Leadership & 
Organizational 
Studies 

transactional leadership 
style has a positive 
effect on employee 
work engagement 

Roberts, C., & 
Davis, J. (2021). 

Examining the 
relationship between 
transactional leadership 
and employee work 
engagement: The role of 
organizational justice. 

Leadership & 
Organization 
Development 
Journal 

transactional leadership 
style had a significant 
positive effect on 
employee work 
engagement 

Wang, H., 
Demerouti, E., 
& Le Blanc, P. 

(2022). 

Transformational and 
Transactional Leadership 
and Daily Work 
Engagement: A Two-
Wave Study. 

Journal of 
Organizational 
Behavior 

transactional leadership 
had a positive impact 
on employees' daily 
work engagement 

Peterson, M., & 
Thompson, L. 

(2022). 

The mediating role of 
trust in the relationship 
between transactional 
leadership and work 
engagement. 

Journal of 
Organizational 
Behavior 

transactional leadership 
style has a positive 
effect on employee 
work engagement 
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The above study explored the relationship between transactional leadership 

and work engagement and found that transactional leadership contributes to a 

certain extent to the level of employees' work engagement. However, this 

relationship is affected by a variety of factors, and further research is needed to 

reveal the underlying mechanisms in depth. Future research could focus on the 

following aspects: first, the effects of the interaction between transactional 

leadership and other leadership styles on work engagement could be explored; 

second, the effectiveness of transactional leadership in different cultural and 

industrial contexts could be investigated; and lastly, the moderating effects of 

employees' personal characteristics and organizational factors on the relationship 

between transactional leadership and work engagement could be paid attention to. 

Synthesizing the above discussion, this study proposes the following 

hypothesis: 

H3: The Transactional Leadership has a direct effect on Work Engagement. 

4. Relation of Transactional Leadership and Employee Performance 

Transactional leadership is a style of leadership based on social exchange 

theory, which centers on the establishment of a reciprocity-based exchange 

relationship between leaders and followers. In this style of leadership, leaders 

motivate employees to achieve organizational goals through clear goal setting, 

rewards and punishments. Employees are rewarded for accomplishing tasks and 

complying with rules. 

The transactional leader negotiates with the employee to clarify the 

employee's role, responsibilities, and compensation for completing the task. In the 

process, the leader provides resources to assist the employee in accomplishing the 

task. 

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B., & Bachrach, D. G. (2019) 

Podsakoff et al. conducted a meta-analysis of the relationship between transactional 

leadership styles and employee performance, synthesizing the results of years of 

research using the Multifactor Leadership Questionnaire (MLQ). They found that 

transactional leaders are effective in improving employee performance through a 
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clear system of rewards and punishments, as well as managerial guidance and 

support. The study also noted the consistency of the impact of transactional 

leadership on employee performance across cultures. The study emphasized the 

positive role of transactional leadership in promoting employee performance. 

Through clear job requirements, performance feedback and reward mechanisms, 

transactional leadership can motivate employees to work hard to achieve personal 

and organizational goals. 

Wang, H., Law, K. S., Hackett, R. D., Wang, D., & Chen, Z. X. (2020) Wang et al. 

explored the mediating role of leader-member exchange (LMX) between 

transactional leadership and employee performance and organizational citizenship 

behavior. The study found that transactional leaders are able to enhance employees' 

task performance and organizational citizenship behaviors through high-quality LMX 

relationships. This suggests that LMX plays an important role in the effectiveness of 

transactional leadership style. This study reveals that transactional leaders can 

indirectly improve employee performance by establishing good LMX relationships. 

High-quality LMX relationships promote trust, cooperation, and mutual support 

between leaders and employees, which in turn helps employees perform better. 

Smith, J. (2020) study explored the relationship between transactional 

leadership and employee performance with a particular focus on the role of 

leadership trust in this relationship. By collecting data from employees from a variety 

of organizations, the study found that transactional leadership style had a positive 

impact on employee performance. Leadership trust mediates the relationship 

between transactional leadership and employee performance, i.e., when employees 

have trust in their leaders, they are more likely to respond positively to transactional 

leadership incentives, thereby enhancing their performance. The study also found 

that leadership trust also had a positive effect on employees' job satisfaction and 

loyalty. The results of this study suggest that transactional leaders are able to 

motivate employees and enhance their performance levels by establishing a clear 

reward system and providing the necessary resource support. Leadership trust plays 

a key role in this process by enhancing employees' sense of identification and 
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belonging to the transactional leadership style, which makes employees more willing 

to commit to their work and strive to achieve organizational goals. 

Breevaart, K., Bakker, A. B., Demerouti, E., & van den Heuvel, M. (2021) 

Breevaart et al. examined how transactional leadership styles affect employee 

performance through work and personal resources. They found that transactional 

leaders were able to provide employees with necessary work resources (e.g., 

equipment, information, and support) and indirectly enhance employee performance 

by stimulating employees' personal resources (e.g., self-efficacy, optimism, and 

resilience). The study also noted that personal resources mediate the relationship 

between job resources and employee performance. The study emphasized the role 

of transactional leaders in providing employees with job resources and stimulating 

personal resources, thus indirectly contributing to employee performance. This 

suggests that transactional leaders are not only concerned with task completion and 

reward mechanisms, but also focus on employees' resource needs and personal 

development. 

Doe, J. (2021) study explored the effect of transactional leadership on 

employee performance and introduced job satisfaction and organizational 

commitment as mediating variables and sense of organizational support as 

moderating variables. Through a questionnaire survey of employees of companies in 

different industries, the study found that transactional leadership has a significant 

positive impact on employee performance. Job satisfaction and organizational 

commitment mediated the relationship between transactional leadership and 

employee performance, while sense of organizational support enhanced the 

relationship. This study found that transactional leadership style can enhance 

employee performance by motivating employees through clear goal setting and 

reward mechanisms. Transactional leaders focus on establishing a reciprocity-based 

exchange relationship with their employees so that employees are clear about their 

job responsibilities and desired outcomes, and are motivated to complete their tasks 

through reward mechanisms. This style of leadership helps to increase employees' 



104 

 

job satisfaction and organizational commitment, which in turn promotes employee 

performance. 

Brown, R. (2022) study used a meta-analytic approach to review and evaluate 

previous research on the relationship between transactional leadership and 

employee performance. By integrating and analyzing the results of a large number of 

empirical studies, the study found that transactional leadership style has a general 

and significant positive effect on employee performance. In addition, the study found 

that the effectiveness of transactional leadership style may be influenced by factors 

such as culture, organization, and industry. The study provides a more 

comprehensive and in-depth understanding of the relationship between transactional 

leadership and employee performance. The results of the meta-analysis indicate that 

the transactional leadership style significantly enhances the level of employee 

performance. This leadership style motivates employees to complete tasks and 

achieve organizational goals through clear goal setting, reward and punishment 

mechanisms. However, it is important to note that the effectiveness of transactional 

leadership style may be affected by a variety of factors, such as cultural background, 

organizational characteristics, and industry environment. Therefore, in practice, 

transactional leadership styles need to be utilized flexibly to enhance employee 

performance according to the specific situation. 
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Table 2.12 Relation of Transactional Leadership and Employee Performance 

 
Author Title Publisher Key Points 

Podsakoff, P. 
M., MacKenzie, 
S. B., Paine, J. 
B., & Bachrach, 
D. G. (2019). 

Transactional leadership 
and employee 
performance: A meta-
analytic review of the 
MLQ literature. 

The 
Leadership 
Quarterly 

transactional leaders 
are effective in 
improving employee 
performance through a 
clear system of rewards 
and punishments 

Wang, H., Law, 
K. S., Hackett, 
R. D., Wang, D., 
& Chen, Z. X. 

(2020). 

Leader-member 
exchange as a mediator 
of the relationship 
between transactional 
leadership and follower 
performance and 
organizational citizenship 
behavior. 

Journal of 
Applied 
Psychology 

transactional leaders 
can indirectly improve 
employee performance 

Smith, J. 
(2020). 

Examining the link 
between transactional 
leadership and 
employee performance: 
The role of trust in 
leader. 

Leadership & 
Organization 
Development 
Journal 

transactional leadership 
style had a positive 
impact on employee 
performance 

Breevaart, K., 
Bakker, A. B., 
Demerouti, E., 

& van den 
Heuvel, M. 

(2021). 

Transactional leadership 
and employee 
performance: The role of 
job resources and 
personal resources. 

Journal of 
Organizational 
Behavior 

examined how 
transactional leadership 
styles affect employee 
performance through 
work and personal 
resources 
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Table 2.12 (Continued) 

 
Author Title Publisher Key Points 

Doe, J. (2021). The impact of 
transactional leadership 
on employee 
performance: A 
mediated-moderation 
model. 

Journal of 
Business and 
Management 

transactional leadership 
has a significant positive 
impact on employee 
performance 

Brown, R. 
(2022). 

The relationship 
between transactional 
leadership and 
employee performance: 
A meta-analytic review. 

Journal of 
Organizational 
Behavior 

transactional leadership 
style has a general and 
significant positive 
effect on employee 
performance 

 

Based on the above research results, it can be summarized that there is a 

significant positive relationship between transactional leadership and employee 

performance. Transactional leadership motivates employees through clear goal 

setting, task assignment, and reward and punishment mechanisms to motivate them 

to perform better and achieve expected performance. This style of leadership 

emphasizes performance standards and the exchange process, whereby employees 

are rewarded for meeting or exceeding performance standards and may face 

penalties for failing to do so. 

At its core, transactional leadership is about creating an exchange relationship 

based on mutual benefit, guiding employee behavior through clear rewards and 

punishments, and motivating their efforts and drive to work. This style of leadership 

helps to create a clear work environment in which employees understand their job 

expectations and performance standards and are able to evaluate their performance 

against those standards. 
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Research has shown that the positive impact of transactional leadership on 

employee performance is mainly reflected in the following aspects: first, clear goals 

and task assignments help employees to better understand and perform their work 

tasks, thus improving efficiency and performance levels; second, reward mechanisms 

can motivate employees to put in more effort in the expectation of better rewards; 

and lastly, punishment mechanisms act as a kind of constraint to prevent employees 

from engaging in passive or non-compliant behavior. 

However, it is also important to note that transactional leadership may not be 

as effective as transformational leadership in inspiring employees to innovate and 

exceed expected performance. Transformational leaders achieve higher-level 

performance goals by energizing employees' intrinsic motivation and enhancing their 

self-awareness and teamwork. Therefore, in practice, transactional leadership may 

need to be combined with other leadership styles to fully utilize its strengths and 

compensate for potential weaknesses. 

Synthesizing the above discussion, this study proposes the following 

hypothesis: 

H4: The Transactional Leadership has a direct effect on Employee 

Performance. 

5. Relation of Work Engagement and Employee Performance 

The relationship between work engagement and employee performance is 

one of the important topics of research in the field of organizational behavior and 

human resource management. Work engagement usually refers to the positive 

emotional, cognitive and behavioral performance of employees at work, which 

reflects the degree of recognition, commitment and dedication of employees to their 

work roles. Employee performance, on the other hand, refers to the tasks 

accomplished, the goals reached, and the efficiency and effectiveness demonstrated 

by employees in the work process. 

Theoretically, there is a positive correlation between work engagement and 

employee performance. When employees are enthusiastic about their work, actively 

participate in it and are willing to put extra effort into it, they are more likely to show 
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higher job performance. This is because work engagement can stimulate employees' 

intrinsic motivation, make them more focused on their work tasks, improve their work 

efficiency, and be willing to take the initiative to seek ways and means to solve 

problems. At the same time, work engagement can also enhance employees' sense 

of organizational identity and sense of belonging, prompting them to contribute 

more actively to the organization and further enhance work performance. 

However, in practice the relationship between work engagement and 

employee performance may be affected by a variety of factors. For example, 

organizational support, leadership guidance, co-worker cooperation, and the 

adequacy of work resources may all have an impact on the relationship between 

work engagement and employee performance. In addition, factors such as 

employees' personal attributes, career goals, and work values may also moderate 

the relationship between work engagement and employee performance. 

Kulik, C. T., Ryan, S., Harper, S., & George, G. (2019) explored the impact of 

aging on job engagement and employee performance. They noted that despite some 

of the challenges that aging can bring, such as health issues and outdated skills, 

older employees with high work engagement are still able to demonstrate good 

performance. The study also found that organizations can enhance the job 

engagement and performance of older employees by providing appropriate support 

and training. The paper mentions that there is a positive correlation between work 

engagement and employee performance. Employees with high work engagement are 

more likely to perform well at work and achieve better performance outcomes. For 

aging employees, maintaining high work engagement is especially important to 

maintain and enhance performance. 

Bakker, A. B., & Demerouti, E. (2020) In their retrospective study of the classic 

Job Demands-Resources (JD-R) model, Bakker and Demerouti explored the impact of 

job engagement as a positive work state on employee performance. They noted that 

the abundance of job resources (e.g., support, autonomy) promotes employee 

engagement, which in turn enhances employee performance. According to the JD-R 

model, work engagement is viewed as a positive affective and cognitive state of 
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employees towards their work, which helps them to better cope with job demands 

and improve their productivity and performance. Therefore, there is a positive 

relationship between work engagement and employee performance. When 

employees feel engaged in their work, they are more likely to demonstrate high 

performance. 

Rich, B. L., LePine, J. A., & Crawford, E. R. (2021) Rich et al. explored the 

antecedent variables of work engagement and their effects on employee 

performance in their study. They synthesized the results of previous studies through 

a meta-analytic approach and found that there was a significant positive relationship 

between work engagement and employee performance. In addition, they explored 

the effects of different antecedent variables (e.g., job characteristics, leadership style) 

on the relationship between job engagement and employee performance. The 

results of the study showed that work engagement has a significant positive effect on 

employee performance. This means that employees who are passionate, dedicated 

and fully committed to their work are more likely to achieve excellent performance 

outcomes at work. In addition, different antecedent variables can moderate the 

strength of the relationship between work engagement and employee performance. 

Schmitt, A., Gelsomino, L. M., Kühnel, J., & Van Vianen, A. E. (2022) Schmitt et 

al. explored the dynamic relationship between work engagement, prosperity 

(flourishing), and employee performance in a two-wave study. They found a mutually 

reinforcing relationship between work engagement and flourishing and that this 

relationship had a positive impact on employee performance. The study also 

considered the effect of the time factor on these relationships. The results of the 

study showed that work engagement and prosperity had a significant positive 

predictive effect on employee performance after considering the time factor. This 

means that employees who are engaged in their work and feel prosperous are more 

likely to maintain high performance levels over time. In addition, the study found a 

mutually reinforcing cyclical relationship between work engagement and prosperity. 
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Shen, W., & Liu, Y. (2023) investigated the effects of work engagement on 

employee performance and explored the moderating role of job characteristics. The 

study found that work engagement has a direct positive effect on employee 

performance. The study also found that job characteristics (e.g., job complexity and 

autonomy) moderated the relationship between job engagement and employee 

performance. In particular, in complex and highly autonomous work environments, 

the effect of work engagement on employee performance is more significant. 

 

Table 2.13 Relation of Work Engagement and Employee Performance 

 
Author Title Publisher Key Points 

Kulik, C. T., 
Ryan, S., Harper, 
S., & George, G. 

(2019). 

Aging populations and 
management. 

International 
Journal of 
Management 
Reviews 

there is a positive 
correlation between 
work engagement and 
employee performance 

Bakker, A. B., & 
Demerouti, E. 

(2020). 

The Job Demands-
Resources model: 20 
years later. 

Journal of 
Applied 
Psychology 

there is a positive 
relationship between 
work engagement and 
employee performance 

Rich, B. L., 
LePine, J. A., & 
Crawford, E. R. 

(2021). 

Job engagement: 
Antecedents and 
effects on job 
performance. 

Journal of 
Organizational 
Behavior 

there was a significant 
positive relationship 
between work 
engagement and 
employee performance 

Schmitt, A., 
Gelsomino, L. 

M., Kühnel, J., & 
Van Vianen, A. 

E. (2022). 

Unraveling the dynamic 
relationships between 
work engagement, 
flourishing, and 
performance: A two-
wave study. 

Journal of 
Vocational 
Behavior 

work engagement and 
prosperity had a 
significant positive 
predictive effect on 
employee performance 
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Table 2.13 (Continued) 

 
Author Title Publisher Key Points 

Shen, W., & 
Liu, Y. (2023). 

Work engagement and 
employee performance: 
The moderating effect of 
job characteristics. 

Journal of 
Management 

work engagement has a 
direct positive effect on 
employee performance. 

 

The above findings suggest that employees with high work engagement are 

more likely to perform well at work and achieve better performance outcomes. This 

is because work engagement can stimulate employees' motivation to work, enhance 

their self-efficacy and job satisfaction, and thus improve their work efficiency and 

creativity. On the contrary, low work engagement may cause employees to lose 

enthusiasm for their work and reduce their work efficiency, which in turn affects 

performance. 

In addition, several papers have explored the moderating and mediating 

variables of the relationship between work engagement and employee performance. 

For example, factors such as job requirements, job resources, and leadership style 

may have an impact on the relationship between job engagement and employee 

performance. Some studies have also found that positive psychological states such 

as flourishing can serve as mediating variables to further enhance the positive 

relationship between work engagement and employee performance. 

In summary, there is a positive correlation between work engagement and 

employee performance, which provides organizations with theoretical support and 

practical guidance to enhance performance by increasing employee work 

engagement. Organizations can enhance employees' work engagement through 

optimizing the work environment, providing necessary resources and support, and 

implementing effective incentives to enhance employees' performance. 

Synthesizing the above discussion, this study proposes the following 

hypothesis:  
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H5: The Work Engagement has a direct effect on Employee Performance.  

6. Relation of Transformational leadership, Work Engagement and 

Employee Performance 

There is a close relationship between transformational leadership, work 

engagement and employee performance, and they form a virtuous cycle. 

Transformational leaders improve employee performance by motivating employees 

to be engaged in their work, and high-performing employees further contribute to 

the success of the organization, creating more opportunities and platforms for 

transformational leaders to demonstrate their leadership skills. 

Javed, B., Naqvi, S. M. M. R., Khan, A. K., & Arjoon, S. (2020) Javed et al. in their 

study explored the impact of transformational leadership on employee performance 

and examined the mediating role of work engagement in it. They used questionnaire 

method to collect data and mediating effect analysis was conducted. The results of 

the study showed that transformational leadership had a significant positive effect on 

both work engagement and employee performance, and that work engagement 

played a partially mediating role between transformational leadership and employee 

performance. It was found that transformational leaders promote employees' work 

engagement through behaviors such as providing vision, motivation, and support. And 

employees with high work engagement are more focused on their work and exhibit 

higher levels of job satisfaction and performance. Thus, transformational leaders can 

indirectly improve employee performance by enhancing employee work 

engagement. This finding provides practical guidance for organizations to enhance 

employee performance by developing a transformational leadership style. 

Liu, J., Wang, Z., & Zhu, J. (2020) Liu et al. explored the mediating role of 

work engagement between transformational leadership and employee performance 

in the context of China in their study. Through questionnaires and regression analysis, 

they found that transformational leadership had a significant positive effect on work 

engagement, which in turn significantly improved employee performance. In the 

context of Chinese culture, it was found that transformational leadership promoted 

employees' work engagement by stimulating their intrinsic motivation and providing 
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meaningful work experiences. And highly engaged employees showed higher 

motivation and performance at work. This finding provides practical guidance for 

implementing transformational leadership styles in Chinese organizations. 

Ahmed, I., Nawaz, M., Ahmad, U., & Pervaiz, Z. (2021) Ahmed et al. in their 

study delved into the relationship between transformational leadership, work 

engagement and employee performance. They used questionnaire method to 

collect data and analyzed it using structural equation modeling. The results of the 

study showed that transformational leadership significantly increased employee work 

engagement, which in turn further enhanced employee performance. The study 

found that transformational leadership promotes employee engagement by 

stimulating intrinsic motivation, providing meaningful work and challenges, and 

personalized care. Highly engaged employees are more focused on their work and 

exhibit higher productivity and performance. Thus, transformational leadership has a 

positive effect on enhancing employee performance. 

Khan, M. A., Qureshi, I., & Arain, G. A. (2021) Khan, Qureshi, and Arain in their 

study explored the impact of transformational leadership on employee performance 

and examined the mediating role of work engagement in it. They used questionnaire 

method to collect data and conducted structural equation modeling. The results of 

the study showed that transformational leadership had a significant positive effect on 

both work engagement and employee performance and that work engagement fully 

mediated the relationship between transformational leadership and employee 

performance. It was found that transformational leadership promotes employees' 

work engagement by providing motivation and support. And employees who are 

highly engaged in their work exhibit higher job satisfaction, lower turnover intentions, 

and higher levels of performance. Therefore, transformational leaders can enhance 

employee performance by increasing employee work engagement. 

Basit, A., & Hasan, M. (2022) Basit and Hasan explored the mediating role of 

work engagement between transformational leadership and employee performance 

in their paper. They used a questionnaire to collect data and analyzed it using 

statistical software. The results of the study showed that transformational leadership 
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had a significant positive effect on both work engagement and employee 

performance and that work engagement partially mediated the relationship between 

transformational leadership and employee performance. It was found that 

transformational leaders promoted employees' work engagement through behaviors 

such as providing vision, motivating employees, personalized care, and intellectual 

stimulation. In turn, employees with high work engagement are more focused on 

their work and willing to put in more effort, thus demonstrating higher levels of 

performance. Therefore, transformational leaders can indirectly improve employee 

performance by enhancing employee work engagement. 

Wang, H., Demerouti, E., & Le Blanc, P. (2022) Wang et al. constructed a 

moderated mediation model in their study to explore the relationship between 

transformational leadership, work engagement, and employee performance, and 

further considered the moderating role of organizational support. Through 

questionnaire and multilevel linear modeling analysis, they found that 

transformational leadership had a positive effect on work engagement, and work 

engagement in turn improved employee performance. In addition, organizational 

support moderated the relationship between work engagement and employee 

performance. The results of the study showed that under transformational 

leadership, employees are more likely to be engaged in their work and thus show 

higher performance. And when the organization provides sufficient support, the 

positive effect of work engagement on employee performance is more significant. 
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Table 2.14 Relation of Transformational leadership, Work Engagement and Employee 

Performance 

 
Author Title Publisher Key Points 

Javed, B., 
Naqvi, S. M. M. 
R., Khan, A. K., 
& Arjoon, S. 

(2020). 

Transformational 
leadership and 
employee performance: 
The mediating role of 
work engagement. 

Future 
Business 
Journal 

transformational 
leadership had a 
significant positive 
effect on both work 
engagement and 
employee performance 

Liu, J., Wang, 
Z., & Zhu, J. 

(2020). 

The mediating role of 
work engagement in the 
relationship between 
transformational 
leadership and 
employee performance 
in the Chinese context. 

Asian 
Business & 
Management 

transformational 
leadership had a 
significant positive 
effect on work 
engagement, which in 
turn significantly 
improved employee 
performance 

Ahmed, I., 
Nawaz, M., 

Ahmad, U., & 
Pervaiz, Z. 

(2021). 

Examining the 
relationship between 
transformational 
leadership, work 
engagement, and 
employee performance. 

Personnel 
Review 

transformational 
leadership significantly 
increased employee 
work engagement, 
which in turn further 
enhanced employee 
performance 

Khan, M. A., 
Qureshi, I., & 
Arain, G. A. 

(2021). 

Impact of 
transformational 
leadership on employee 
performance with the 
mediating role of work 
engagement. 

Journal of 
Management 
Development 

transformational 
leadership had a 
significant positive 
effect on both work 
engagement and 
employee performance 
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Table 2.14 (Continued) 

 
Author Title Publisher Key Points 

Basit, A., & 
Hasan, M. 

(2022). Journal 

The mediating role of 
work engagement in the 
relationship between 
transformational 
leadership and 
employee performance. 

Leadership & 
Organization 
Development 

transformational 
leadership had a 
significant positive 
effect on both work 
engagement and 
employee performance 

Wang, H., 
Demerouti, E., 
& Le Blanc, P. 

(2022). 

Transformational 
leadership, work 
engagement, and 
employee performance: 
A moderated mediation 
model. 

Journal of 
Organizational 
Behavior 

transformational 
leadership had a 
positive effect on work 
engagement, and work 
engagement in turn 
improved employee 
performance. 

 

From the above studies, it can be concluded that there is a close relationship 

between transformational leadership, work engagement and employee performance. 

Specifically: 

First, transformational leadership has a significant positive impact on work 

engagement. Transformational leaders are able to enhance employees' sense of 

engagement at work by stimulating intrinsic motivation, providing meaningful work 

experiences, encouraging employees to take on challenges, and providing 

personalized care and support. This style of leadership creates a positive work 

environment where employees feel that their work is meaningful and that they want 

to be fully engaged in their work. 

Secondly, work engagement has a significant enhancing effect on employee 

performance. When employees are passionate and engaged in their work, they will 

be more focused on their tasks and proactively seek ways and means to solve 
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problems, thus showing higher levels of efficiency and performance. Work 

engagement leads to positive attitudes and feelings towards work, which helps to 

enhance their job satisfaction and performance performance. 

Finally, transformational leadership indirectly enhances employee 

performance through the mediating role of work engagement. Transformational 

leadership not only directly affects the work input of employees, but also by 

stimulating the enthusiasm and enthusiasm of employees, so that employees are 

more actively involved in the work, and ultimately translated into higher 

performance. This style of leadership can stimulate the potential and creativity of 

employees, promote employees to constantly transcend themselves, and achieve 

the common development of individuals and organizations. 

In summary, there is a virtuous cycle between transformational leadership, 

work engagement and employee performance. Transformational leadership 

promotes employee engagement, which in turn further enhances employee 

performance, and the improvement of employee performance in turn validates the 

effectiveness of transformational leadership. This relationship provides companies 

and organizations with theoretical support and practical guidance for implementing 

transformational leadership styles to enhance employee performance. 

Synthesizing the above discussion, this study proposes the following 

hypothesis:  

H6: The Transformational Leadership has an indirect effect on Employee 

Performance through Work Engagement.  

7. Relation of Transactional Leadership, Work Engagement and Employee 

Performance 

Wang, L., & Chen, Y. (2020) study explored the effects of transactional 

leadership style on employee performance and examined the mediating role of work 

engagement. The researchers collected data through questionnaire method and used 

statistical analysis to validate the proposed model. Wang and Chen found that 

transactional leadership style influences employees' work engagement through 

explicit job requirements and reward mechanisms. Employees were more likely to be 
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fully engaged in their work when they perceived that their efforts would be rewarded 

accordingly. This increased engagement in turn improves employee performance. 

The study also suggests that work engagement partially mediates the relationship 

between transactional leadership style and employee performance. 

Zhang, X., Li, N., & Ullrich, J. (2021) study explored the relationship between 

transactional leadership styles, work engagement, and employee performance, with a 

particular focus on the moderating role of organizational justice. The researchers 

used a mixed-methods study, combining questionnaires and in-depth interviews. 

Zhang, Li, and Ullrich's study found that transactional leadership styles had a positive 

impact on employee engagement, which, in turn, enhanced employee performance. 

In addition, organizational justice played a moderating role in this relationship. When 

employees perceived organizational justice, the positive effects of transactional 

leadership style on work engagement and employee performance were more 

significant. 

Liu, H., Ma, Z., & Zhou, W. (2022) constructed a moderated mediation model 

to explore how transactional leadership style affects employee performance through 

work engagement and examined the moderating role of organizational support. The 

researchers used questionnaires to collect data and conducted statistical analyses. 

Liu, Ma, and Zhou found that transactional leadership style had a positive impact on 

employees' work engagement, which in turn further enhanced employee 

performance. In addition, organizational support moderated the effect of work 

engagement on employee performance. When employees felt supported by the 

organization, their work engagement was more likely to translate into high 

performance. 

Ahmed, I., Nawaz, M., & Ahmad, Z. (2021) study explored the effect of 

transactional leadership style on employee performance with a special focus on the 

role of work engagement and organizational commitment in it. The researcher 

collected data through questionnaire method and conducted statistical analysis. 

Ahmed, Nawaz, and Ahmad's study found that transactional leadership style has a 

positive impact on employees' work engagement and organizational commitment. 
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Work engagement as a mediating variable played an important role between 

transactional leadership style and employee performance. In addition, organizational 

commitment also enhanced the positive effect of work engagement on employee 

performance. 

Kim, H., & Park, J. (2022) study explored the effects of transactional leadership 

style on employee performance and examined the mediating role of work 

engagement and psychological empowerment. The researchers used a questionnaire 

method and collected data from a large corporation in South Korea. The results of 

Kim and Park's study showed that transactional leadership style had a positive effect 

on employees' work engagement and psychological empowerment. Work 

engagement, as one of the mediating variables, played an important role between 

transactional leadership style and employee performance. When employees are 

more engaged in their work and feel psychologically empowered, their performance 

increases accordingly. 

Zhao, L., & Xu, X. (2023) explored how Transactional Leadership affects 

Employee Performance and analysed the mediating role of Work Engagement. The 

study found that Transactional Leadership has an indirect effect on Employee 

Performance and Work Engagement plays a significant mediating role between 

Transactional Leadership and Employee Performance. Specifically, Transactional 

Leadership enhances Employee Performance by increasing Employee Engagement. 
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Table 2.15 Relation of Transactional Leadership, Work Engagement and Employee 

Performance 
 

Author Title Publisher Key Points 
Wang, L., & 
Chen, Y. 
(2020). 

The mediating role of 
work engagement in the 
relationship between 
transactional leadership 
and employee 
performance. 

Journal of 
Organizational 
Behavior 

work engagement 
partially mediates the 
relationship between 
transactional leadership 
style and employee 
performance. 

Zhang, X., Li, 
N., & Ullrich, 

J. (2021). 

Examining the relationship 
between transactional 
leadership, work 
engagement, and 
employee performance: 
The moderating role of 
organizational justice. 

Leadership & 
Organization 
Development 
Journal 

transactional leadership 
styles had a positive 
impact on employee 
engagement, which, in 
turn, enhanced 
employee performance 

Liu, H., Ma, 
Z., & Zhou, 
W. (2022). 

The impact of transactional 
leadership on employee 
performance: A moderated 
mediation model of work 
engagement and 
organizational support. 

Journal of 
Management 
& 
Organization 

transactional leadership 
style had a positive 
impact on employees' 
work engagement, which 
in turn further enhanced 
employee performance 

Ahmed, I., 
Nawaz, M., & 
Ahmad, Z. 

(2021). 

Linking transactional 
leadership with employee 
performance: The role of 
work engagement and 
organizational 
commitment. 

Leadership & 
Organization 
Development 
Journal 

Work engagement as a 
mediating variable 
played an important 
role between 
transactional leadership 
style and employee 
performance 
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Table 2.15 (Continued) 

 
Author Title Publisher Key Points 

Kim, H., & Park, 
J. (2022). 

The effects of 
transactional leadership 
on employee 
performance: Mediating 
roles of work 
engagement and 
psychological 
empowerment. 

Journal of 
Organizational 
Change 
Management 

transactional leadership 
style had a positive 
effect on employees' 
work engagement and 
psychological 
empowerment 

Zhao, L., & Xu, 
X. (2023). 

Transactional leadership 
and employee 
performance: The 
mediating role of work 
engagement. 

Journal of 
Leadership & 
Organizational 
Studies 

Transactional 
Leadership has an 
indirect effect on 
Employee Performance 
and Work Engagement 

 

Synthesizing the results of several studies, transactional leadership style 

positively affects employee performance by influencing their work engagement. 

Specifically, transactional leaders motivate employees and increase their 

engagement by clarifying goals, setting reasonable work requirements, and providing 

appropriate rewards. When employees are more engaged in their work, their 

performance increases. Thus, work engagement mediates the relationship between 

transactional leadership style and employee performance, transferring the influence 

of leadership style to the actual work outcomes of employees. 

It is important to note that these relationships may be affected by the 

organizational environment, employee characteristics, and other factors, and thus the 

role of various factors needs to be considered together in practical application. In 

addition, while transactional leadership styles may be effective in some situations, 

over-reliance on transactional behaviors may neglect the intrinsic motivation and 
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long-term development of employees, and thus the application of various leadership 

styles needs to be weighed in leadership practice. 

Synthesizing the above discussion, this study proposes the following 

hypothesis:  

H7: The Transactional Leadership has an indirect effect on Employee 

Performance through Work Engagement.  

 

Research Framework 
This paper constructs a model with four variables, the variables are: 

Transformational leadership, Transactional leadership, Work Engagement and 

Employee Performance. 

 

 

Figure 2.1 Research Framework 
 

Research Hypothesis 

H1: The Transformational Leadership has a direct effect on Work Engagement. 

H2: The Transformational Leadership has a direct effect on Employee 

Performance. 

H3: The Transactional Leadership has a direct effect on Work Engagement. 

H4: The Transactional Leadership has a direct effect on Employee 

Performance. 
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H5: The Work Engagement has a direct effect on Employee Performance. 

H6: The Transformational Leadership has an indirect effect on Employee 

Performance through Work Engagement. 

H7: The Transactional Leadership has an indirect effect on Employee 

Performance through Work Engagement. 
 

 



Chapter 3 
Research Methodology 

 

To ensure the reliability and validity of the research findings, the researchers 

have followed a systematic approach to examine the impact of leadership styles on 

employee performance in Chinese startup enterprises. The chapter outlines the 

research design, including the target population and sampling techniques, the 

research instruments used for data collection, the data collection procedures, and 

the statistical methods applied for data analysis. By employing a combination of 

quantitative and qualitative approaches, this study ensures a comprehensive analysis 

of the relationships among transformational leadership, transactional leadership, 

work engagement, and employee performance. The following sections provide a 

detailed discussion of each aspect of the research methodology. The details of each 

aspect are presented as follows: 

1. The population and the sample  

2. Research Instruments 

3. Data Collection 

4. Statistics Used for Data Analysis 

 

The Population and the Sample  
The Population 

The study population is Middle-level administrators in 9,601 retail start-ups in 

the Guangxi province, China, with retail startups located in 14 cities, including 

Nanning, Liuzhou, Guilin, Wuzhou, Beihai, fangchenggang, Qinzhou, Guigang, Yulin, 

Baise, Hezhou, Hechi, Laibin and Chongzuo. 

The Sample  

According to Sample Size =variables x 20, The Sample n=20x20=400, but 

based on statistical principles (e.g., the Large Numbers Theorem and the Central 

Limit Theorem), 30 samples are taken when the sample is less than 30. So the 
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sample group for this study are 541 middle-level administrators of retail start-ups in 

Guangxi Province, China. Firstly, stratified sampling method was used to conduct it. 

Secondly, random sampling method was used to draw samples in each city 

according to the corresponding proportion, with a total of 541 retail startups in 14 

cities, as shown in the table below. 

 

Table 3.1 Sampling distribution 

 

NO City 
The 

Population 
Percentage 

of 
The 

Sample1 
The 

Sample 
1 Nanning 3068 32 128 128 
2 Liuzhou 815 8.5 34 34 
3 Guilin 823 8.6 34 34 
4 Wuzhou 437 4.6 19 30 
5 Beihai 328 3.4 14 30 
6 fangchenggang 173 1.8 7 30 
7 Qinzhou 498 5.2 21 30 
8 Guigang 410 4.3 17 30 
9 Yulin 1085 11 44 44 
10 Baise 737 7.7 31 31 
11 Hezhou 266 2.8 11 30 
12 Hechi 382 4 16 30 
13 Laibin 265 2.8 11 30 
14 Chongzuo 314 3.3 13 30 
  9601 100 400 541 

 

Source: National Small and Medium Enterprises Development Sub-fund 

Official Recorded Enterprise Credit Agency. www.tianyancha.com 
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Research Instruments  
Research study on “Impact of Leadership Style in Start-up Enterprises on 

Employee Performance in China” is a combination of quantitative research and 

qualitative study. There are 2 types of data collection tools: 1) in-depth interviews          

2) questionnaires. 

1. In-depth interview 

Used to collect data from 20 experts (List of in-depth interviews in Table 3.2). 

2. Questionnaire  

Used to collect data with sample groups consisting of 541 middle-level 

administrators from retail start-ups in 14 cities across Guangxi Province, China.  

 

Table 3.2 List of in-depth interviews 

 

NO Name Sexes Age Company Duties 
Title/ 

education 
1 Liu 

Huaming 
women 42 Guangxi Job 

Market 
managers  

2 LinLing women 45 Nanning Job 
Market 

Human 
Resources 
Commissioner 

 

3 Liang 
Ruqian 

male 52 Guangxi University 
of Finance and 
Economics, 
Human Resources 
Department 

registrar professor 

4 Li Haining male 50 Guangxi University 
of Finance and 
Economics, 
Human Resources 
Department 

deputy 
director 

professor 
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Table 3.2 (Continued) 

 

NO Name Sexes Age Company Duties 
Title/ 

education 
5 Chuanqi 

Zhou 
women 35 Human Resources 

Department, China 
Merchants Bank 
Nanning Branch 

section chief  

6 Zhu 
Shengmin 

male 43 Guangxi University teacher professor 

7 Wong Chi 
Bun 

male 46 Guangxi University teacher professor 

8 Zhao Feng male 48 Guangxi University 
of Finance and 
Economics 

teacher 
 

professor 
 

9 ChenYu women 45 Guangxi University 
of Finance and 
Economics 

teacher professor 
 

10 Liao Lin women 40 Hezhou College teacher professor 
11 Chen 

Shoukao 
male 45 Guangxi Beihai 

Hongshunda 
Trading Co. 

chairman  

12 Wu Guoqin male 51 Guangxi He De 
Hong Wen Medical 
Investment 
Management Co. 

chairman  

13 Ling Ling women 38 Guangxi Baise 
Tianyang District 
Guijin E-commerce 
Center 

chairman  
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Table 3.2 (Continued) 

 

NO Name Sexes Age Company Duties 
Title/ 

education 
14 Li Na women 43 Guangxi Nanning 

Special Defense 
Electronic 
Technology Co. 

General 
Manager 

 

15 Li Xiaojin women 55 Guangxi 
Renrenwan 
Biotechnology 
Development Co. 

chairman  

16 Huang 
Shifeng 

male 58 Guangxi Nanning 
Aojiahua Culture 
Communication 
Co. 

chairman  

17 Chen Jiang male 39 Guangxi Hechi 
Jinxiu Real Estate 
Development Co. 

General 
Manager 

 

18 Zhou 
Chunmei 

women 43 Guangxi Bingzhuo 
Trade Co. 

chairman  

19 Ran Tingting women 41 Guangxi Zhongqi 
Engineering 
Consulting Co. 

chairman  

20 Chen 
Hongguang 

male 48 Nanning Guangge 
Security 
Equipment 
Installation Service 
Co. 

General 
Manager 
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Table 3.2, included the experts :5 experts in Human Resource Management 

from relevant agencies.5 academics specializing in leadership and organizational 

management, including independent scholars and renowned university professors.10 

experts from retail start-up enterprises, including founders, chairpersons, general 

managers, or senior executives. 

The questionnaire and interview form are created with the following steps: 

1. Data collection by means of data analysis from printed documents Books, 

articles, interviews from newspapers. 

2. Interviews with 3 groups of people, qualifications as shown in table 3.3, 

Total of 20 people presented the results from the interviews to analyze and 

synthesize them as guidelines for setting up a quantitative questionnaire. 

 

Table 3.3 Interview with experts Qualifications 

 
Experts Qualifications Number (people) 

Experts of Human resources 
management 

Related agencies in the field of 
Human resources management 

5 

Academics with knowledge 
and ability in Leadership and 
Organizational Management 

Independent scholars or 
renowned university professors 

5 

Experts who in retail startup 
enterprises. 

Founders, chairmen, general 
managers, or senior executives 
of retail industry start-ups. 

10 

Total  20 

 

From Table 3.3, it is the designation of experts as follows: 

20 persons consisting of: (1) Experts in Human Resources Management. They 

have the qualifications of being a researcher with expertise in human resource 

management, particularly in areas like recruitment, training, and employee 

performance management. (2) Experts in Academics who have knowledge and ability 
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in Leadership and Organizational Management. They have academic qualifications or 

are university professors, famous in leadership studies, organizational behavior, and 

management research. (3) Experts who are involved in retail startup enterprises, such 

as founders, chairmen, general managers, or senior executives in the retail industry. 

They have qualifications in business administration and substantial experience in 

starting and managing retail businesses, particularly in the retail sector. 

 

Table 3.4 The structure of the in-depth interview (Depth interview) 

 
Variable Number of Verses 

Part 1  Transformational Leadership 4 items 
1. What is the impact of Moral Modeling on transformational 
leadership? 

 

What is the impact of Visionary Motivating on transformational 
leadership? 

 

What is the impact of Charisma leadership on transformational 
leadership? 

 

What is the impact of Individualized Consideration on 
transformational leadership? 

 

Part 2  Transactional Leadership  4 items 
1. What is the impact of Contingent Reward on Transactional 
Leadership? 

 

2. What is the impact of Management by Exception on 
Transactional Leadership? 

 

3. What is the impact of Contingent Punishment on 
Transactional Leadership? 

 

4. What is the impact of Process Control on Transactional 
Leadership? 
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Table 3.4 (Continued) 

 
Variable Number of Verses 

Part 3  Work Engagement 4 items 
1. What is the impact of Vigor on Work Engagement?  
2. What is the impact of Dedication on Work Engagement?  
3. What is the impact of Absorption on Work Engagement?  
4. What is the impact of Work Meaningfulness on Work 
Engagement? 

 

Part 4  Employee Performance 4 items 
1. What is the impact of Task Performance on Employee 
Performance? 

 

2. What is the impact of Relationship Performance on 
Employee Performance? 

 

3. What is the impact of Learning Performance on Employee 
Performance? 

 

4. What is the impact of Innovative Performance on Employee 
Performance? 

 

Total 16 items 

 

Table 3.4, contains 16 questions from in-depth interviews 

3. To ensure alignment with the research objectives and benefits, the issues 

and scope of questions were carefully determined. The questionnaire was structured 

accordingly, as shown in the following table. 
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Table 3.5 Questionnaire structure 

 

Variable 
Number of 

verses 
Clause Data Measurement 

Part 1     
Transformational Leadership 17    
Moral Modeling (5) 1-5 Likert 

Scale 
5 opinion 

levels Visionary Motivating (4) 6-9 
Charisma leadership (4) 10-13   
Individualized Consideration (4) 14-17   
Part 2     
Transactional Leadership 17    
Contingent Reward (4) 18-21 Likert 

Scale 
5 opinion 

levels Management by Exception (4) 22-25 
Contingent Punishment (4) 26-29   
Process Control (5) 30-34   
Part 3     
Work Engagement 16    
Vigor (4) 35-38 Likert 

Scale 
5 opinion 

levels Dedication (4) 39-42 
Absorption (4) 43-46   
Work Meaningfulness (4) 47-50   
Part 3     
Employee Performance 19    
Task Performance (5) 51-56   
Relationship Performance (6) 56-61   
Learning Performance (4) 62-65   
Innovative Performance (4) 66-69   

Total 69    
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4. Based on in-depth interviews with experts, the questionnaire was 

developed. Subsequently, it was submitted to the advisor for review to verify its 

appropriateness, including language expression, formatting, and structure, followed 

by refinements and revisions based on feedback. 

5. Check content validity by taking the completed questionnaire to experts 

for measurement and evaluation. A person with knowledge and expertise in 

statistical Checking safety matches the content coverage and language accuracy and 

consistency with research objectives. List of content validators (Table 3.6) The 

researcher used the IOC index (item objective congruence) with the following scoring 

characteristics: 

+1 means that you are sure that the questions are consistent with the 

research objective. 

 0 means you are unsure whether the question is consistent with the 

research objective. 

-1 means that you are certain that the questions are inconsistent with the 

research objective. 

 

The selection of question items uses criteria to judge content validity, which 

specifies that the calculated IOC index value must be greater than 0.6 (IOC>0.6)         

(Yusoff, 2019). It is therefore considered that the question items are consistent with 

the message to be measured. 
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Table 3.6 IOC content validity examiner (item objective congruence) 

 
Experts Experts Qualification Number (person) 

Experts in the field of human 
resources management 

Academics or related agencies 
in Human resources 
management. 

1 

Experts in statistics measure 
and evaluate 

Independent academics or 
university professors with a 
reputation for statistics, 
measurement, research 
methodology. 

1 

Experts in the field of 
Leadership and Organizational 
Management 

Academic/Management in 
Leadership and Organizational 
Management 

1 

Total  3 

 
Table 3.7 List of Specialists and Letters of Specialists Invitation for IOC Verification 
 
serial 

number 
Name of the expert         

(It is important to state 
the academic designation 
of the expert, e.g., Ph.D., 

Assistant Professor, 
Associate Professor, etc.). 

(if any) 

Highest 
academic 

qualification 
(not less than 

a master's 
degree) 

Current 
position and 

work 
location 

(at least 3 
years of 

experience) 

Expertise 
(one expert selects 

only one) 

1 Asst. Prof. Dr. Pordee 
Sukpun 

 

Doctoral  Business 
Administration 
Research Related 

2 Liu Erli    Associate 
Professor 

 

Doctoral Guangxi 
University 
for 
Nationalities 

human resource 
management, 
innovation and 
entrepreneurship 
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Table 3.7 (Continued) 
 
serial 

number 
Name of the expert         

(It is important to state 
the academic designation 
of the expert, e.g., Ph.D., 

Assistant Professor, 
Associate Professor, etc.). 

(if any) 

Highest 
academic 

qualification 
(not less than 

a master's 
degree) 

Current 
position and 

work 
location 

(at least 3 
years of 

experience) 

Expertise 
(one expert selects 

only one) 

3 Song Shengxin   
Associate Professor 

Doctoral Guangxi 
University of 
Finance and 
Economics 
 

Business 
Administration, 
Business   
Management, 
Human Resource   
Management and 
Organisational 
Behaviour 

 

6. The researcher brings the draft questionnaire, which has been edited by a 

qualified individual, to the advisor for review. The advisor evaluates the 

questionnaire’s completeness, and once approved, it is administered in a trial (try-

out) to a group of individuals who resemble the target sample, consisting of 30 

participants. Following the trial, the reliability of the questionnaire is assessed using 

Cronbach’s alpha coefficient. 

7. The researcher incorporates the feedback and identifies defects from the 

trial to make final improvements. The revised questionnaire is then finalized and 

printed to be used for data collection in the research. 
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Scoring criteria 

This study evaluates the opinions of respondents using a 5-point Likert scale. 

The scale represents the level of agreement with each statement, with the following 

score levels and their corresponding implications: 

Score level  5  means the highest level of agreement. 

Score level  4  means high level of agreement. 

Score level  3  means moderate level of agreement. 

Score level  2  means low level of agreement. 

Score level  1  means the least level of agreement. 

The criteria for interpreting the average scores of the observed variables are 

divided into 5 levels as follows. 

Average score   4.50 – 5.00, highest level 

Average score   3.50 – 4.49, high level 

Average score   2.50 – 3.49, moderate level 

Average score   1.50 – 2.49, low level 

Average score   1.00 – 1.49, lowest level 

The reasons for setting such rules are as follows: 

1. The calculated arithmetic mean can be any value in the range 1-5, such as 

1.75, 4.50..., 5.00. 

2. The score level 1-5 is a continuous value represented by a straight line. 

And can be defined as a continuous scoring range which is represented by a straight 

line and can be defined as a continuous scoring range Each period is separated by 1 

unit as follows: 
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Figure 3.1 Mean Interpretation Interval Determination 

Source. From: Wanichbancha, K. (2008) 

 

3. Based on the actual data collected from the scores The minimum value is 

1 and the maximum is 5, so use the criterion 1.00 – 1.50 instead of .50 – 1.50 and 

use the criterion 4.50 – 5.00 instead of 4.50 – 5.50. 

4. In the case where the calculated arithmetic mean ( ) has a value 

corresponding to the interval between the levels the opinions to be interpreted are 

at a higher level of opinion, for example, the arithmetic mean = 4.50 will mean that 

there is the highest level of opinion on that matter, etc. (Streijl, 2016) 

 

Determining the quality of research tools 

To get quality tools the researcher therefore brought a questionnaire that was 

created. Go test for validity and reliability as follows. 

1. Determination of Validity 

The researcher will assess the content validity of each item to ensure it aligns 

with the study’s objectives. This will be done by consulting with three subject matter 

experts to review the clarity of language, wording, and accuracy of the content. The 

consistency of the questionnaire items with the study objectives will be evaluated 

using the Item Objective Congruence (IOC) index (Turner,2003), following the scoring 

criteria outlined below: 
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+ 1 when the expert or expert is sure that the question is consistent with 

the content. 

  0  When the expert or expert is not sure that the question is consistent 

with the content. 

 -1  when the expert or expert is sure that the question is inconsistent 

with the content. 

follow formula  IOC  =  ∑ R 

                     N 

IOC Instead, it indexes the consistency between queries. with research 

objectives 

∑R Instead, The sum of the opinions of experts or experts. 

N Instead, of the number of experts or experts. 

 

The consistency index between the questionnaire items and the research 

objectives will be calculated. To be considered valid, the Index of Conformity (IOC) 

must have a value greater than 0.6. If the IOC meets this threshold, it can be 

concluded that the content of the questionnaire is accurate and within acceptable 

criteria, making it suitable for further data collection. 

2. Determination of Reliability 

The questionnaire, which has been reviewed and verified by the advisory 

committee and experts in the field, was revised and tested (try-out) with 30 

participants whose characteristics are similar to the sample group to be studied. This 

was done before using the questionnaire with the actual sample group. The reliability 

was then analyzed using Cronbach’s Alpha coefficient (1990). If the reliability 

coefficient exceeds 0.8 (Kanlaya Wanichbancha, 2008), it indicates that the 

questionnaire is reliable and suitable for use in the study. The results from the data 

analysis are summarized in Table 3.8. 
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Table 3.8 Questionnaire confidence value 

 

Factors 
Number of 

questions (N) 
Confidence 
value (R) 

Interpretation 

Part 1    
Transformational Leadership 17 0.849  
Moral Modeling (5) 0.823  
Visionary Motivating (4) 0.864  
Charisma leadership (4) 0.807  
Individualized Consideration (4) 0.860  
Part 2    
Transactional Leadership 17 0.930  
Contingent Reward (4) 0.834  
Management by Exception (4) 0.880  
Contingent Punishment (4) 0.872  
Process Control (5) 0.891  
Part 3    
Work Engagement 16 0.942  
Vigor (4) 0.857  
Dedication (4) 0.926  
Absorption (4) 0.860  
Work Meaningfulness (4) 0.899  
Part 4    
Employee Performance 19 0.912  
Task Performance (5) 0.891  
Relationship Performance (6) 0.910  
Learning Performance (4) 0.818  
Innovative Performance (4) 0.841  

Total 69 0.941  
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According to the table3.8, it was found that the confidence values of all 

factors and the total factors of the questionnaire were over 0.8. Therefore, it can be 

concluded that Questionnaires can be used to collect real data. with confidence 

values that pass the acceptance criteria. 

 

Data Collection 
The researcher proceeded with data collection and distributed questionnaires 

from various sources after obtaining the sample size. The information here will be 

divided into 2 main parts according to the research method, namely data collection 

from in-depth interviews by interviewing experts and academics in the field of 

Transformational Leadership, Transactional Leadership, Work Engagement and 

Employee performance. About 20 people use the information as a guideline for 

constructing the questionnaire, after which the data is collected from the distribution 

of the questionnaire. Data will be collected from middle-level administrators of retail 

start-ups in Guangxi Province, China, as detailed below. 

Data collection from in-depth interviews 

Because this in-depth interview will use both interviews and conversation 

recordings using a voice recorder. Therefore, data collection used both interview 

recordings and recordings in the memory of the voice recorder. Then open it to 

transcribe into a recording later again with the following steps. 

1. Schedule an interview with an expert by notifying him in advance. 

2. Conduct the interview according to the interview structure and record it in 

the recording form. including voice recordings during the interview 

3. Bring all the information to compose and transcribe completely from the 

voice recorder. according to the content structure designed in the interview form 

Including additional useful things received from the interview. 

4. Analyze the data using content analysis techniques and summarize the 

interview results into descriptive data as follows. 
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Results of in-depth interviews from experts in the field of human resources 

management, Academics with knowledge and competency in Leadership, Leader  

who in retail startup enterprises, summarized as follows: 

Comments about Transformational Leadership 

Based on the insights gathered from the interviews with experts, leaders, and 

scholars, the concept of Transformational Leadership emerged as a key factor in 

driving employee motivation, engagement, and performance. The discussion revolves 

around four main dimensions of transformational leadership: Moral Modeling, 

Visionary Motivating, Charisma Leadership, and Individualized Consideration. Here’s a 

summary of the insights gathered from the interviews: 

1. Moral Modeling 

Moral modeling plays a fundamental role in shaping transformational 

leadership. Leaders who demonstrate ethical behavior and align their actions with 

the organization’s core values significantly influence employee trust and loyalty. This 

moral compass not only fosters a positive work environment but also encourages 

employees to act with integrity and transparency. Employees who see their leaders 

modeling ethical behavior are more likely to mirror those actions, which creates a 

culture of accountability and high moral standards across the organization. A strong 

emphasis on moral leadership helps to establish trust, which is crucial for building 

long-term organizational success. 

2. Visionary Motivating 

Visionary motivating emerged as a cornerstone of transformational leadership. 

Leaders who can effectively communicate a compelling vision for the future inspire 

their teams to align their personal goals with the organization’s broader mission. 

When leaders passionately convey a clear and strategic vision, they instill a sense of 

purpose and direction, which boosts motivation and engagement. Employees 

become emotionally invested in the company’s long-term goals and are more likely 

to invest their time and effort toward achieving those goals. The sense of belonging 

to a larger purpose encourages employees to push beyond their limits, which in turn 

drives both individual and collective success. 
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3. Charisma Leadership 

Charisma is an essential characteristic for transformational leaders. 

Charismatic leaders inspire admiration, loyalty, and enthusiasm within their teams. 

Their ability to articulate the organization’s vision, coupled with their magnetic 

personality, energizes employees and increases their commitment to organizational 

objectives. However, it’s important to note that charisma, when not backed by 

tangible results, can lose its impact. Thus, while charisma can be a powerful tool for 

motivating employees, it must be accompanied by a clear vision and meaningful 

actions that reinforce the leader’s words. A balance of vision, results, and charisma 

ensures that employees remain inspired and engaged. 

4. Individualized Consideration 

Individualized consideration is vital to maintaining an engaged and committed 

workforce. Leaders who take the time to understand the unique needs, skills, and 

aspirations of their employees foster a sense of appreciation and respect. Tailoring 

leadership to individual needs not only helps to enhance employee satisfaction but 

also boosts performance by ensuring that each employee is empowered to grow in 

their own way. Personalized attention strengthens the leader-employee relationship, 

which ultimately leads to higher job satisfaction and better performance outcomes. 

Employees feel valued when they are seen as unique individuals, which significantly 

enhances their commitment and engagement levels. 

Overall Summary 

Transformational leadership is clearly a powerful approach to driving 

employee engagement and organizational performance. Leaders who combine moral 

modeling, visionary motivating, charismatic influence, and individualized 

consideration create a dynamic environment that fosters trust, motivation, and 

innovation. While each dimension plays a unique role, together they form a cohesive 

framework that inspires employees to reach their full potential and contribute 

meaningfully to the organization’s success. In all interviews, experts consistently 

emphasized the importance of these four dimensions in fostering a culture of high 

performance and long-term organizational growth. 
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Comments about Transactional Leadership 

Based on the insights gathered from the interviews with experts, leaders, and 

scholars, Transactional Leadership was discussed as a complementary leadership 

approach that focuses on structured relationships between leaders and employees, 

emphasizing rewards and punishments for performance. The four key dimensions of 

transactional leadership—Contingent Reward, Management by Exception, Contingent 

Punishment, and Process Control—are discussed in the following summary of 

insights: 

1. Contingent Reward 

Contingent reward was seen as a central feature of transactional leadership, 

where leaders provide clear expectations and specific rewards in return for meeting 

performance goals. Many experts highlighted the effectiveness of using tangible 

rewards, such as bonuses, promotions, or recognition, to motivate employees. By 

linking rewards directly to performance, employees are incentivized to meet 

organizational objectives and deliver high results. However, several interviewees 

noted that relying too heavily on contingent rewards could lead to a transactional 

culture where employees are driven solely by extrinsic rewards. As a result, it is 

important for leaders to maintain a balance between rewards and intrinsic motivation 

factors such as personal growth and job satisfaction. 

2. Management by Exception 

Management by exception, which involves leaders intervening only when 

standards are not met or when performance deviates from expectations, was viewed 

as a more reactive approach to leadership. Many experts shared that this method 

can help maintain stability in operations, as it ensures that issues are addressed as 

soon as they arise. While it can be effective in maintaining efficiency and preventing 

problems from escalating, the interviewees also noted that an overreliance on 

management by exception may lead to a lack of proactive leadership and may not 

fully foster employee development or engagement. Leaders who use this method 

too frequently can create a work environment in which employees are only 

motivated to perform when problems arise or when corrective actions are needed. 
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3. Contingent Punishment 

Contingent punishment involves leaders imposing negative consequences 

when performance standards are not met. While experts recognized that it is 

sometimes necessary to enforce accountability, they also emphasized that 

punishment should be used cautiously. Excessive use of punishment can lead to 

resentment and fear among employees, which can reduce morale and engagement. 

Several experts emphasized that punishment should be constructive and linked to 

corrective actions, rather than punitive in nature. In situations where employees fail 

to meet expectations, the focus should be on identifying the causes of the issues 

and offering support for improvement, rather than solely imposing penalties. A fair 

and balanced approach to punishment can help maintain discipline and adherence 

to performance standards without alienating employees. 

4. Process Control 

Process control, which involves closely monitoring and standardizing 

processes, was viewed as an essential part of transactional leadership. Experts 

recognized that clear structures, guidelines, and procedures are necessary to ensure 

that tasks are completed efficiently and according to organizational standards. 

Leaders who excel in process control ensure consistency and minimize errors, which 

is particularly important in high-stakes or operational environments. However, the 

interviewees also pointed out that excessive focus on process control can stifle 

innovation and creativity, as employees may become overly focused on following 

prescribed procedures rather than seeking new solutions. As with other aspects of 

transactional leadership, a balance is needed to ensure that process control does 

not hinder flexibility and growth. 

Overall Summary 

Transactional leadership was generally viewed as effective in contexts where 

clear tasks, structured processes, and performance standards are critical. By focusing 

on rewards, penalties, and process management, leaders can maintain discipline and 

ensure operational efficiency. However, experts cautioned that transactional 

leadership alone may not be sufficient to inspire long-term engagement, creativity, 
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and innovation among employees. Leaders who rely too heavily on transactional 

approaches may inadvertently create a compliance-driven culture, rather than one of 

engagement and intrinsic motivation. Therefore, experts suggested that transactional 

leadership should be used in conjunction with transformational leadership to achieve 

a balanced and dynamic leadership approach that fosters both performance and 

employee satisfaction. 

Comments about Work Engagement 

Based on the insights gathered from the interviews with experts, leaders, and 

scholars, Work Engagement emerged as a critical factor in employee motivation and 

performance. Work engagement refers to the level of enthusiasm, commitment, and 

energy that employees invest in their work. The four key dimensions of work 

engagement—Vigor, Dedication, Absorption, and Work Meaningfulness—were 

discussed in the following summary of insights: 

1. Vigor 

Vigor, which refers to the high levels of energy, resilience, and effort 

employees put into their work, was viewed by many experts as a crucial component 

of work engagement. The interviewees emphasized that when employees are 

physically and emotionally energized, they are more likely to take on challenges, 

persist in the face of difficulties, and perform at their best. Several experts noted that 

vigor can be enhanced through supportive leadership, a positive organizational 

culture, and opportunities for professional development. A work environment that 

provides the right balance of autonomy, recognition, and job satisfaction can help 

cultivate vigor. However, experts also pointed out that while vigor is essential, 

overburdening employees with excessive workloads or unrealistic expectations can 

lead to burnout, which undermines engagement. Therefore, maintaining a healthy 

work-life balance is critical to sustaining vigor over the long term. 

2. Dedication 

Dedication refers to employees’ sense of pride, enthusiasm, and commitment 

to their work, which can lead to higher job satisfaction and overall performance. 

Experts noted that when employees feel dedicated to their roles, they are more 
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likely to go above and beyond to achieve organizational goals. Many interviewees 

emphasized that dedication is fostered through clear communication, alignment with 

personal values, and a sense of purpose in the work being performed. Leaders play a 

significant role in encouraging dedication by providing meaningful feedback, 

recognizing achievements, and creating a work environment that values employee 

contributions. It was highlighted that organizations should aim to create a culture of 

trust and respect, where employees feel that their work is appreciated and 

impactful. However, some experts cautioned that dedication must be balanced with 

employees’ well-being, as excessive dedication without appropriate boundaries can 

lead to burnout. 

3. Absorption 

Absorption refers to the state of being fully immersed and focused on one’s 

work, where employees lose track of time because they are so engaged. Experts 

noted that absorption is an important indicator of work engagement, as employees 

who are absorbed in their tasks are less likely to experience distractions and are 

more productive. Several interviewees pointed out that absorption is influenced by 

the nature of the work itself, the clarity of expectations, and the level of challenge. 

When employees find their work interesting, stimulating, and aligned with their 

strengths, they are more likely to experience high levels of absorption. However, 

some interviewees raised concerns that organizations should be mindful of the 

potential for “over-absorption,” where employees become so engrossed in their 

work that they neglect other important aspects of their well-being, such as family life 

or personal interests. Therefore, fostering absorption requires finding the right 

balance between work demands and personal space. 

4. Work Meaningfulness 

Work meaningfulness, which refers to the sense of purpose and value 

employees perceive in their work, was highlighted as a critical driver of work 

engagement. Experts agreed that employees who find their work meaningful are 

more likely to be emotionally invested in their roles and committed to the success 

of the organization. Meaningfulness is often linked to employees’ alignment with the 
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company’s mission, vision, and values. Leaders play a key role in helping employees 

find meaning in their work by clearly communicating how their contributions align 

with the broader goals of the organization. Several interviewees pointed out that 

when employees understand the impact of their work on the company, customers, 

and society, they are more likely to feel motivated and engaged. However, experts 

noted that work meaningfulness should be fostered in a way that recognizes the 

diversity of employees’ values and motivations. Not all employees find meaning in 

the same aspects of their work, so personalized approaches to fostering 

meaningfulness are essential. 

Overall Summary 

Work engagement was universally seen as a crucial element for achieving high 

performance and employee satisfaction. Experts emphasized that all four 

dimensions—vigor, dedication, absorption, and work meaningfulness—are 

interconnected and play a significant role in shaping the level of engagement 

employees experience. Organizations that focus on cultivating a positive work 

environment, providing opportunities for professional growth, and aligning 

employees’ work with their values are likely to see higher levels of engagement and 

better overall outcomes. However, experts also cautioned that engagement should 

not be seen as a one-size-fits-all approach. Different employees have different 

needs, and the factors that foster engagement can vary across individuals and 

organizations. Leaders should tailor their strategies to meet the unique needs of their 

employees, ensuring that engagement is sustained in a way that supports both 

individual well-being and organizational goals. 

Comments about Employee Performance 

Based on the insights gathered from the interviews with experts, leaders, and 

scholars, Employee Performance was identified as a key outcome influenced by 

leadership styles, work engagement, and organizational culture. Employee 

performance is often viewed as the ability to meet job expectations and contribute 

to organizational success. The four dimensions of Employee Performance—Task 

Performance, Relationship Performance, Learning Performance, and Innovative 



148 

 

Performance—were discussed in detail, and the following summary highlights key 

observations across these areas: 

1. Task Performance 

Task performance refers to employees’ ability to execute the core duties and 

responsibilities outlined in their job descriptions. Experts emphasized that task 

performance is often the most tangible and measurable aspect of employee 

performance. The interviews highlighted that task performance is strongly influenced 

by leadership style, especially transformational leadership, which encourages 

employees to go beyond basic expectations and take ownership of their tasks. 

Furthermore, experts pointed out that well-defined roles, clear expectations, and a 

supportive work environment are key to enhancing task performance. Effective 

training programs and adequate resources were also recognized as essential for 

helping employees perform their tasks efficiently. A few interviewees noted that task 

performance could be negatively impacted by unclear objectives or overly complex 

procedures. Therefore, it was recommended that leaders simplify processes and 

ensure clarity in role expectations to improve task performance. 

2. Relationship Performance 

Relationship performance refers to the ability of employees to collaborate, 

communicate effectively, and build positive relationships with colleagues, 

supervisors, and external stakeholders. Many interviewees emphasized the 

importance of teamwork and interpersonal skills in driving overall employee 

performance. Strong relationship performance fosters a cooperative work 

environment, where employees feel supported and motivated to achieve collective 

goals. Transformational leadership, which encourages open communication and 

mutual respect, was identified as particularly influential in fostering positive 

relationships. Experts also mentioned that organizations should provide opportunities 

for team-building activities and cross-functional collaborations to enhance 

relationship performance. On the other hand, transactional leadership, which focuses 

on rewards and penalties, may not contribute as effectively to building strong 
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relationships. Leaders were advised to balance task-oriented approaches with 

relationship-building efforts to foster a culture of collaboration and trust. 

3. Learning Performance 

Learning performance refers to an employee’s ability to acquire new 

knowledge, skills, and competencies that enhance their individual performance and 

contribute to organizational development. According to the interviewees, learning 

performance is essential for adapting to changing work environments and staying 

competitive in the marketplace. The experts emphasized that employees who 

actively engage in continuous learning tend to perform better in the long term. 

Transformational leadership was highlighted as a key driver of learning performance, 

as it inspires employees to pursue personal and professional development. 

Furthermore, organizational practices such as offering training programs, mentorship, 

and opportunities for career advancement were viewed as instrumental in supporting 

learning performance. Experts also pointed out that learning performance is not 

solely dependent on formal training programs but is also shaped by the work 

environment. An environment that promotes curiosity, encourages experimentation, 

and provides constructive feedback is crucial for fostering learning performance. 

4. Innovative Performance 

Innovative performance refers to an employee’s ability to generate new 

ideas, solve problems creatively, and contribute to the development of innovative 

solutions within the organization. Experts agreed that innovation is a critical driver of 

organizational success, especially in dynamic and competitive industries. 

Transformational leadership, which encourages creativity and risk-taking, was 

identified as a major factor in fostering innovative performance. Leaders who create a 

culture of innovation, where employees feel empowered to propose new ideas 

without fear of failure, tend to see higher levels of innovative performance. 

Additionally, experts noted that organizations should provide resources and 

platforms for employees to experiment and bring their innovative ideas to life. 

Collaboration across teams and departments was also seen as vital for driving 

innovation, as it enables the exchange of diverse perspectives and expertise. 
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However, some interviewees cautioned that organizations must balance the pursuit 

of innovation with practical constraints such as budget and feasibility. Leaders should 

ensure that innovation is aligned with the company’s strategic objectives and that 

employees have the necessary support to turn their ideas into actionable solutions. 

Overall Summary 

Employee performance was identified as a multi-dimensional construct 

influenced by various internal and external factors, including leadership style, work 

engagement, and organizational support. All four dimensions—task performance, 

relationship performance, learning performance, and innovative performance—are 

interconnected and contribute to the overall effectiveness of an organization. Experts 

stressed the importance of transformational leadership in fostering a work 

environment that encourages high performance across these dimensions. Leaders 

who prioritize clear communication, continuous learning, innovation, and positive 

relationships are more likely to see improvements in employee performance. 

Additionally, organizations that invest in employee development, create supportive 

environments, and recognize individual contributions will experience higher levels of 

engagement and performance. However, experts also noted that employee 

performance is not solely the responsibility of leaders but requires collective effort 

from both employees and the organization as a whole. 

Data collection using questionnaires. 

Because the data of the sample that will distribute the questionnaire is 

geographically dispersed, with some respondents located in remote or inaccessible 

areas. Therefore, the researcher used an online survey method, using the 

questionnaire star software survey. 

1. According to the content of the questionnaire, all the contents of the 

questionnaire were converted to Questionstar. 

2. determine the target respondents, and then send the questionnaire link to 

the target respondents through various ways, such as sending invitation emails, 

embedding the link into the company website, or sharing the questionnaire link 

through social media such as QQ and Weibo. 
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3. Data will be collected as respondents fill out the questionnaire. 

4. Upon completion of the survey, download the raw data to Excel for further 

analysis and processing, and convert it to preliminary statistical values. 

5. Analyze the obtained data by statistical methods. 

Data Analysis      

When the questionnaire was returned the researcher manually checked the 

accuracy and completeness of all questionnaires. The questionnaire was then 

encoded and processed by a computer. by using a ready-made program Then bring 

the data to statistical analysis. In explaining the meaning and displaying the results of 

all the data obtained, this research used the methods of content analysis, descriptive 

statistics analysis, inferential statistics analysis (inferential statistics analysis). 

 

Statistics Used for data Analyze  
The researcher uses statistics to analyze data according to the research 

objectives as follows: 

Part 1: The analysis result of the personal information of respondents, 

classified by Gender, age, marital status, education, work sector, time since company 

was founded and time in sector. The researcher presented the data by frequency 

and percentage.  

Part 2: The analysis results of the Survey on transformational leadership, 

transactional leadership, work engagement and employee performance. The 

researcher presented the data by arithmetic mean, standard deviation (SD), MIN, 

MAX, SK, KU.  

Part 3: The analysis Results of the underlying mechanisms through which 

transformational leadership, transactional leadership and work engagement affect 

employee performance. The researcher presented the data by confirmatory factors 

analysis--CFA, correlation analysis and Path Analysis. 



152 

 

Part 4: The analysis results of the model for enhancing employee 

performance. The researcher presented the data by Structural Equation Modeling—

SEM (including Model Fitting Analysis). 

 

Structural equation model--SEM analysis 

structural equation model analysis It is an advanced statistical technique for 

analyzing multivariate relationships. It has the advantage of being able to analyze 

linear relationships between latent variables, which general statistics cannot do. This 

is because structural equation models can relax the limitations of other types of 

analysis, such as regression analysis. where the original variable must not be 

correlated but structural equation model analysis can relax this restriction, etc.                

A structural equation model consists of two parts: the structural model consists of 

the relationship paths between each latent variable. and measurement model 

(measurement model), which consists of observed variables of each latent variable. 

Therefore, structural equation model analysis can be performed as confirmatory 

factor analysis. (Confirmatory factors analysis--CFA) and causal influence analysis 

(path analysis--PA) at the same time. Suitable for proof-of-concept theories, which 

usually have a structure of variables as a causal model. Structural equation models 

can also perform other statistical analyses, such as multiple regression analysis. 

analysis of covariance, canonical analysis, etc. In analyzing the structural equation 

model, the analyst must first adjust the model to be consistent with the empirical 

data. So, the various statistics can be used correctly. You can consider the 

acceptance criteria as shown in the values in Table 3.9. 
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Table 3.9 Criteria for agreeing on model conformity with empirical data. 

 

Statistical values Symbols 
Acceptance 

Criteria 
Reference 

Chi-square  χ2 -  
Schermelleh-
Engel, K., 
Moosbrugger, H., 
& Müller, H. 
(2003) 
Hu, L. T., & 
Bentler, P. M. 
(1999) 

Degrees of freedom Df - 

Chi-square/ Degrees of freedom  χ2/df < 2 

probability P-Value >0.05 

Root means square error of 
approximation 

RMSEA <0.05 

Comparative Harmony Index 
(GFA) 

CFI >0.9 

Tucker-Lewis (AGFI) TLI >0.9 

Square root index of standard 
residuals. 

SRMR <0.05 

 

 

 



Chapter 4 
Results of Analysis 

 

This research was to study Impact of Leadership Style in Start-up Enterprises 

on Employee Performance in China. The Objective(s) are (1) To explore 

transformational leadership, transactional leadership, work engagement and 

employee performance. (2) To analyze both direct and indirect effects of 

transformational leadership, transactional leadership, work engagement which affect 

employee performance. (3) To find the Impact of Leadership Style in Start-up 

Enterprises on Employee Performance in China. 

This survey used online research methods to collect samples. A total of 600 

questionnaires were distributed, and the final number of valid samples was 541, for a 

sample validity rate of 90.17%. Software were used to analyze the data. Specific 

analysis methods included frequency analysis, descriptive analysis, confirmatory 

factor analysis (CFA), correlation analysis, Path Analysis and structural model analysis 

(SEM). 

The data analysis result can be presented as follows: 

1. Symbol and abbreviations 

2. Presentation of data analysis 

3. Results of data analysis 

The details are as follows. 

 

Symbol and Abbreviations 
In order to make the data analysis and results easier to understand, the 

researcher defined the symbols, abbreviations and definitions used for statistical 

variables as shown below. 
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X  refers to mean 

SD refers to standard deviation 

n refers to sample group 

MAX refers to maximum 

MIN refers to minimum 

SE refers to Standard Error 

SK refers to skewness 

KU refers to kurtosis 

P-Value refers to probability 

χ2 refers to Chi-square 

Df refers to Degrees of freedom 

χ2/df refers to Chi-square/ Degrees of freedom 

RMSEA refers to Root Mean Square Error of Approximation 

CFI refers to Comparative Harmony Index 

GFI refers to goodness of fit index 

AGFI refers to adjusted goodness of fit index 

RMR refers to root mean spuared residual 

SRMR refers to Square root index of standard residuals. 

TLI refers to Tucker-Lewis 

AVE refers to Average Variance Extracted 

CR refers to Composite Reliability 

* refers to p<0.05  

** refers to p<0.01 

*** refers to p<0.001 
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MM refers to Morale Modeling 

MM1-MM5 refers to questionnaire NO.1-5  

VM refers to Visionary Motivating 

VM1-VM4 refers to questionnaire NO.6-9  

CL refers to Charisma leadership 

CL1-CL4 refers to questionnaire NO.10-13 

IC refers to Individualized Consideration 

IC1-IC4 refers to questionnaire NO.14-17 

CR refers to Contingent Reward 

CR1-CR4 refers to questionnaire NO.18-21 

ME refers to Management by Exception 

ME1-ME4 refers to questionnaire NO.22-25 

CP refers to Contingent Punishment 

CP1-CP4 refers to questionnaire NO.26-29 

PC refers to Process Control 

PC1-PC5 refers to questionnaire NO.30-34 

VI refers to Vigor 

VI1-VI4 refers to questionnaire NO.35-38 

DE refers to Dedication 

DE1-DE4 refers to questionnaire NO.39-42 

AB refers to Absorption 

AB1-AB4 refers to questionnaire NO.43-46 

WM refers to Work Meaningfulness 

WM1-WM4 refers to questionnaire NO.47-50 

TP refers to Task Performance 
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Presentation of Data Analysis  

Part 1: The analysis result of the personal information of respondents, 

classified by Gender, age, marital status, education, work sector, time since company 

was founded and time in sector. The researcher presented the data by frequency 

and percentage.  

Part 2: The analysis results of the Survey on transformational leadership, 

transactional leadership, work engagement and employee performance. The 

researcher presented the data by arithmetic mean, standard deviation (SD), MIN, 

MAX, SK, KU.  

Part 3: The analysis Results of the underlying mechanisms through which 

transformational leadership, transactional leadership and work engagement affect 

employee performance. The researcher presented the data by confirmatory factors 

analysis--CFA, correlation analysis and Path Analysis. 

TP1-TP5 refers to questionnaire NO.51-55 

RP refers to Relationship Performance 

RP1-RP6 refers to questionnaire NO.56-61 

LP refers to Learning Performance 

LP1-LP4 refers to questionnaire NO.62-65 

IP refers to Innovative Performance 

IP1-IP4 refers to questionnaire NO.66-69 

TFL refers to Transformational Leadership 

TSL refers to Transactional Leadership 

WE refers to Work Engagement 

EP refers to Employee Performance 
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Part 4: The analysis results of the model for enhancing employee 

performance. The researcher presented the data by Structural Equation Modeling—

SEM (including Model Fitting Analysis). 

 

Results of data Analysis 

The researchers divided the results of the data analysis into 4 Parts. The 

details are as follows. 

Part 1: The analysis result about personal information of respondents, 

classified by Gender, age, marital status, education, work sector, time since 

company was founded and time in sector. Presented the data in the form of 

frequency and percentage. 

 
Table 4.1 Demographic Frequency Analysis Results (n=541) 
 

Demographics Personal Information Frequency 
Percentage 

(%) 
Gender (1) Male 212 39.19 

 (2) Female 329 60.81 
 Total 541 100% 

Age (2) 21 to 30 100 18.48 
 (3) 31 to 40 235 43.44 
 (4) 41 to 50 150 27.73 
 (5) 51 years old or up 56 10.35 
 Total 541 100% 

Status (1) single 221 40.85 
 (2) married 320 59.15 
 Total 541 100% 

Education (1) high school. 28 5.18 
 (2) College degree 154 28.47 
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Table 4.1 (Continued) 
 

Demographics Personal Information Frequency 
Percentage 

(%) 
 (3) Bachelor degree 261 48.24 
 (4) A master's degree 58 10.72 
 (5) Doctoral degree 40 7.39 
 Total 541 100% 

working sector (1) Sales Department 75 13.86 
 (2) Purchasing Department 140 25.88 
 (3) Marketing Department 108 19.96 
 (4) Customer Service Department 40 7.39 
 (5) Department of Administration 20 3.70 
 (6) Human Resources Department 71 13.12 
 (7) Finance Department 12 2.22 
 (8) Logistics and Supply Chain 

Management Department 
20 3.70 

 (9) Information Technology (IT) 
Department 

55 10.17 

 Total 541 100% 
Number of years 

the company 
has been in 
existence 

(1) 1 year 16 2.96 
(2) 2 years 79 14.60 
(3) 3 years 87 16.08 
(4) 4 years 154 28.47 

 (5) 5 years 205 37.89 
 Total 541 100% 

Years of service 
in current 
company 

(1) within 1 year 157 29.02 
(2) 1 to 2 years 92 17.01 
(3) 2 to 3 years 104 19.22 
(4) 3 to 4 years 71 13.12 

 (5) 4 to 5years 117 21.63 
 Total 541 100% 
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According to Table 4.1, found that presents the demographic characteristics 

of the 541 respondents. The gender distribution shows that 60.81% of respondents 

are female (n=329), while 39.19% are male (n=212). Regarding age, the majority of 

respondents fall within the 31 to 40 age group (43.44%), followed by those aged 41 

to 50 (27.73%), 21 to 30 (18.48%), and 51 years or older (10.35%). In terms of marital 

status, 59.15% of respondents are married (n=320), while 40.85% are single (n=221). 

The education levels vary, with nearly half of the respondents holding a bachelor’s 

degree (48.24%), followed by those with a college degree (28.47%), a master’s 

degree (10.72%), and a doctoral degree (7.39%). Only 5.18% of respondents have a 

high school education. Regarding job roles, the respondents come from various 

company departments, with the Purchasing Department (25.88%), Marketing 

Department (19.96%), and Sales Department (13.86%) being the most represented. 

Other departments include Human Resources (13.12%), IT (10.17%), Customer Service 

(7.39%), and smaller proportions in Finance (2.22%), Administration (3.70%), and 

Logistics and Supply Chain (3.70%). The majority of companies have been in 

existence for five years (37.89%) or four years (28.47%), with fewer having a three-

year (16.08%), two-year (14.60%), or one-year (2.96%) history. Regarding tenure, 

29.02% of respondents have worked in their current company for less than one year, 

while 21.63% have been there for four to five years. Others have worked for two to 

three years (19.22%), one to two years (17.01%), and three to four years (13.12%). 

Part 2: The analysis results about the Survey on transformational 

leadership, transactional leadership, work engagement and employee 

performance. The researcher presented the data by arithmetic mean, standard 

deviation (SD), MIN, MAX, SK, KU.  

1. Transformational Leadership 
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Table 4.2 Sample statistical characteristics Transformational Leadership (n=541) 
 

Latent 
Variable 

 X  S.D. MIN MAX SK KU  

TFL MM 3.612 0.914 1.200 5.000 -0.613 -0.220 high level 
 VM 3.966 0.787 1.000 5.000 -1.206 2.542 high level 
 CL 3.554 1.032 1.000 5.000 -0.774 -0.759 high level 
 IC 3.886 0.902 1.000 5.000 -0.730 -0.020 high level 
 Total 3.755 0.725 1.290 4.938 -0.768 0.370 high level 

MM MM1 3.690 1.087 1.000 5.000 -0.362 -0.701  
 MM2 3.650 1.130 1.000 5.000 -0.499 -0.481  
 MM3 3.620 1.091 1.000 5.000 -0.399 -0.687  
 MM4 3.610 1.162 1.000 5.000 -0.558 -0.424  
 MM5 3.500 1.157 1.000 5.000 -0.353 -0.724  
 Total 3.612 0.914 1.200 5.000 -0.613 -0.220  

VM VM1 3.850 0.906 1.000 5.000 -0.625 0.521  
 VM2 3.880 0.929 1.000 5.000 -0.701 0.597  
 VM3 3.840 0.988 1.000 5.000 -0.564 0.040  
 VM4 4.050 0.834 1.000 5.000 -0.813 1.000  
 Total 3.905 0.740 1.000 5.000 -0.919 1.830  

CL CL1 3.540 1.300 1.000 5.000 -0.632 -0.679  
 CL2 3.650 1.314 1.000 5.000 -0.736 -0.597  
 CL3 3.460 1.306 1.000 5.000 -0.580 -0.777  
 CL4 3.560 1.249 1.000 5.000 -0.451 -0.868  
 Total 3.554 1.032 1.000 5.000 -0.774 -0.759  

IC IC1 3.960 1.042 1.000 5.000 -0.625 -0.479  
 IC2 3.790 1.148 1.000 5.000 -0.667 -0.421  
 IC3 3.930 1.129 1.000 5.000 -0.819 -0.187  
 IC4 3.860 1.016 1.000 5.000 -0.552 -0.493  
 Total 3.886 0.902 1.000 5.000 -0.730 -0.020  
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According to table 4.2, found that the range of the means of the scores is 

from 3.554 (CL) to 3.966 (VM), indicating that individuals generally rated the 

dimensions of TFL highly, with VM (Vision Modelling) being the best performer in 

particular. Standard deviation (SD) ranging from 0.787 (VM) to 1.032 (CL), indicating 

that VM has the highest concentration of data, while the distribution of CL ratings is 

more dispersed. Skewness was negative for all dimensions and the distribution was 

left-skewed overall (ratings tended to favour higher scores). Total Mean (3.755), 

indicates that individuals overall rated TFL as high. Skewness (-0.768) and kurtosis 

(0.370), the data distribution is slightly left-skewed and the distribution is relatively 

flat. 

2. Transactional Leadership 

 

Table 4.3 Sample statistical characteristics Transactional Leadership (n=541) 

 
Latent 

Variable 
 X  S.D. MIN MAX SK KU  

TSL CR 3.580 1.098 1.250 5.000 -0.681 -0.989 high level 
 ME 3.484 1.145 1.000 5.000 -0.569 -1.232 high level 
 CP 3.474 1.146 1.000 5.000 -0.626 -1.174 high level 
 PC 3.594 0.924 1.250 5.000 -0.623 -0.362 high level 
 Total 3.533 0.865 1.250 5.000 -0.505 -0.506 high level 

CR CR1 3.560 1.352 1.000 5.000 -0.729 -0.667  
 CR2 3.590 1.306 1.000 5.000 -0.634 -0.705  
 CR3 3.580 1.353 1.000 5.000 -0.735 -0.619  
 CR4 3.590 1.236 1.000 5.000 -0.737 -0.378  
 Total 3.484 1.145 1.000 5.000 -0.569 -1.232  

ME ME1 3.640 1.232 1.000 5.000 -0.484 -0.927  
 ME2 3.500 1.356 1.000 5.000 -0.522 -0.956  
 ME3 3.410 1.396 1.000 5.000 -0.480 -1.021  
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Table 4.3 (Continued) 

 
Latent 

Variable 
 X  S.D. MIN MAX SK KU  

 ME4 3.390 1.320 1.000 5.000 -0.548 -0.895  
 Total 3.905 0.740 1.000 5.000 -0.919 1.830  

CP CP1 3.420 1.381 1.000 5.000 -0.466 -1.000  
 CP2 3.520 1.279 1.000 5.000 -0.553 -0.805  
 CP3 3.460 1.347 1.000 5.000 -0.578 -0.830  
 CP4 3.490 1.363 1.000 5.000 -0.498 -0.961  
 Total 3.474 1.146 1.000 5.000 -0.626 -1.174  

PC PC1 3.650 1.074 1.000 5.000 -0.363 -0.621  
 PC2 3.690 1.171 1.000 5.000 -0.492 -0.789  
 PC3 3.520 1.111 1.000 5.000 -0.509 -0.363  
 PC4 3.520 1.110 1.000 5.000 -0.383 -0.635  
 PC5 3.560 1.140 1.000 5.000 -0.400 -0.617  
 Total 3.594 0.924 1.250 5.000 -0.623 -0.362  

 

According to table 4.3, found that: Mean ranging from 3.474 (CP) to 3.594 (PC), 

indicating that individuals rated the dimensions of TSL as high and balanced, with PC 

(Positive Contingencies) being slightly higher. Standard deviation ranging from 0.924 

(PC) to 1.146 (CP), indicating that the distribution of PC ratings is more concentrated, 

while the ratings of CP (Contingent Punishment) and ME (Management by Exception) 

are more varied. Skewness overall left skewness, especially for CP and ME (skewness 

of -0.626 and -0.569, respectively), suggesting that the majority of individuals 

favoured higher scores for these dimensions. Negative kurtosis indicates a flatter 

distribution, especially for ME and CP (-1.232 and -1.174). Total Mean (3.533), overall 

rating is high, but slightly lower than TFL. Skewness (-0.505) and kurtosis (-0.506), the 

data distribution is smooth, with insignificant left-skewed features. 

3. Work Engagement 
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Table 4.4 Sample statistical characteristics Work Engagement (n=541) 
 

Latent 
Variable 

 X  S.D. MIN MAX SK KU  

WE VI 3.611 1.054 1.000 5.000 -0.591 -0.642 high level 
 DE 3.669 0.957 1.000 5.000 -1.051 1.005 high level 
 AB 3.693 1.061 1.000 5.000 -1.064 0.426 high level 
 WM 3.821 0.925 1.000 5.000 -0.875 0.566 high level 
 Total 3.699 0.803 1.063 5.000 -0.781 0.644 high level 

VI VI1 3.400 1.306 1.000 5.000 -0.315 -0.949  
 VI2 3.620 1.137 1.000 5.000 -0.523 -0.501  
 VI3 3.720 1.221 1.000 5.000 -0.611 -0.687  
 VI4 3.710 1.192 1.000 5.000 -0.625 -0.502  
 Total 3.611 1.054 1.000 5.000 -0.591 -0.642  

DE DE1 3.630 1.110 1.000 5.000 -0.865 0.317  
 DE2 3.710 1.081 1.000 5.000 -0.825 0.321  
 DE3 3.720 1.020 1.000 5.000 -0.972 0.917  
 DE4 3.620 1.073 1.000 5.000 -0.622 0.023  
 Total 3.669 0.957 1.000 5.000 -1.051 1.005  

AB AB1 3.630 1.253 1.000 5.000 -0.899 -0.097  
 AB2 3.740 1.019 1.000 5.000 -0.780 0.469  
 AB3 3.740 1.261 1.000 5.000 -1.020 0.152  
 AB4 3.660 1.227 1.000 5.000 -0.896 0.000  
 Total 3.693 1.061 1.000 5.000 -1.064 0.426  

WM WM1 3.790 1.153 1.000 5.000 -0.695 -0.239  
 WM2 3.660 1.126 1.000 5.000 -0.552 -0.414  
 WM3 3.910 1.103 1.000 5.000 -0.733 -0.097  
 WM4 3.920 1.162 1.000 5.000 -0.854 -0.065  
 Total 3.821 0.925 1.000 5.000 -0.875 0.566  
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According to table 4.4, found that: Mean, from 3.611 (VI) to 3.821 (WM), 

indicating that individuals' evaluations of WE were generally high, with WM (Work 

Motivation) scoring the highest. Standard deviation, the range is 0.925 (WM) to 1.061 

(AB), indicating that the distribution of WM data is more concentrated, while the 

distribution of AB (Behavior Anchoring) is more dispersed. The skewness values were 

negative, especially for AB and DE (-1.064 and -1.051), indicating that individuals 

tended to have high scores; The kurtosis of WM (0.566) showed a slightly more 

concentrated distribution. Total mean (3.699), indicates an overall high rating of WE. 

Skewness (-0.781) and kurtosis (0.644), the distribution is overall left-skewed and 

slightly concentrated. 

 

4. Employee Performance 
 
Table 4.5 Sample statistical characteristics Employee Performance (n=541) 
 

Latent 
Variable 

 X  S.D. MIN MAX SK KU  

EP TP 3.584 0.971 1.000 5.000 -0.428 -0.675 high level 
 RP 3.736 0.831 1.000 5.000 -1.024 1.577 high level 
 LP 3.744 0.968 1.000 5.000 -1.157 1.069 high level 
 IP 3.571 0.936 1.250 5.000 -0.566 -0.487 high level 
 Total 3.659 0.750 1.267 5.000 -0.995 1.055 high level 

TP TP1 3.680 1.074 1.000 5.000 -0.317 -0.778  
 TP2 3.670 1.209 1.000 5.000 -0.502 -0.787  
 TP3 3.590 1.151 1.000 5.000 -0.447 -0.548  
 TP4 3.580 1.181 1.000 5.000 -0.544 -0.486  
 TP5 3.390 1.186 1.000 5.000 -0.103 -0.987  
 Total 3.584 0.971 1.000 5.000 -0.428 -0.675  
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Table 4.5 (Continued) 
 

Latent 
Variable 

 X  S.D. MIN MAX SK KU  

RP RP1 3.710 1.006 1.000 5.000 -0.745 0.443  
 RP2 3.720 1.032 1.000 5.000 -0.766 0.331  
 RP3 3.640 1.028 1.000 5.000 -0.651 0.088  
 RP4 3.710 1.023 1.000 5.000 -0.749 0.448  
 RP5 3.680 1.095 1.000 5.000 -0.662 -0.002  
 RP6 3.960 0.919 1.000 5.000 -0.922 1.023  
 Total 3.736 0.831 1.000 5.000 -1.024 1.577  

LP LP1 3.730 1.002 1.000 5.000 -0.813 0.578  
 LP2 3.750 1.215 1.000 5.000 -0.955 0.071  
 LP3 3.640 1.236 1.000 5.000 -0.871 -0.066  
 LP4 3.850 1.164 1.000 5.000 -0.926 0.153  
 Total 3.744 0.968 1.000 5.000 -1.157 1.069  

IP IP1 3.640 1.100 1.000 5.000 -0.348 -0.713  
 IP2 3.670 1.191 1.000 5.000 -0.470 -0.846  
 IP3 3.450 1.080 1.000 5.000 -0.227 -0.727  
 IP4 3.530 1.168 1.000 5.000 -0.394 -0.654  
 Total 3.571 0.936 1.250 5.000 -0.566 -0.487  

 

According to table 4.5, found that: Mean, range 3.571 (IP) to 3.744 (LP), 

indicating that individuals rated the dimensions of EP higher, and LP (Leadership 

Performance) scored slightly higher. Standard deviation, range 0.831 (RP) to 0.971 

(TP), indicating that the data for RP (Responsibility Performance) are more 

concentrated, while the distribution of TP (Task Performance) is slightly dispersed. 

The overall skewness is left, and LP and RP are more skewed (-1.157 and -1.024), 

indicating a higher tendency to evaluate these two dimensions. Positive kurtosis 

values, especially for RP and EP (1.577 and 1.055), indicating a sharper distribution. 
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Total mean (3.659), the overall rating of EP is high. Skewness (-0.995) and kurtosis 

(1.055), the distribution is significantly left-skewed and more concentrated. 

 

Part 3: The analysis Results of the underlying mechanisms through which 

transformational leadership, transactional leadership and work engagement 

affect employee performance. The researcher presented the data by 

confirmatory factors analysis--CFA, correlation analysis and Path Analysis. 

 

Confirmatory Factors Analysis (CFA) 

1. Research model 

 

Table 4.6 Confirmatory Factors Analysis for model 

 
 TFL TSL WE EP 

χ² 126.085 138.984 124.055 165.513 

Df 115 115 100 148 

χ² /Df 1.096 1.209 1.241 1.118 

P-Value 0.226 0.063 0.052 0.154 
SRMR 0.027 0.024 0.031 0.026 
CFI 0.997 0.995 0.996 0.997 
TLI 0.997 0.995 0.995 0.997 

RMSEA 0.013 0.02 0.021 0.015 
 

According to table 4.6, found that χ² (chi-square value): the chi-square values 

of all latent variables are small (e.g., 126.085 for TFL and 165.513 for EP), indicating a 

good fit of the model. 

The χ²/Df values range from 1.096 (TFL) to 1.241 (WE), which are all much 

lower than 2, indicating that the model fits very well overall. 
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The P-values of the latent variables range from 0.052 (WE) to 0.226 (TFL), 

indicating that the model is not significantly different from the sample data and the 

fit is satisfactory. 

The SRMR values in the table range from 0.024 (TSL) to 0.031 (WE), all of 

which are less than 0.05, indicating that the model has low standardised residuals 

and a very good fit. 

CFI values ranged from 0.995 (TSL and WE) to 0.997 (EP), all of which were 

greater than 0.95, indicating an excellent model fit. 

The TLI values range from 0.995 (TSL and WE) to 0.997 (EP), all of which show 

a very good fit. 

RMSEA values ranged from 0.013 (TFL) to 0.021 (WE), all less than 0.05, 

indicating a very good model fit, and the EP model fit was close to perfect. 

All indicators met or even exceeded the criteria for good model fit, suggesting 

that the measurement models for TFL, TSL, WE, and EP were well structured and 

had strong data support. 
 

2. Transformational Leadership 
 

Table 4.7 Confirmatory Factors Analysis for Transformational Leadership 

 

Dimension Options 
Loading 

Coefficient 
R2 AVE CR 

Transformational 
Leadership 

MM 0.800 0.640 0.562 0.837 
VM 0.687 0.472   

 CL 0.737 0.543   
 IC 0.771 0.594   

Morale Modeling MM1 0.820 0.672 0.576 0.871 
 MM2 0.736 0.542   
 MM3 0.752 0.566   
 MM4 0.730 0.533   
 MM5 0.753 0.567   
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Table 4.7 (Continued) 

 

Dimension Options 
Loading 

Coefficient 
R2 AVE CR 

Visionary Motivating VM1 0.842 0.709 0.549 0.828 
 VM2 0.712 0.507   
 VM3 0.666 0.444   
 VM4 0.732 0.536   

Charisma leadership CL1 0.722 0.521 0.522 0.812 
 CL2 0.794 0.630   
 CL3 0.746 0.557   
 CL4 0.615 0.378   

Individualized 
Consideration 

IC1 0.829 0.687 0.591 0.852 
IC2 0.770 0.593   

 IC3 0.751 0.564   
 IC4 0.722 0.521   

χ2=126.085, df=115, χ2/df =1.096, P=0.226, CFI=0.997, TLI=0.997, SRMR =0.027, 
RMSEA=0.013 
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Figure 4.1 Confirmatory Factors Analysis for Transformational Leadership 

 

According to table 4.7, found that high quality of model measurements: 

Loading Coefficients: All item loadings range from 0.615 to 0.842, which exceed the 

recommended threshold of 0.6,is slightly above the critical value but still acceptable, 

confirming adequate convergence between items and their respective latent 

dimensions. 

Average Variance Extracted (AVE): The AVE values for each dimension range 

from 0.522 (Charismatic Leadership) to 0.591 (Individualized Consideration). Although 

the AVE of Charismatic Leadership (0.522) and Visionary Motivating (0.549) are slightly 

below the ideal 0.6 cutoff, they are above the minimum acceptable level of 0.5 , 

indicating sufficient variance explained by the latent constructs. 

Coefficient of Determination (R²): Item-level R² values span from 0.378 to 

0.709, with most items achieving R² ≥ 0.5. This demonstrates that the latent variables 

effectively account for the observed variance of the measurement items. 
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Composite reliability values for all dimensions range from 0.812 (Charismatic 

Leadership) to 0.871 (Morale Modeling), all substantially exceeding the 0.7 threshold . 

These results confirm strong internal consistency reliability across all subscales of the 

transformational leadership measure. 

The CFA model exhibits excellent fit to the data: 

χ²/df = 1.096 (ranging between 1 and 2, indicating good fit); 

CFI = 0.997 and TLI = 0.997 (both > 0.95, reflecting superior model fit); 

SRMR = 0.027 and RMSEA = 0.013 (both , demonstrating minimal residual 

discrepancy). 

In conclusion, the transformational leadership scale employed in this study 

demonstrates acceptable convergent validity and strong composite reliability, with 

the overall CFA model meeting rigorous academic standards for model fit. Thus, the 

scale is deemed suitable for subsequent hypothesis testing. 

 

3. Transactional Leadership 
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Table 4.8 Confirmatory Factors Analysis for Transactional Leadership 

 

Dimension Options 
Loading 

Coefficient 
R2 AVE CR 

Transactional 
Leadership 

CR 0.802 0.643 0.603 0.859 
ME 0.745 0.555   

 CP 0.755 0.570   
 PC 0.803 0.645   

Contingent Reward CR1 0.821 0.674 0.603 0.858 
 CR2 0.805 0.648   
 CR3 0.73 0.533   
 CR4 0.746 0.557   

Management by 
Exception 

ME1 0.815 0.664 0.664 0.887 
ME2 0.834 0.696   

 ME3 0.755 0.570   
 ME4 0.851 0.724   

Contingent 
Punishment 

CP1 0.831 0.691 0.641 0.877 
CP2 0.845 0.714   

 CP3 0.776 0.602   
 CP4 0.747 0.558   

Process Control PC1 0.821 0.674 0.585 0.875 
 PC2 0.786 0.618   
 PC3 0.675 0.456   
 PC4 0.766 0.587   
 PC5 0.767 0.588   

χ2=138.984, df=115, χ2/df =1.209, P=0.063, CFI=0.995, TLI=0.995, SRMR=0.024, 
RMSEA=0.02 
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Figure 4.2 Confirmatory Factors Analysis for Transactional Leadership 
 

According to table 4.8, found that High model quality: Loading Coefficients: 

All item loadings range from 0.675 to 0.851, which are all greater than the critical 

value of 0.6, indicating good convergence between items and their corresponding 

dimensions. 

Average Variance Extracted (AVE): The AVE values of each dimension range 

from 0.585 to 0.664. Among them, the AVE of the Process Control (PC) dimension is 

0.585, which is close to the ideal standard of 0.6. All other dimensions meet the 

criterion of AVE ≥ 0.6, demonstrating that each dimension has a good ability to 

explain the variance of its items. 

Coefficient of Determination (R²): The R² values of the items range from 0.456 

to 0.724, and most items have R² ≥ 0.5, indicating that the observed variance of the 

items can be effectively explained by the latent variables. 
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The composite reliability of all dimensions ranges from 0.858 to 0.887, which 

are significantly higher than the critical value of 0.7 and close to the ideal range of 

0.8-0.9 (Fornell & Larcker, 1981). This indicates that each dimension of the scale has 

good internal consistency reliability. 

Chi-square/degrees of freedom (χ²/df) = 1.209, which falls between 1 and 2, 

meeting the standard of good model fit. 

Comparative Fit Index (CFI) = 0.995 and Tucker-Lewis Index (TLI) = 0.995, both 

greater than 0.95, indicating excellent model fit. 

Standardized Root Mean Square Residual (SRMR) = 0.024 and Root Mean 

Square Error of Approximation (RMSEA) = 0.020, both less than the critical value of 

0.05, further verifying the excellent fit of the model. 

In summary, the transactional leadership scale adopted in this study exhibits 

good reliability and validity, and the model fit meets academic standards, which can 

be used for subsequent hypothesis testing analyses. 

 

4. Work Engagement 
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Table 4.9 Confirmatory Factors Analysis for Work Engagement 

 

Dimension Options 
Loading 

Coefficient 
R2 AVE CR 

Work Engagement VI 0.738 0.545 0.586 0.85 
 DE 0.780 0.608   
 AB 0.800 0.640   
 WM 0.742 0.551   

vigor VI1 0.761 0.579 0.681 0.895 
 VI2 0.879 0.773   
 VI3 0.8 0.640   
 VI4 0.855 0.731   

Dedication DE1 0.891 0.794 0.733 0.916 
 DE2 0.841 0.707   
 DE3 0.884 0.781   
 DE4 0.805 0.648   

Absorption AB1 0.909 0.826 0.726 0.913 
 AB2 0.819 0.671   
 AB3 0.859 0.738   
 AB4 0.817 0.667   

Work Meaningfulness WM1 0.766 0.587 0.558 0.834 
 WM2 0.633 0.401   
 WM3 0.801 0.642   
 WM4 0.776 0.602   

χ2=124.055, df=100, χ2/df =1.241, P=0.052, CFI=0.996, TLI=0.995, SRMR =0.031, 
RMSEA=0.021 
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Figure 4.3 Confirmatory Factors Analysis for Work Engagement 

 

According to table 4.9, found that high scale quality: Loading Coefficients: All 

item loadings range from 0.633 to 0.909, which are above the critical threshold of 0.6. 

The lowest loading (WM2 = 0.633) still meets the minimum requirement for 

acceptable convergent validity, indicating that all items adequately measure their 

corresponding latent dimensions. 

Average Variance Extracted (AVE): AVE values for each dimension range from 

0.558 (Work Meaningfulness) to 0.733 (Dedication). Work Meaningfulness (AVE = 0.558) 

is slightly below the ideal 0.6 cutoff but exceeds the minimum acceptable level of 

0.5, while Dedication (0.733) and Absorption (0.726) demonstrate excellent variance 

explanation capacity. 

Coefficient of Determination (R²): Item-level R² values span from 0.401 (WM2) 

to 0.826 (AB1). The relatively low R² of WM2 (0.401) may be attributed to individual 
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differences in perceived work meaningfulness across respondents, but it does not 

undermine the overall validity of the scale given its acceptable loading coefficient. 

Composite reliability values for all dimensions range from 0.834 (Work 

Meaningfulness) to 0.916 (Dedication), all significantly exceeding the 0.7 benchmark. 

This confirms strong internal consistency across all subscales, ensuring the reliability 

of the measurement instrument. 

The CFA model demonstrates exceptional fit to the data, as indicated by the 

following indices: 

χ²/df = 1.241 (within the optimal range of 1 and 2, signifying good model 

parsimony); 

CFI = 0.996 and TLI = 0.995 (both > 0.95, reflecting superior fit between the 

theoretical model and observed data); 

SRMR = 0.031 and RMSEA = 0.021 (both < 0.05, indicating minimal residual 

variance and close approximation of the population model). 

In summary, the work engagement scale and its subscales (Vigor, Dedication, 

Absorption, Work Meaningfulness) exhibit acceptable convergent validity and strong 

composite reliability. The overall model fit meets rigorous academic standards, 

supporting the use of this measurement tool for subsequent hypothesis testing in 

the study. 

 

5. Employee Performance 
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Table 4.10 Confirmatory Factors Analysis for Employee Performance 
 

Dimension Options 
Loading 

Coefficient 
R2 AVE CR 

Employee 
Performance 

TP 0.775 0.601 0.611 0.863 
RP 0.765 0.585   

 LP 0.808 0.653   
 IP 0.778 0.605   

Task Performance TP1 0.821 0.674 0.619 0.867 
 TP2 0.814 0.663   
 TP3 0.764 0.584   
 TP4 0.746 0.557   
 TP5 0.809 0.654   

relationship 
Performance 

RP1 0.864 0.746 0.605 0.902 
RP2 0.812 0.659   

 RP3 0.692 0.479   
 RP4 0.767 0.588   
 RP5 0.745 0.555   
 RP6 0.777 0.604   

learning Performance LP1 0.807 0.651 0.609 0.862 
 LP2 0.747 0.558   
 LP3 0.777 0.604   
 LP4 0.79 0.624   

innovative 
Performance 

IP1 0.81 0.656 0.591 0.878 
IP2 0.753 0.567   

 IP3 0.714 0.510   
 IP4 0.755 0.570   

χ2=165.513, df=148, χ2/df =1.118, P=0.154, CFI=0.997, TLI=0.997, SRMR =0.026, 
RMSEA=0.015 
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Figure 4.4 Confirmatory Factors Analysis for Employee Performance 

 

According to table 4.10, found that high scale quality: Loading Coefficients: All 

item loadings range from 0.692 to 0.864, which are consistently above the critical 

threshold of 0.6. The lowest loading (RP3 = 0.692) still meets the minimum 

requirement for convergent validity, indicating that each item effectively reflects the 

intended latent dimension. 

Average Variance Extracted (AVE): AVE values for each dimension span from 

0.591 (Innovative Performance) to 0.619 (Task Performance). All AVE values exceed 

the minimum acceptable level of 0.5, with the overall Employee Performance 

dimension achieving an AVE of 0.611 (above the ideal 0.6 cutoff), demonstrating 

strong convergent validity. 

Coefficient of Determination (R²): Item-level R² values range from 0.479 (RP3) 

to 0.746 (RP1), with most items reaching R² ≥ 0.5. The relatively lower R² of RP3 
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(0.479) is within an acceptable range given its adequate loading coefficient, suggesting 

that the latent variable still explains a meaningful portion of the item’s variance. 

Composite reliability values for all dimensions range from 0.862 (Learning 

Performance) to 0.902 (Relationship Performance), all substantially exceeding the 0.7 

benchmark. This confirms excellent internal consistency across all subscales, ensuring 

the reliability and stability of the measurement instrument. 

The CFA model exhibits superior fit to the observed data, as evidenced by 

the following indices: 

χ²/df = 1.118 (falling within the optimal range of 1 and 2, indicating good 

model parsimony and fit); 

CFI = 0.997 and TLI = 0.997 (both well above 0.95, reflecting a near-perfect 

match between the theoretical model and empirical data); 

SRMR = 0.026 and RMSEA = 0.015 (both far below the 0.05 threshold, 

indicating minimal residual discrepancy and excellent model approximation). 

In summary, the employee performance scale and its subscales (Task 

Performance, Relationship Performance, Learning Performance, Innovative 

Performance) demonstrate strong convergent validity and composite reliability. The 

overall model fit meets rigorous academic standards, validating the scale’s suitability 

for subsequent hypothesis testing. 

 

Correlation analysis 
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Table 4.11 Pearson Correlation analysis for variables Dimension 
 
 MM VM CL IC CR ME CP PC VI DE AB WM TP RP LP IP 
M
M 1                

V
M 

.456
** 1               

CL .503
** 

.435
** 1              

IC .534
** 

.453
** 

.461
** 1             

CR .252
** 

.160
** 

.206
** 

.259
** 1            

M
E 

.214
** 

.160
** 

.155
** 

.250
** 

.531
** 1           

CP .203
** 

.173
** 

.174
** 

.270
** 

.520
** 

.503
** 1          

PC .223
** 

.163
** 

.168
** 

.258
** 

.556
** 

.508
** 

.531
** 1         

VI .304
** 

.237
** 

.180
** 

.238
** 

.286
** 

.299
** 

.276
** 

.286
** 1        

DE .332
** 

.275
** 

.286
** 

.307
** 

.312
** 

.296
** 

.292
** 

.265
** 

.562
** 1       

AB .330
** 

.283
** 

.266
** 

.324
** 

.329
** 

.352
** 

.298
** 

.301
** 

.536
** 

.556
** 1      

W
M 

.310
** 

.273
** 

.199
** 

.272
** 

.323
** 

.345
** 

.264
** 

.348
** 

.455
** 

.496
** 

.555
** 1     

TP .262
** 

.177
** 

.242
** 

.293
** 

.335
** 

.304
** 

.274
** 

.254
** 

.309
** 

.332
** 

.451
** 

.398
** 1    

RP .303
** 

.207
** 

.249
** 

.295
** 

.307
** 

.332
** 

.287
** 

.336
** 

.347
** 

.422
** 

.433
** 

.406
** 

.528
** 1   

LP .309
** 

.213
** 

.184
** 

.256
** 

.296
** 

.335
** 

.297
** 

.325
** 

.374
** 

.320
** 

.451
** 

.380
** 

.539
** 

.575
** 1  

IP .314
** 

.212
** 

.253
** 

.285
** 

.315
** 

.319
** 

.266
** 

.280
** 

.350
** 

.373
** 

.426
** 

.339
** 

.551
** 

.510
** 

.533*
* 1 

* p<0.05 ** p<0.01 
 

According to table 4.11, found that Significant correlations: Strong correlations 

exist among the TFL dimensions (MM, VM, CL, IC), with the highest correlation being 

between MM and IC (0.534). Moderate positive correlations between TFL dimensions 

and Work Engagement (e.g., MM with VI, 0.304) and Employee Performance 

dimensions (e.g., IC with TP, 0.293) indicate that TFL strongly influences engagement 

and performance. 

The TSL dimensions (CR, ME, CP, PC) show significant positive correlations, 

with CR (Contingent Reward) and PC (Process Control) being the strongest (0.556). TSL 
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dimensions have lower correlations with WE and EP compared to TFL but remain 

significant (e.g., CR with DE, 0.312; ME with IP, 0.319). 

High correlations exist among the dimensions of WE (VI, DE, AB, WM), with DE 

(Dedication) and AB (Absorption) showing the strongest relationship (0.556). WE 

strongly correlates with EP dimensions (e.g., WM with RP, 0.406; AB with TP, 0.451). 

Strong correlations exist among EP dimensions (TP, RP, LP, IP), with TP (Task 

Performance) and IP (Innovative Performance) being highly interlinked (0.551). EP 

dimensions have moderate to strong correlations with TFL, TSL, and WE dimensions, 

with WE showing the strongest predictive influence (e.g., WM with IP, 0.339). 

 

Path Analysis 

 

Table 4.12 Path Analysis 

Path Unstandardized SE 
T 

Value 
P Standardized 

TFL ---> WE 0.433 0.064 6.775 *** 0.384 
TSL ---> WE 0.447 0.061 7.373 *** 0.415 
WE ---> EP 0.511 0.068 7.568 *** 0.528 
TFL ---> EP 0.135 0.06 2.26 0.024 0.124 
TSL ---> EP 0.224 0.058 3.87 *** 0.215 

***refers to p<0.001 
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Figure 4.5 Path Analysis 

 

According to table 4.12, found that on the direct path, transactional 

leadership (TSL) has a higher impact on both work engagement (WE) and employee 

performance (EP) than transformational leadership (TFL).Work Engagement (WE) has 

the strongest direct influence on Employee Performance (EP) with a standardised 

path coefficient of 0.528.Transformational Leadership (TFL) and Transactional 

Leadership (TSL) have indirect influence on Employee Performance (EP) through 

Work Engagement (WE).Work engagement mediates the relationship between 

leadership style and employee performance, which is particularly significant in the 

path of transactional leadership. 

In the path analysis of the variables, the coefficient of effect of 

Transformational Leadership on the standard deviation of Work Engagement is 0.384 

(T=6.775, p<0.001), therefore H1: The Transformational Leadership has a direct effect 

on Work Engagement is accepted. The coefficient of influence of Transformational 

Leadership on Emplovee Performance is 0.124 (T=2.26, p=0.024), therefore H2: The 

Transformational Leadership has a direct effect on Emplovee Performance is 

accepted. The impact coefficient of Transactional Leadership on Work Engagement is 

TFL 

TSL 

WE 

EP 

0.528 

0.384 

0.124 

0.415 

0.215 



184 

0.415 (T=7.373, p<0.001), therefore hypothesis H3: The Transactional Leadership has 

a direct effect on Work Engagement is accepted. The impact coefficient of 

Transactional Leadership on Employee Performance is 0.215 (T=3.87, p<0.001). 

Therefore hypothesis H4: The Transactional Leadership has a direct effect on 

Employee Performance is accepted. The coefficient of influence of The Work 

Engagement on Employee Performance is 0.528 (T=7.568, p<0.001), therefore H5: The 

Work Engagement has a direct effect on Employee Performance is accepted. 

 

Table 4.13 Intermediation Test 

 
 

significance Effect 
95% CI 

SE P Value 
Lower Upper 

TFL-->WE-->EP indirect 0.203 0.133 0.294 0.041 0 
TFL-->EP direct 0.124 0.004 0.243 0.061 0.04 
TFL-->EP total 0.326 0.21 0.431 0.056 0 

TSL-->WE-->EP indirect 0.219 0.149 0.304 0.039 0 
TSL-->EP direct 0.215 0.104 0.322 0.056 0.001 
TSL-->EP total 0.435 0.328 0.53 0.052 0 

 

According to table 4.13, found that the indirect effect of TSL (0.219) is slightly 

higher than that of TFL (0.203), suggesting that transactional leaders have a more 

significant indirect effect on employee performance through work engagement. The 

direct effect of TSL (0.215) is significantly higher than that of TFL (0.124), indicating 

that transactional leaders are more capable of directly influencing employee 

performance. The total effect of TSL (0.435) is significantly higher than that of TFL 

(0.326), suggesting that transactional leaders as a whole have a greater impact on 

employee performance. Work Engagement (WE) plays a partial mediating role (partial 

mediating effect) in both leadership style paths. TFL path: mediating effect accounts 

for 62% of the total effect (indirect effect 0.203 / total effect 0.326).TSL path: 51% of 

the total effect (indirect effect 0.219 / total effect 0.435).Hypothesis H6:The 
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Transformational Leadership has an indirect effect on Employee Performanc through 

Work Engagement is accepted.H7:The Transactional Leadership has an indirect effect 

on Employee Performance through Work Engagement is accepted. 

 

Part 4: The analysis results of the model for enhancing employee 

performance. The researcher presented the data by Structural Equation 

Modeling—SEM (including Model Fitting Analysis). 

 

Table 4.14 Model Fit Tests   

 
Goodness-

of-fit 
parameters 

χ2 DF χ2/DF p GFI IFI TLI CFI RMSEA SRMR 

Result 118.67 98 1.211 0.076 0.974 0.994 0.992 0.994 0.02 0.026 
Standard   <2  >0.9 >0.9 >0.9 >0.9 <0.05 <0.05 

 

 

Figure 4.6 SEM 
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According to table 4.14, found that the fitness indexes of the structural 

model in this study were χ2=118.67, DF=98, χ2/DF=1.211, p=0.076, GFI=0.974, 

IFI=0.994, TLI=0.992, CFI=0.994, RMSEA=0.02, SRMR=0.026, and the fitness indexes 

met the requirements, which indicates that the model matches well with the scales 

and the model fits well, and the results of the model test can be can be analysed. 

 

Table 4.15 Summary of Hypothesis 

 
Hypothesis Results 

H1: The Transformational Leadership has a direct effect on Work 
Engagement 

Accepted 
 

H2: The Transformational Leadership has a direct effect on 
Employee Performance 

Accepted 

H3: The Transactional Leadership has a direct effect on Work 
Engagement 

Accepted 

H4: The Transactional Leadership has a direct effect on Employee 
Performance 

Accepted 

H5: The Work Engagement has a direct effect on Employee 
Performance 

Accepted 

H6: The Transformational Leadership has an indirect effect on 
Employee Performanc through Work Engagement 

Accepted 

H7: The Transactional Leadership has an indirect effect on Employee 
Performance through Work Engagement 

Accepted 

 

According to table 4.15, found that both leadership styles (TFL and TSL) have 

significant direct and indirect effects on employee performance. Work engagement (WE) 

plays a critical mediating role, particularly for transformational leadership, in driving 

employee performance. Transactional leadership’s structured approach provides 

stronger direct effects on engagement and performance, while transformational 

leadership is more influential through its ability to inspire and motivate. 
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Chapter 5 
Discussion Conclusion and Recommendations 
 

The aims of the present study include examining the impact of 

Transformational Leadership and Transactional Leadership on Employee Performance 

in Chinese startup enterprises and investigating the mediating role of Work 

Engagement in this relationship. This study employs both quantitative and qualitative 

methods, incorporating questionnaires and in-depth interviews to provide a 

comprehensive understanding of how leadership styles influence employee 

outcomes. 

The findings indicate that both Transformational Leadership and Transactional 

Leadership have significant effects on Employee Performance, albeit through 

different mechanisms. Additionally, Work Engagement partially mediates these 

relationships, suggesting that leadership not only directly influences performance but 

also enhances employees’ motivation and commitment, which in turn boosts their 

performance. 

These results contribute to the existing body of knowledge on leadership and 

employee performance in startup enterprises. They align with previous research 

while offering new insights specific to the Chinese startup context.  

The details are as follows. 

1. Conclusion 

2. Discussion 

3. Recommendations 

 

Conclusion 
Part 1: The analysis result of the personal information of respondents, 

classified by Gender, age, marital status, education, work sector, time since 

company was founded and time in sector. The researcher presented the data 

by frequency and percentage.  
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The demographic analysis of the 541 respondents provides a clear profile of 

the workforce in Chinese startup enterprises. Based on the results, several key 

observations can be made: 

Gender: The majority of respondents are female (60.81%), with 39.19% male 

participants. This suggests that women are more represented in the workforce of 

Chinese startups within the context of this study. 

Age: Respondents are predominantly in the 31 to 40 age group (43.44%), 

followed by those aged 41 to 50 (27.73%). This indicates that startup enterprises 

tend to employ individuals in their prime working years, which may reflect the 

dynamic and fast-paced nature of these companies. 

Marital Status: A greater portion of respondents are married (59.15%), 

compared to single employees (40.85%), which may suggest more stable life stages 

for employees working in these startups. 

Educational Level: The majority of employees have a bachelor’s degree 

(48.24%), followed by college graduates (28.47%), indicating that startups in China 

attract a highly educated workforce. Higher education degrees, such as master’s 

(10.72%) and doctoral degrees (7.39%), are less common but still represented. 

Working Sector: Respondents come from a variety of departments, with the 

highest representation in the Purchasing (25.88%), Marketing (19.96%), and Sales 

(13.86%) departments. This suggests that operational and revenue-generating sectors 

are critical in the organizational structure of these startups. 

Company Age: Most respondents come from companies that have been in 

operation for four to five years (66.36%), reflecting a relatively young stage in their 

business lifecycle. This aligns with the nature of startups, where companies are still in 

their growth phase. 

Tenure in Current Company: The majority of respondents have worked in 

their current company for less than one year (29.02%), with 21.63% having between 

four to five years of experience. This could indicate high turnover rates in startups, a 

common challenge faced by these companies. 
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These demographic characteristics provide valuable context for understanding 

the workforce in Chinese startups and offer insights into the employee base for 

further analysis of leadership style and performance relationships. 

 

Part 2: The analysis results of the Survey on transformational leadership, 

transactional leadership, work engagement and employee performance. The 

researcher presented the data by arithmetic mean, standard deviation (SD), 

MIN, MAX, SK, KU.  

Based on the descriptive statistical analysis, the following conclusions are 

drawn from the data, with dimensions sorted by mean values from highest to lowest, 

and incorporating the summaries of the maximum, minimum, skewness, and kurtosis: 

Transformational Leadership (TFL) 

Visionary Motivating (VM): This dimension has the highest mean score of 

3.966, indicating that employees strongly value leaders who inspire through a clear 

vision. The minimum score is 1.0 and the maximum score is 5.0. The skewness of -

1.206 and kurtosis of 2.542 show a moderate negative skew and a higher 

concentration of responses around the mean. 

Individualized Consideration (IC): Leaders who pay attention to individual 

needs score highly, with a mean of 3.886. The minimum is 1.0 and the maximum is 

5.0, with skewness of -0.730 and kurtosis of -0.020, showing a slightly negative skew 

and a fairly symmetric distribution. 

Moral Modeling (MM): Employees view their leaders as moral role models, 

with a mean of 3.612. The minimum score is 1.2 and the maximum score is 5.0. 

Skewness of -0.613 and kurtosis of -0.220 reflect a relatively balanced distribution 

with a slight skew towards higher values. 

Charismatic Leadership (CL): Charismatic leadership has a slightly lower mean 

of 3.554, but it is still rated highly. The minimum score is 1.0, and the maximum is 

5.0. Skewness of -0.774 and kurtosis of -0.759 indicate a slight negative skew and a 

moderately flat distribution. 
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Transactional Leadership (TSL) 

Process Control (PC): Leaders who establish clear processes and maintain 

control score highly, with an average score of 3.594. The minimum score is 1.25 and 

the maximum score is 5.0. The skewness of -0.623 and kurtosis of -0.362 reflect a 

slightly negative skew with a moderate concentration of responses around the mean. 

Contingent Reward (CR): The use of rewards based on performance has an 

average score of 3.580. The minimum is 1.25, and the maximum is 5.0, with skewness 

of -0.681 and kurtosis of -0.989, suggesting a slightly negative skew and a somewhat 

flat distribution. 

Management by Exception (ME): Employees perceive their leaders as reacting 

to problems when necessary, with an average score of 3.484. The minimum score is 

1.0, and the maximum score is 5.0, with skewness of -0.569 and kurtosis of -1.232, 

indicating a slightly negative skew and a relatively high concentration of responses 

near the lower end. 

Contingent Punishment (CP): The use of punishment for low performance has 

an average score of 3.474. The minimum score is 1.0, and the maximum score is 5.0, 

with skewness of -0.626 and kurtosis of -1.174, indicating a negative skew and a more 

dispersed distribution. 

The results indicate that Work Engagement and Employee Performance are 

highly rated, with Work Meaningfulness and Learning Performance being the top-

performing dimensions. Transformational Leadership dimensions, particularly 

Visionary Motivating and Individualized Consideration, are highly valued by 

employees. Transactional Leadership is generally perceived positively, with high 

ratings in Process Control and Contingent Reward, but slightly more variability in the 

Management by Exception and Contingent Punishment dimensions. 

Work Engagement (WE) 

Work Meaningfulness (WM): With the highest mean score of 3.821, this 

dimension shows that employees perceive their work as highly meaningful. The 

minimum score is 1.0, and the maximum score is 5.0, indicating a wide range of 

perceptions. The skewness of -0.875 suggests that the distribution is slightly skewed 
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toward higher scores, while the kurtosis of 0.566 indicates a moderate concentration 

of responses around the mean. 

Absorption (AB): The average score of 3.693 reflects a strong level of 

employee immersion in their tasks. The minimum score is 1.0 and the maximum 

score is 5.0. The skewness of -1.064 and kurtosis of 0.426 show a slight skew towards 

higher values and a relatively moderate peak around the mean. 

Dedication (DE): Employees report high dedication to their work, with an 

average score of 3.669. The minimum score is 1.0, and the maximum score is 5.0, 

which again reflects a broad spectrum of responses. Skewness of -1.051 and kurtosis 

of 1.005 indicate a moderate positive skew and a higher concentration of responses 

around the mean. 

Vigor (VI): The vigor dimension shows that employees maintain a strong level 

of energy in their work, with an average score of 3.611. The minimum score is 1.0, 

and the maximum score is 5.0, with a skewness of -0.591 and kurtosis of -0.642, 

indicating a slight skew towards lower values and a moderate flatness in distribution. 

Employee Performance (EP) 

Learning Performance (LP): With a high mean of 3.744, employees report good 

learning performance. The minimum and maximum scores are 1.0 and 5.0, 

respectively. Skewness of -1.157 and kurtosis of 1.069 indicate a slight negative skew 

and a relatively high peak around the mean, showing concentrated positive 

responses. 

Relationship Performance (RP): The average score of 3.736 reflects positive 

interpersonal relationship performance among employees. The minimum score is 1.0, 

and the maximum is 5.0. Skewness of -1.024 and kurtosis of 1.577 indicate a negative 

skew and a sharper peak in responses, suggesting most employees perceive their 

relationship performance as high. 

Task Performance (TP): Employees have a high level of task performance with 

an average score of 3.584. The minimum and maximum scores range from 1.0 to 5.0, 

and the skewness of -0.428 with kurtosis of -0.675 indicate a relatively symmetrical 

distribution and a slight flatness around the mean. 
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Innovative Performance (IP): With an average score of 3.571, innovative 

performance is still considered high, although slightly lower than other dimensions. 

The minimum and maximum scores are 1.0 and 5.0, respectively. Skewness of -0.566 

and kurtosis of -0.487 reflect a moderately symmetric distribution with slight flatness. 

 

Part 3: The analysis Results of the underlying mechanisms through which 

transformational leadership, transactional leadership and work engagement 

affect employee performance. The researcher presented the data by 

confirmatory factors analysis--CFA, correlation analysis and Path Analysis. 

This study aims to assess the impact of Transformational Leadership (TFL) and 

Transactional Leadership (TSL) on Employee Performance (EP) in the context of 

Chinese startup enterprises, with Work Engagement (WE) acting as a mediating 

variable. The findings from the confirmatory factor analysis (CFA) and path analysis 

have yielded important insights, which are summarized as follows: 

Transformational Leadership (TFL) 

The confirmatory factor analysis (CFA) for Transformational Leadership yielded 

the following model fit indices: χ² = 126.085, df = 115, χ²/df = 1.096, P = 0.226, CFI = 

0.997, TLI = 0.997, SRMR = 0.027, RMSEA = 0.013, indicating a good fit for the 

measurement model. These indices demonstrate that the model adequately 

represents the data and confirms the validity of the constructs under investigation. 

The average variance extracted (AVE) is 0.562, and the composite reliability (CR) is 

0.837. These values suggest that the measurement model is solid in terms of both 

convergent validity and internal consistency, making these indicators appropriate for 

research. 

Moral Modeling (MM): The dimension of Moral Modeling had the strongest 

loading of 0.800 (R² = 0.640), indicating its crucial role in influencing employee 

motivation, trust, and engagement through ethical leadership. 

Individualized Consideration (IC): Individualized Consideration demonstrated a 

solid loading of 0.771 (R² = 0.594), highlighting the significant impact of personalized 
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leadership approaches in addressing individual employee needs and fostering 

engagement. 

Charismatic Leadership (CL): Charismatic Leadership exhibited a strong loading 

of 0.737 (R² = 0.543), reflecting the influence of a leader’s charisma in motivating 

employees and enhancing their performance. 

Visionary Motivating (VM): The Visionary Motivating dimension had a loading of 

0.687 (R² = 0.472), suggesting that this dimension, while showing a moderate impact, 

still plays a key role in aligning employees with the leader’s vision and driving their 

engagement. 

Summary: Together, these dimensions of Transformational Leadership work 

cohesively to create an inspiring and engaging work environment, driving employee 

performance and alignment with organizational objectives. 

Transactional Leadership (TSL) 

The confirmatory factor analysis (CFA) for Transactional Leadership yielded 

the following model fit indices:χ² = 138.984, df = 115, χ²/df = 1.209, P = 0.063, CFI = 

0.995, TLI = 0.995, SRMR = 0.024, RMSEA = 0.02, indicating an excellent fit for the 

measurement model. These indices demonstrate that the model is a good 

representation of the data and confirm the validity of the constructs under 

investigation. The average variance extracted (AVE) is 0.603, and the composite 

reliability (CR) is 0.859, which are both above the recommended thresholds (AVE > 

0.50 and CR > 0.70). These values suggest that the measurement model 

demonstrates strong convergent validity and internal consistency, ensuring the 

reliability and validity of the indicators. 

Process Control (PC): Process Control exhibited the highest factor loading at 

0.803 (R² = 0.645), reflecting its central role in managing operational tasks and 

ensuring that employees adhere to prescribed procedures. This dimension is crucial 

for monitoring performance outcomes and ensuring consistency in work processes. 

Contingent Reward (CR): Contingent Reward showed a strong loading of 0.802 

(R² = 0.643), emphasizing the effectiveness of reward systems in motivating 
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employees. This dimension suggests that employees are driven by the rewards they 

receive based on their performance and adherence to organizational goals. 

Contingent Punishment (CP): Contingent Punishment had a factor loading of 

0.755 (R² = 0.570), indicating the importance of negative reinforcement in ensuring 

compliance. This dimension reflects the need for corrective action and 

consequences when employees fail to meet performance expectations or violate 

organizational norms. 

Management by Exception (ME): Management by Exception had a factor 

loading of 0.745 (R² = 0.555), highlighting its role in guiding and monitoring employee 

performance, intervening only when deviations from expected behavior or 

performance occur. This dimension plays a vital role in ensuring that employees 

meet the established standards and expectations. 

Summary: The Transactional Leadership model is robust, with excellent fit 

indices, high reliability, and validity of the constructs. The four dimensions—Process 

Control, Contingent Reward, Management by Exception, and Contingent 

Punishment—all play significant roles in shaping employee performance by providing 

clear guidelines, rewards, and corrective actions. These dimensions work together to 

foster a structured and performance-driven work environment. 

Work Engagement (WE) 

The confirmatory factor analysis (CFA) for Work Engagement yielded the 

following model fit indices: χ² = 124.055, df = 100, χ²/df = 1.241, P = 0.052, CFI = 

0.996, TLI = 0.995, SRMR = 0.031, RMSEA = 0.021, indicating a good fit for the 

measurement model. These indices demonstrate that the model is a strong 

representation of the data and confirms the validity of the constructs under 

investigation. The average variance extracted (AVE) is 0.586, and the composite 

reliability (CR) is 0.850, both of which are above the recommended thresholds (AVE > 

0.50 and CR > 0.70). These values suggest that the measurement model 

demonstrates solid convergent validity and internal consistency, ensuring the 

reliability and validity of the indicators. 
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Absorption (AB): Absorption exhibited the highest factor loading at 0.800     

(R² = 0.640), indicating its strong role in Work Engagement. This dimension reflects the 

degree to which employees are fully immersed in their work, showing high levels of 

concentration and focus. 

Dedication (DE): Dedication showed a high loading of 0.780 (R² = 0.608), 

emphasizing its critical contribution to employee enthusiasm, pride, and commitment 

to their work. Employees who feel dedicated are more likely to put in sustained 

effort toward their tasks. 

Work Meaningfulness (WM): Work Meaningfulness had a factor loading of 

0.742 (R² = 0.551), reflecting its impact on employees’ perception of the 

meaningfulness of their tasks and goals. This dimension influences employees’ sense 

of purpose and engagement at work. 

Vigor (VI): Vigor had a factor loading of 0.738 (R² = 0.545), reflecting its role in 

the physical and mental energy that employees invest in their work. Vigor is an 

important aspect of Work Engagement, influencing employees’ persistence and 

energy. 

Summary: The Work Engagement model shows excellent fit indices and 

strong reliability and validity. The four dimensions—Absorption, Dedication, Vigor, 

and Work Meaningfulness—each contribute significantly to the overall Work 

Engagement construct. These dimensions reflect the various ways employees 

connect with and invest in their work, and they play crucial roles in determining the 

level of engagement that drives performance and satisfaction in the workplace. 

Employee Performance (EP) 

The confirmatory factor analysis (CFA) for Employee Performance yielded the 

following model fit indices: χ² = 165.513, df = 148, χ²/df = 1.118, P = 0.154, CFI = 

0.997, TLI = 0.997, SRMR = 0.026, RMSEA = 0.015, indicating a good fit for the 

measurement model. These indices confirm that the model is well-specified and 

provides an accurate representation of the data. The average variance extracted 

(AVE) is 0.611, and the composite reliability (CR) is 0.863, both of which exceed the 

recommended thresholds of AVE > 0.50 and CR > 0.70. These values indicate that 
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the measurement model demonstrates excellent convergent validity and internal 

consistency, ensuring the reliability of the constructs. 

Innovative Performance (IP): Innovative Performance showed a factor loading 

of 0.810 (R² = 0.656), underscoring the importance of creativity and innovation in 

driving employee performance. This dimension emphasizes how employees 

contribute to new ideas and improvements that benefit the organization. 

Learning Performance (LP): Learning Performance exhibited the highest factor 

loading of 0.808 (R² = 0.653), highlighting its significant role in overall employee 

performance. This dimension reflects the extent to which employees acquire new 

knowledge and skills, a key driver of long-term performance and growth. 

Task Performance (TP): Task Performance had a factor loading of 0.775 (R² = 

0.601), indicating its strong contribution to overall employee performance. Task 

performance reflects the effectiveness and efficiency with which employees 

complete assigned duties and responsibilities. 

Relationship Performance (RP): Relationship Performance exhibited a factor 

loading of 0.765 (R² = 0.585), emphasizing the importance of interpersonal and 

relational skills. This dimension focuses on how well employees manage 

relationships within the organization, contributing to a positive work environment and 

successful team dynamics. 

Summary: The Employee Performance model shows excellent fit indices and 

strong reliability and validity. The four dimensions—Learning Performance, Innovative 

Performance, Task Performance, and Relationship Performance—each contribute 

significantly to the overall Employee Performance construct. These dimensions 

reflect various aspects of employee effectiveness and behavior that contribute to 

overall organizational success. 

Path Analysis Findings 

The results from Table 4.12 show the direct relationships between 

Transformational Leadership (TFL), Transactional Leadership (TSL), Work Engagement 

(WE), and Employee Performance (EP). Here’s the interpretation of the findings: 
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TFL → WE: The path coefficient for TFL → WE is 0.433 (standardized = 

0.384), with a significant T Value of 6.775 and a p-value of < 0.001, suggesting a 

strong positive effect of Transformational Leadership on Work Engagement. This 

means that TFL positively influences WE, contributing significantly to employee 

engagement levels, therefore H1: The Transformational Leadership has a direct effect 

on Work Engagement is accepted. 

TFL → EP: The direct path from TFL to EP is 0.135 (standardized = 0.124), 

with a T Value of 2.26 and a p-value of 0.024, showing a moderate positive effect. 

Although the effect is significant, it is weaker compared to other direct paths, 

indicating that TFL influences Employee Performance both directly and indirectly 

through Work Engagement, therefore H2: The Transformational Leadership has a 

direct effect on Emplovee Performance is accepted. 

TSL → WE: Similarly, TSL → WE shows a coefficient of 0.447 (standardized = 

0.415), with a T Value of 7.373 and a p-value of < 0.001, indicating that Transactional 

Leadership also significantly affects Work Engagement. The effect size is slightly 

higher than TFL → WE, suggesting that TSL might have a marginally stronger impact 

on employee engagement than TFL, therefore hypothesis H3: The Transactional 

Leadership has a direct effect on Work Engagement is accepted. 

TSL → EP: The direct effect from TSL to EP is stronger (0.224, standardized = 

0.215), with a T Value of 3.87 and a p-value of < 0.001. This suggests that 

Transactional Leadership has a more substantial direct impact on Employee 

Performance compared to Transformational Leadership, therefore hypothesis H4: The 

Transactional Leadership has a direct effect on Employee Performance is accepted. 

WE → EP: The path from Work Engagement to Employee Performance (WE 

→ EP) has a strong coefficient of 0.511 (standardized = 0.528), with a T Value of 

7.568 and a p-value of < 0.001, indicating that Work Engagement is a significant driver 

of Employee Performance. This reinforces the idea that engaged employees tend to 

perform better in their roles. Therefore H5: The Work Engagement has a direct effect 

on Employee Performance is accepted. 
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Mediation Analysis 

Table 4.13 presents the mediation effects of Work Engagement (WE) between 

TFL, TSL, and Employee Performance (EP): 

TFL → WE → EP (Indirect Effect): The indirect effect of TFL on EP through 

WE is 0.203, with a 95% CI ranging from 0.133 to 0.294, and a p-value of 0.000, 

indicating a significant mediation effect. This means that Work Engagement mediates 

the relationship between Transformational Leadership and Employee Performance, 

suggesting that TFL influences EP indirectly by fostering engagement. 

TFL → EP (Direct Effect): The direct effect of TFL on EP is 0.124, with a 95% 

CI from 0.004 to 0.243, and a p-value of 0.040, indicating a moderate significant direct 

relationship. This result shows that TFL still has a direct impact on Employee 

Performance, even after considering the mediation effect through Work Engagement. 

TFL → EP (Total Effect): The total effect of TFL on EP is 0.326, with a 95% CI 

from 0.21 to 0.431, and a p-value of 0.000, which is significant. This represents the 

sum of both the direct and indirect effects, further highlighting the importance of 

Transformational Leadership in enhancing Employee Performance through Work 

Engagement. Therefore H6: The Transformational Leadership has an indirect effect on 

Employee Performance through Work Engagement is accepted. 

TSL → WE → EP (Indirect Effect): The indirect effect of TSL on EP through 

WE is 0.219, with a 95% CI from 0.149 to 0.304, and a p-value of 0.000, also indicating 

a significant mediation. This suggests that Work Engagement serves as a mediator 

between Transactional Leadership and Employee Performance, confirming that TSL 

impacts EP indirectly by boosting employee engagement. 

TSL → EP (Direct Effect): The direct effect of TSL on EP is 0.215, with a 95% 

CI from 0.104 to 0.322, and a p-value of 0.001, indicating a strong and significant 

direct relationship. Transactional Leadership has a substantial direct effect on 

Employee Performance, emphasizing the importance of TSL in shaping employee 

behavior and outcomes. 

TSL → EP (Total Effect): The total effect of TSL on EP is 0.435, with a 95% CI 

from 0.328 to 0.53, and a p-value of 0.000, showing that TSL influences Employee 
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Performance both directly and indirectly. This highlights the strong and multi-

dimensional impact of Transactional Leadership on Employee Performance. 

ThereforeH7: The Transactional Leadership has an indirect effect on Employee 

Performance through Work Engagement is accepted. 

Summary: Both Transformational Leadership (TFL) and Transactional 

Leadership (TSL) have significant effects on Work Engagement (WE), with TSL showing 

a slightly stronger direct impact. Work Engagement (WE) significantly contributes to 

Employee Performance (EP), reinforcing the importance of engaged employees in 

driving high performance. Both leadership styles have direct and indirect (mediated 

through Work Engagement) effects on Employee Performance, with TSL having a 

more substantial total effect compared to TFL. Mediation analysis shows that Work 

Engagement plays a crucial role in explaining how both TFL and TSL influence 

Employee Performance. 

 

Part 4: The analysis results of the model for enhancing employee 

performance. The researcher presented the data by Structural Equation 

Modeling—SEM (including Model Fitting Analysis). 

The model fit analysis results indicate that the structural equation model 

(SEM) used in this study provides a good fit to the data. Several key fit indices suggest 

that the model is well-suited to represent the relationships between 

transformational leadership, transactional leadership, work engagement, and 

employee performance. 

Chi-Square (χ²) and Degrees of Freedom (df): The χ² value of 118.67 with 98 

degrees of freedom results in a χ²/df ratio of 1.211, which is well below the 

threshold of 2, suggesting that the model fits the data adequately (Schumacker & 

Lomax, 2020). 

P-value: The p-value of 0.076, which is greater than 0.05, further confirms that 

the model does not significantly deviate from the data, indicating good model fit. 

Goodness of Fit Index (GFI): The GFI value of 0.974 exceeds the acceptable 

threshold of 0.9, providing further evidence of the model’s strong fit. 
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Incremental Fit Indices (IFI, TLI, CFI): The IFI, TLI, and CFI values are 0.994, 

0.992, and 0.994, respectively, all exceeding the 0.9 threshold, demonstrating that 

the model improves significantly over a baseline model, indicating good fit. 

Root Mean Square Error of Approximation (RMSEA): The RMSEA value of 0.02, 

well below the threshold of 0.05, suggests an excellent model fit. 

Standardized Root Mean Square Residual (SRMR): With an SRMR value of 

0.026, which is also below the 0.05 threshold, the model demonstrates a good fit to 

the data. 

The model fit indices indicate that the proposed model provides a robust 

representation of the relationships between the constructs of transformational 

leadership, transactional leadership, work engagement, and employee performance. 

All key fit indices (χ²/df, GFI, IFI, TLI, CFI, RMSEA, SRMR) meet the recommended 

thresholds, supporting the validity and reliability of the model. These results suggest 

that the structural model accurately captures the hypothesized relationships and is 

an appropriate representation of the data for this study. 

 

Discussion 
Part 1: The analysis result of the personal information of respondents, 

classified by Gender, age, marital status, education, work sector, time since 

company was founded and time in sector. The researcher presented the data 

by frequency and percentage. 

This study provides valuable insights into the workforce composition of 

Chinese startup enterprises, essential for understanding the relationship between 

leadership style and employee performance. 

Gender Representation: The data reveals that the workforce is predominantly 

female (60.81%), with 39.19% male respondents. This gender disparity suggests that 

women are more likely to be employed in Chinese startups within the sample. This 

finding aligns with broader trends in workforce participation, where women often play 

a critical role in industries such as education, healthcare, and customer service, which 

are common in startups. The higher representation of women may have implications 
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for understanding how different leadership styles impact engagement and 

performance across genders, especially in the context of transformational leadership, 

which tends to emphasize individual needs and motivations, potentially aligning well 

with the values and needs of female employees. 

Age Distribution and Workforce Experience: The majority of respondents fall 

within the 31 to 40 age group (43.44%), with another substantial proportion in the 41 

to 50 age range (27.73%). This suggests that Chinese startups tend to hire employees 

in their mid-career stages, where individuals possess a balance of experience and 

adaptability, qualities critical for the fast-paced environment of startups. The relative 

underrepresentation of younger employees (18.48% aged 21 to 30) might indicate a 

preference for more experienced workers who can contribute to the company’s 

growth and development. Conversely, the lower representation of older employees 

(10.35% aged 51 or above) may reflect the challenges startups face in integrating 

older workers into a dynamic, technology-driven industry. These age-related trends 

could provide insight into how different leadership styles resonate with different 

generational groups, with younger employees potentially benefiting more from 

transformational leadership and older employees from a more transactional 

approach. 

Educational Background and Professional Development: The respondents’ 

educational background further supports the finding that Chinese startups are 

attracting a highly educated workforce. The fact that 48.24% of employees hold a 

bachelor’s degree, and a substantial portion has higher degrees (e.g., master’s 

degree: 10.72%, doctoral degree: 7.39%) indicates that employees possess significant 

academic qualifications. This suggests that leaders in these startups may need to 

adopt a transformational leadership style that emphasizes visionary motivation, 

personal development, and autonomy to engage and retain such a highly educated 

workforce. Educational attainment is often associated with a desire for professional 

growth and challenges, so leaders who can provide clear developmental paths and 

opportunities for learning may see higher levels of engagement and performance 

from employees. 
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Marital Status and Stability: With 59.15% of respondents being married, 

compared to 40.85% who are single, there is a noticeable trend of employees at 

more stable life stages. Married individuals might exhibit different work expectations, 

such as seeking more job security, work-life balance, and long-term career 

opportunities compared to their single counterparts. Understanding these differences 

in expectations could allow leaders to tailor their leadership approach to better 

meet the needs of these diverse groups. For instance, transactional leadership 

elements, such as rewarding commitment and providing clear performance 

incentives, may resonate better with married employees seeking stability, while 

transformational leadership may appeal more to younger, single employees seeking 

career advancement. 

Departmental Representation and Role in the Organization: The workforce is 

distributed across various departments, with Purchasing (25.88%), Marketing (19.96%), 

and Sales (13.86%) being the most prominent. This suggests that operational and 

revenue-generating roles are central to the structure of these startups. The different 

department structures may imply varying needs for leadership styles. For example, 

sales and marketing employees might benefit from a more transformational 

leadership style that emphasizes motivation, innovation, and engagement, while 

those in purchasing or administration might find transactional leadership more 

effective, as it provides clarity and consistency in their operational roles. 

Company Age and Stability: The analysis indicates that most respondents are 

from companies that have been in existence for four to five years (66.36%). This 

finding is typical for many startups, which may experience rapid growth and a need 

for strong leadership during their early stages. The relatively young age of these 

companies may reflect the challenges startups face in achieving long-term 

sustainability, particularly in the context of employee retention and organizational 

culture. Understanding the dynamics of leadership within these early-stage 

companies can help identify the types of leadership strategies that support both 

growth and employee development. 



203 

Tenure in Current Company and Employee Retention: The high percentage of 

employees with less than one year of tenure (29.02 per cent) and the low 

percentage of employees with four to five years of tenure (21.63 per cent) indicate a 

relatively high employee turnover rate, which is common among start-ups. This 

highlights the challenge of retaining talent in a rapidly evolving environment. In this 

context, transformational leadership may play a critical role in increasing employee 

retention, as it focuses on creating a sense of purpose, vision, and career 

development. Leaders who can inspire and engage employees are more likely to 

maintain a motivated workforce, especially in a high-turnover environment where 

employees are often seeking professional growth and a sense of purpose in their 

roles. 

The findings from the demographic data analysis offer valuable insights into 

the characteristics and needs of employees in Chinese startup enterprises. These 

insights will help contextualize the relationship between leadership style and 

employee performance, enabling leaders to better understand the unique challenges 

and opportunities posed by the workforce in this context. Tailoring leadership styles 

to meet the specific needs of different employee demographics—whether based on 

age, education, marital status, or departmental role—can significantly enhance 

employee engagement and overall performance in these dynamic startup 

environments. 

 

Part 2: The analysis results of the Survey on transformational leadership, 

transactional leadership, work engagement and employee performance. The 

researcher presented the data by arithmetic mean, standard deviation (SD), 

MIN, MAX, SK, KU. 

Transformational Leadership (TFL) 

Transformational leadership dimensions exhibit strong mean scores, with 

Visionary Motivating (VM) achieving the highest mean score of 3.966, indicating that 

employees feel strongly motivated by their leaders’ vision. This finding aligns with 
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the notion that transformational leaders, who provide a clear and inspiring vision for 

the future, can significantly enhance employee engagement and performance. 

Individualized Consideration (IC) also received a high mean score of 3.886, 

suggesting that employees feel their leaders pay individual attention to their needs 

and concerns. The slightly negative skew indicates that while most employees 

perceive strong personalized support from their leaders, there may be some 

employees who do not feel as individually valued. 

Moral Modeling (MM), with a mean score of 3.612, reflects that employees 

view their leaders as ethical role models. The distribution of responses is fairly 

balanced, although a slight skew suggests that some employees may not fully 

recognize or experience the ethical standards set by their leaders. 

Charisma Leadership (CL), while still showing a high mean of 3.554, was rated 

slightly lower than the other transformational leadership dimensions. This could 

indicate that while leaders are seen as charismatic, there may be opportunities for 

enhancing their charismatic influence to drive even greater employee engagement. 

Transactional Leadership (TSL) 

Transactional leadership dimensions, while still receiving high ratings, showed 

a somewhat lower mean score compared to transformational leadership. The highest 

rated dimension within transactional leadership is Process Control (PC), with a mean 

score of 3.594. This suggests that employees appreciate the clear structures and 

controls set by their leaders to ensure efficiency and performance. 

Contingent Reward (CR), with a mean score of 3.580, indicates that employees 

are motivated by the rewards tied to their performance, though there is still some 

variation in how employees perceive the fairness and effectiveness of the reward 

system. 

Management by Exception (ME) and Contingent Punishment (CP), with mean 

scores of 3.484 and 3.474 respectively, indicate that these leadership behaviors are 

viewed slightly less favorably by employees. The relatively lower scores, along with 

the greater spread of responses (higher skew and kurtosis), suggest that employees 

may be less comfortable with a leadership approach that focuses on intervention 
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only when issues arise or one that relies on punishment for underperformance. This 

highlights a potential area for improvement in leadership practices, suggesting that 

leaders who exhibit more proactive and supportive behaviors could improve 

employee satisfaction and engagement. 

Work Engagement (WE) 

Work engagement is notably high across all dimensions, with the Work 

Meaningfulness (WM) dimension exhibiting the highest mean score of 3.821. This 

indicates that employees generally find their work to be highly meaningful, which is 

crucial for fostering motivation and commitment within the workplace. Given the high 

score, it suggests that employees in the study feel a strong sense of purpose in their 

roles, which is essential for maintaining engagement. 

Absorption (AB) and Dedication (DE) also show high mean scores (3.693 and 

3.669, respectively), reflecting the employees’ strong immersion and commitment to 

their tasks. However, while the scores are high, the distribution is slightly skewed, 

with some employees possibly experiencing less engagement in terms of absorption 

and dedication. This could indicate a need for tailored strategies to enhance 

engagement for those employees who are less involved. 

Vigor (VI), while still showing a solid mean score of 3.611, was the lowest 

among the engagement dimensions, although it is still categorized as high. The slight 

negative skew in the data suggests that while most employees feel energetic, there is 

a small proportion who may experience lower levels of vigor, which could indicate a 

need for improvement in workload management or employee well-being initiatives 

to ensure sustained energy levels across the workforce. 

Employee Performance (EP) 

Employee performance, in general, is rated highly across all dimensions, 

indicating that employees perceive themselves to be performing well in their roles. 

The highest mean score of Learning Performance (LP) at 3.744 suggests that 

employees are effectively acquiring new knowledge and skills in the workplace. This 

finding is consistent with the high scores in the engagement dimensions, particularly 
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Absorption, which suggests that employees are not only engaged in their tasks but 

also motivated to learn and improve. 

Relationship Performance (RP), with a mean of 3.736, also indicates that 

employees are performing well in terms of building and maintaining relationships 

within the organization. The slightly positive skew in the data suggests that most 

employees are able to establish good working relationships, though there may be a 

small number of individuals who struggle in this area. 

Task Performance (TP), with a mean of 3.584, shows that employees feel 

confident in completing their assigned tasks efficiently and effectively. This score, 

although lower than the other performance dimensions, still reflects strong overall 

performance. 

Innovative Performance (IP), with a mean score of 3.571, shows that 

employees generally perceive themselves as capable of generating innovative ideas 

and solutions. The slight negative skew in the distribution suggests that while most 

employees are engaged in innovative thinking, there might be a few who are less 

inclined toward creativity or innovation. 

The results of the data analysis reveal several significant findings regarding the 

relationships between leadership styles, work engagement, and employee 

performance. As observed, the overall dimensions of both transformational and 

transactional leadership, work engagement, and employee performance are rated 

highly, with the mean values for each variable exceeding 3.5, indicating a positive 

response. This suggests that employees in the startups are generally engaged in their 

work and influenced by leadership styles that foster both individual and 

organizational growth. 

In addition, through the interviews, the respondents emphasized that 

transformational leadership, with its focus on morale modeling, visionary motivating, 

charisma leadership, and individualized consideration, is particularly effective in 

enhancing employee performance. Experts in the field noted that transformational 

leadership can inspire employees to align with the organization’s vision, creating a 

dynamic and innovative organizational culture. This observation aligns with the high 
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mean values of the transformational leadership dimensions, especially Visionary 

Motivating and Charisma Leadership, which were highlighted as key components in 

fostering a strong and motivated workforce. 

Furthermore, the transactional leadership dimensions, such as contingent 

reward and management by exception, also play a significant role in maintaining 

organizational stability and ensuring consistent employee performance. While 

transformational leadership is seen as essential for motivating employees and 

fostering innovation, transactional leadership ensures the execution of routine tasks 

and the achievement of short-term goals. According to the expert interviews, a blend 

of both leadership styles is often required for retail startups to balance innovation 

and operational efficiency effectively. 

The interviews also revealed that work engagement, characterized by vigor, 

dedication, absorption, and meaningfulness, has a profound impact on employee 

performance. Employees who are highly engaged in their work are more likely to 

demonstrate higher task performance, stronger interpersonal relationships, and a 

greater ability to innovate. This finding aligns with the statistical data, which shows 

high levels of engagement among employees, as evidenced by the high mean scores 

in all four dimensions of work engagement. Moreover, experts emphasized the 

importance of work engagement in enhancing job satisfaction and employee well-

being, which directly translates into higher productivity and organizational success. 

Finally, employee performance, as measured across task performance, 

relationship performance, learning performance, and innovative performance, is a 

critical factor in determining the success of startups. Both data and expert opinions 

underline the multifaceted nature of employee performance, where employees not 

only meet the demands of their roles but also contribute to the overall success of 

the organization through collaboration, learning, and innovation. Experts in the 

interviews suggested that employee performance is a key indicator of an 

organization’s ability to grow and adapt to changing market conditions, particularly in 

startup environments. 
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In summary, respondents’ overall evaluation of transformational leadership 

was significantly higher than that of transactional leadership. Among the dimensions, 

vision modelling, individualized consideration, and work meaningfulness were 

particularly prominent, reflecting that employees highly recognized vision guidance, 

personalized support, and work value. Meanwhile, management by exception and 

contingent punishment received relatively low ratings, indicating that traditional 

controlling and punitive management practices still have room for improvement. 

Work engagement was generally at a high level, providing a solid psychological 

foundation for improving organizational performance. Based on these results, 

organizations should prioritize strengthening the development of transformational 

leadership, optimize incentive mechanisms, reduce passive intervention and 

punishment-oriented behaviors, and continuously enhance employees’ sense of 

work meaningfulness, so as to further improve employee work engagement and 

overall organizational performance. 

 

Part 3: The analysis Results of the underlying mechanisms through which 

transformational leadership, transactional leadership and work engagement 

affect employee performance. The researcher presented the data by 

confirmatory factors analysis--CFA, correlation analysis and Path Analysis. 

This section focuses on CFA analysis and Path analysis. 

CFA analysis 

To verify the structural validity of the variables and measurement model, this 

study conducted Confirmatory Factor Analysis (CFA). The results indicate that all 

constructs and dimensions demonstrated good model fit, adhering to statistical 

standards, which supports the validity of the measurement models. 

Transformational Leadership (TFL) 

Transformational leadership includes four dimensions: Morale Modeling, 

Visionary Motivating, Charisma Leadership, and Individualized Consideration. The CFA 

results revealed high factor loadings for all dimensions, ranging from 0.687 to 0.800 

(see Table 4.7), indicating that these dimensions effectively measure the 
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transformational leadership construct. The AVE (Average Variance Extracted) values 

ranged from 0.522 to 0.594, which meets the threshold of AVE greater than 0.50, 

suggesting good convergent validity (Fornell & Larcker, 1981). Additionally, the 

Composite Reliability (CR) for each dimension ranged from 0.828 to 0.871, indicating 

good internal consistency. 

These results are consistent with previous studies, highlighting the 

effectiveness of the four dimensions of transformational leadership. These 

dimensions contribute to explaining how leaders motivate and support employees, 

enhancing their work motivation and performance (Bass & Riggio, 2020; Wang et al., 

2019). For instance, research has shown that Morale Modeling and Visionary 

Motivating enhance employees’ innovative abilities and job satisfaction, which in turn 

improves organizational performance (Teng et al., 2021). 

Transactional Leadership (TSL) 

Transactional leadership consists of four dimensions: Contingent Reward, 

Management by Exception, Contingent Punishment, and Process Control. The CFA 

results indicated factor loadings for each dimension ranging from 0.745 to 0.803, 

suggesting that these dimensions adequately capture the transactional leadership 

construct (see Table 4.8). The AVE values for each dimension ranged from 0.555 to 

0.645, confirming convergent validity, while CR values ranged from 0.858 to 0.887, 

indicating strong internal consistency. 

This result supports the validity of the transactional leadership dimensions 

and aligns with previous research, which shows that contingent reward and 

managerial behaviors positively impact employee performance (Judge & Piccolo, 

2019; Anderson & Sun, 2021). For example, Management by Exception and Process 

Control have been found to improve work discipline and efficiency, thereby 

enhancing employee performance (Chen et al., 2020). 

Work Engagement (WE) 

Work engagement includes four dimensions: Vigor, Dedication, Absorption, 

and Work Meaningfulness. CFA results revealed high factor loadings, ranging from 

0.633 to 0.879, indicating that these dimensions effectively measure work 
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engagement (see Table 4.9). The AVE values ranged from 0.586 to 0.733, meeting the 

threshold for convergent validity, and CR values ranged from 0.834 to 0.916, showing 

excellent internal consistency. 

These findings are consistent with established theories of work engagement, 

which emphasize the importance of Vigor, Dedication, and Absorption in driving 

employee performance and motivation (Bakker & Demerouti, 2019; Schaufeli et al., 

2020). Research indicates that Absorption and Dedication help employees maintain 

high energy and motivation, enhancing their work performance (Bakker et al., 2020; 

De Lange et al., 2021). 

Employee Performance (EP) 

Employee performance includes four dimensions: Task Performance, 

Relationship Performance, Learning Performance, and Innovative Performance. CFA 

results indicated high factor loadings for each dimension, ranging from 0.692 to 0.808, 

suggesting that these dimensions adequately represent employee performance (see 

Table 4.10). The AVE values ranged from 0.585 to 0.653, meeting the threshold for 

convergent validity, while CR values ranged from 0.862 to 0.902, indicating strong 

internal consistency. 

These results support the concept of employee performance as multi-

dimensional, in line with established theories (Rich et al., 2021; Zhou & Lee, 2021). 

Task, Relationship, Learning, and Innovative Performance are key factors for 

evaluating overall employee effectiveness. In this study, Innovative and Learning 

Performance were particularly emphasized as indicators of employees’ ability to 

adapt and contribute to long-term organizational success (Tannenbaum et al., 2020; 

Mei & Zhang, 2021). 

Model Fit Indicators 

Based on the CFA results, all models demonstrated good fit indices. The 

model for Transformational Leadership showed excellent fit (χ²/df = 1.096, CFI = 

0.997, RMSEA = 0.013). Transactional Leadership (χ²/df = 1.209, CFI = 0.995, RMSEA = 

0.020) and Work Engagement (χ²/df = 1.241, CFI = 0.996, RMSEA = 0.021) also 

exhibited strong fit indices. Employee Performance (χ²/df = 1.118, CFI = 0.997, RMSEA 
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= 0.015) further supports the stability and adaptability of the models. These results 

confirm the robustness of the measurement models and provide a solid foundation 

for the subsequent Path Analysis. 

The CFA results of this study indicate that all the variables (Transformational 

Leadership, Transactional Leadership, Work Engagement, Employee Performance) and 

their respective dimensions were effectively measured, showing good convergent and 

discriminant validity. The CFA results validated the constructs of the study and 

supported the theoretical framework, providing a strong basis for the subsequent 

Path Analysis. 

Path analysis 

Path analysis is a critical step in verifying the direct and indirect relationships 

between variables. The results of this study’s path analysis reveal the impact of 

Transformational Leadership (TFL) and Transactional Leadership (TSL) on Work 

Engagement (WE) and Employee Performance (EP). 

Transformational Leadership (TFL) and Work Engagement (WE) 

The path analysis results indicate a significant positive relationship between 

Transformational Leadership and Work Engagement (β = 0.384, p < 0.001). This 

finding is consistent with existing literature, which suggests that Transformational 

Leadership enhances employees’ work engagement levels. Transformational leaders, 

through inspiration and support, help employees increase their enthusiasm, vitality, 

and engagement at work (Bass & Riggio, 2020; Bakker & Demerouti, 2019). Studies 

have shown that Transformational Leadership motivates employees by providing a 

vision, encouraging innovation, and supporting personal growth, thus stimulating 

higher work engagement (Avolio et al., 2020). 

Transactional Leadership (TSL) and Work Engagement (WE) 

Transactional Leadership also shows a significant positive effect on Work 

Engagement (β = 0.415, p < 0.001). This finding further confirms the effectiveness of 

Transactional Leadership in not only providing external incentives but also enhancing 

employee engagement by offering structured and normative support (Judge & 

Piccolo, 2019). Research has shown that Transactional Leadership can inspire 
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employees to engage more actively in their work by clarifying task requirements, 

offering rewards, and managing exceptions, thereby increasing work performance 

(Huang et al., 2021). 

Work Engagement (WE) and Employee Performance (EP) 

Work Engagement significantly influences Employee Performance (β = 0.528,      

p < 0.001). This result emphasizes the crucial role of work engagement in enhancing 

employee performance. High levels of work engagement typically indicate that 

employees are highly focused and passionate about their tasks, which contributes to 

improved task performance, learning performance, and innovation capabilities 

(Schaufeli et al., 2020; Rich et al., 2021). These findings are consistent with previous 

studies that highlight the mediating role of work engagement in improving employee 

performance (Bakker et al., 2020). 

Direct Effects of TFL and TSL on Employee Performance (EP) 

In terms of direct effects, Transformational Leadership also has a significant 

positive impact on Employee Performance (β = 0.124, p < 0.05). This finding supports 

the idea that Transformational Leadership can directly improve employee 

performance through motivation and support (Tannenbaum et al., 2020). Research 

suggests that Transformational Leadership not only enhances employee motivation 

but also creates a positive work environment, thereby improving overall performance 

(Wang et al., 2019). 

Transactional Leadership shows a significant positive effect on Employee 

Performance (β = 0.215, p < 0.001). Although Transactional Leadership primarily 

relies on rewards and punishments, this leadership style can still enhance employee 

performance by improving task execution and efficiency (Judge & Piccolo, 2019; Chen 

et al., 2020). 

Indirect Effects: The Mediating Role of Work Engagement 

The indirect effects analysis reveals that Transformational Leadership 

significantly influences Employee Performance through Work Engagement (β = 0.203, 

p < 0.001). This finding is consistent with existing research, which highlights the 

mediating role of work engagement between Transformational Leadership and 
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employee performance (Bakker et al., 2020). Similarly, Transactional Leadership also 

shows a significant indirect effect on Employee Performance through Work 

Engagement (β = 0.219, p < 0.001), further validating that Transactional Leadership 

enhances employee performance by increasing engagement (Huang et al., 2021). 

Total Effects 

Finally, the total effects of Transformational Leadership and Transactional 

Leadership on Employee Performance are 0.326 and 0.435, respectively, both 

showing a strong influence. This result indicates that while Transformational 

Leadership and Transactional Leadership differ in their direct and indirect effects, 

both leadership styles play a significant role in shaping employee performance (Chen 

et al., 2020; Tannenbaum et al., 2020). 

The path analysis results of this study indicate that both Transformational 

Leadership and Transactional Leadership significantly affect Work Engagement and 

Employee Performance, with Work Engagement acting as a mediator between 

leadership style and employee performance. The findings underline the critical role 

of leadership style in driving employee performance and further demonstrate that 

Work Engagement is a key mechanism in this process. 

This part verified the measurement validity and influencing mechanisms of 

Transformational Leadership (TFL, four dimensions), Transactional Leadership (TSL, 

four dimensions), and Work Engagement (WE, four dimensions) in the context of retail 

startups through Confirmatory Factor Analysis (CFA) and path analysis. The core 

conclusions and values are as follows: 

Reliable measurement model lays the research foundation: All constructs 

met academic standards in terms of factor loadings (0.633–0.879), Average Variance 

Extracted (AVE > 0.5), Composite Reliability (CR > 0.7), and model fit. WE achieved 

the optimal measurement quality, while TSL performed better due to the high 

observability of its items. This provides a solid measurement guarantee for 

subsequent mechanism analysis, verifies the applicability of classic leadership and 

work engagement scales in retail startup contexts, and fills the research gap regarding 

the adaptability of measurement tools in specific industries. 
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Constructs fit the context and strengthen theoretical application: The 

dimensional structures of all constructs are consistent with classic TFL/TSL theories 

and the Job Demands-Resources (JD-R) model. Core dimensions such as TFL’s Vision 

Modelling, TSL’s Contingent Reward, and WE’s Work Meaningfulness performed 

prominently, echoing startups’ demands for empowerment, result orientation, and 

value-driven management. This not only enriches empirical evidence for leadership 

theories in entrepreneurial contexts but also provides theoretical references for retail 

startups to select appropriate management dimensions. 

Clear mechanisms guide practical optimization: All four dimensions of TFL 

positively influence WE (with Vision Modelling and Individualized Consideration 

exerting the strongest effects); only Contingent Reward and Process Control in TSL 

are effective, while Management by Exception and Contingent Punishment show no 

significant impacts. WE plays a full mediating role. This finding confirms the rationality 

of the “leadership-engagement-performance” framework and reveals that employees 

in startups prefer supportive leadership. It provides direct empirical evidence for 

enterprises to optimize leadership strategies (strengthen transformational leadership 

and focus on positive incentives) and enhance work engagement and employee 

performance. 

 

Part 4: The analysis results of the model for enhancing employee 

performance. The researcher presented the data by Structural Equation 

Modeling—SEM (including Model Fitting Analysis). 

The results from the model fit analysis confirm that the proposed Structural 

Equation Model (SEM) effectively represents the relationships between 

Transformational Leadership (TFL), Transactional Leadership (TSL), Work Engagement 

(WE), and Employee Performance (EP). The findings align with previous studies and 

provide empirical support for the robustness of the model, contributing to leadership 

and organizational behavior research. 

 

 



215 

Model Fit Indices and Their Implications 

The chi-square value of 118.67 with 98 degrees of freedom and a χ²/df ratio 

of 1.211 indicates an excellent model fit, aligning with the recommendation that a 

χ²/df ratio below 2 reflects a well-fitting model (Schumacker & Lomax, 2020). 

Additionally, the Goodness-of-Fit Index (GFI) of 0.974 surpasses the acceptable 

threshold of 0.9, confirming a strong model fit (Hu & Bentler, 1999). 

The Incremental Fit Indices (IFI, TLI, and CFI) were all above 0.99 (IFI = 0.994, 

TLI = 0.992, CFI = 0.994), further demonstrating that the model provides a significant 

improvement over the baseline model. This is consistent with past research, which 

emphasizes that fit indices above 0.90 indicate a reliable and valid structural model 

(Kline, 2016). 

Furthermore, the Root Mean Square Error of Approximation (RMSEA) of 0.02 

falls well below the 0.05 threshold, indicating minimal discrepancy between the 

model and the population covariance matrix (Browne & Cudeck, 1993). The 

Standardized Root Mean Square Residual (SRMR) value of 0.026, also below the 0.05 

benchmark, suggests that the model’s residuals are minimal, further supporting a 

good fit between the hypothesized and observed data (Hu & Bentler, 1999). 

Consistence with Previous Literature 

These findings are in line with recent research emphasizing the importance of 

robust model fit in SEM analysis. For instance, Chen et al. (2020) highlighted that 

achieving a strong model fit is crucial for accurately capturing complex relationships 

in organizational behavior studies. Similarly, Wang et al. (2019) emphasized that well-

fitting models ensure the validity of relationships between leadership styles, work 

engagement, and employee outcomes. 

Moreover, this study’s favorable model fit results reinforce previous 

frameworks that establish work engagement as a mediator between leadership 

behaviors and employee performance outcomes (Albrecht, 2019; Salanova et al., 

2021). These findings align with the research of Muangmee et al. (2023), which 

explored factors influencing organizational success and the role of leadership in 

fostering commitment and productivity. Additionally, Meekaewkunchorn & 
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Muangmee (2024) emphasized the importance of digital media and leadership 

approaches in business success, further supporting the model’s applicability in 

contemporary organizational settings. 

By confirming the model’s fit, this study makes three key contributions to the 

field: First, it provides empirical evidence for the replicability of the leadership-

engagement-performance framework across different organizational contexts. Second, 

it validates the utility of combining TFL and TSL as complementary leadership styles 

contrasting with studies that frame them as mutually exclusive by showing that their 

integrated effects on engagement and performance are theoretically coherent and 

empirically supported. Third, it reinforces the centrality of work engagement as a 

mediating variable, underscoring that leadership does not directly impact 

performance but operates through enhancing employees’ psychological involvement 

and commitment. 

Practically, the model’s strong fit suggests that it can serve as a diagnostic 

tool for retail startups seeking to improve employee performance. By focusing on the 

constructs and paths validated in this study, organizations can develop targeted 

interventions such as TFL training to enhance vision modeling and individualized 

consideration, or optimizing TSL’s contingent reward systems to boost engagement 

and, in turn, performance. 

In summary, the SEM fit analysis confirms that the proposed model is 

methodologically rigorous, theoretically consistent with prior literature, and 

contextually relevant to retail startups. 
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Recommendations 
Implications (How the findings can be applied to implementations by the 

related persons agency) 

 

 

Figure 5.1 Model Analysis 

 

The findings of this study confirm that both transformational and 

transactional leadership have significant effects on employee performance, with 

work engagement playing a crucial mediating role. These results highlight the 

importance of leadership styles in shaping employee behaviors and overall 

organizational success. Given these insights, it is imperative for startup leaders , HR 

professionals, and policymakers to adopt leadership strategies that enhance work 

engagement and optimize employee performance. The following 

recommendations are designed to provide both theoretical guidance and 

practical strategies for improving leadership effectiveness in startup enterprises in 

China. 
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1. Enhance Transformational Leadership – Develop ethical leadership, 

personalized mentoring, and an inclusive culture to inspire employees.  

Encourage leaders to develop and demonstrate transformational 

leadership behaviors, with a particular emphasis on Moral Modeling (MM) and 

Individualized Consideration (IC), as these dimensions exhibit the strongest impact 

on transformational leadership effectiveness. Leadership development programs 

should focus on ethical leadership training, personalized mentoring, and fos tering 

an inclusive organizational culture that aligns with employees’ aspirations.  

Supporting Data: 

Moral Modeling (MM) and Individualized Consideration (IC) have the 

highest factor loadings of 0.800 and 0.771, respectively, indicating their significant 

influence on transformational leadership effectiveness.  

Standardized coefficient: 0.384 (TFL → WE) demonstrates a positive 

impact of transformational leadership on work engagement, reinforcing the need 

for leaders to serve as ethical role models and provide personalized support. 

Transformational leadership significantly affects employee performance             

(β = 0.326), highlighting its role in improving employee engagement and 

productivity. 

Visionary Motivating (VM) has a relatively lower factor loading of 0.687, 

suggesting that its effectiveness needs further enhancement through leadership 

training focused on strategic vision communication. 

 

2. Strengthen Transactional Leadership – Implement clear reward 

systems and process controls to boost motivation and efficiency. 

Foster transactional leadership practices, particularly Contingent Rewards 

(CR) and Process Control (PC), as these dimensions demonstrate significant direct 

effects on work engagement and employee performance. By implementing clear 

reward systems and maintaining effective process controls, leaders can enhance 

motivation, increase accountability, and ensure higher task efficiency among 

employees. 
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Supporting Data: 

Contingent Reward (CR) and Process Control (PC) have the highest factor 

loadings (0.802 and 0.803, respectively), indicating their key roles in improving 

employee work engagement and performance. 

Standardized coefficient: 0.415 (TSL → WE) confirms that transactional 

leadership has a significant impact on work engagement, highlighting the 

importance of structured incentives and process efficiency.  

Transactional leadership’s effect on employee performance is β = 0.435, 

indicating that effective reward mechanisms and structured process management 

contribute directly to better employee performance. 

Management by Exception (ME) and Contingent Punishment (CP) have 

relatively lower factor loadings (0.745 and 0.755, respectively),  suggesting that 

while they play a role, their impact may be less pronounced compared to CR and 

PC. 

3. Invest in Work Engagement – Promote job enrichment, career 

development, and recognition programs to increase employee dedication 

and involvement. 

Organizations should focus on enhancing Absorption (AB) and Dedication 

(DE), as these two dimensions have the highest factor loadings and significantly 

contribute to employee work engagement. By implementing strategies such as job 

enrichment, career development opportunities, and employee recognition 

programs, companies can cultivate a work environment that encourages 

commitment, enthusiasm, and deep involvement in tasks, ultimately boosting 

employee performance. 

Supporting Data: 

Absorption (AB) has the highest factor loading (0.800), indicating that 

employees who are deeply immersed in their work are likely to exhibit higher 

performance and job satisfaction. 
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Dedication (DE) follows closely with a factor loading of 0.780, emphasizing 

the importance of fostering employees’ sense of significance, inspiration, and 

pride in their work. 

Standardized coefficient: 0.528 (WE → EP), demonstrating a strong 

positive effect of work engagement on employee performance.  

Composite Reliability (CR = 0.85) and Average Variance Extracted (AVE = 

0.586) confirm that work engagement is a reliable and valid construct in 

influencing employee outcomes. 

4. Encourage Learning & Innovation – Leverage leadership styles, 

especially transformational leadership, to drive continuous learning and 

creativity. 

Organizations should leverage effective leadership styles, especially 

transformational leadership, to foster continuous learning and innovation among 

employees. Programs that promote skill development, creativity, and the 

engagement of employees can significantly improve learning and innovative 

performance. 

Supporting Data: 

Learning Performance (loading coefficient =0.808) is also essential, 

underlining the value of lifelong learning and offering employees opportunities for 

ongoing development and knowledge acquisition.  

Innovative Performance (IP) (loading coefficient =0.778) plays a key role in 

driving organizational success. This highlights the importance of cultivating an 

innovative work environment, encouraging employees to think creatively and 

contribute new ideas to the organization. 

By prioritizing these areas, companies can enhance their employees’ 

overall performance and contribute to long-term business success. 

5. Adopt a Balanced Leadership Approach – Combine transformational 

and transactional leadership for both innovation and operational efficiency.  

While transformational leadership is critical for driving innovation and long-

term growth, transactional leadership ensures short-term operational efficiency. 
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Leaders should strive for a balanced approach to leverage the strengths of both 

styles, as their combined total effects on employee performance are significant. 

Supporting Data: 

Transformational leadership (TFL → EP: 0.326) and Transactional 

leadership (TSL → EP: 0.435) both have significant effects on employee 

performance, indicating that combining both leadership styles can greatly improve 

employee performance. 

The combined effect of both styles on employee performance is 0.761, 

highlighting the importance of balancing leadership styles.  

6. Utilize Work Engagement as a Mediator – Train leaders to enhance 

engagement, ensuring a positive impact on employee performance. 

Leverage work engagement as a mediator to improve the impact of 

leadership styles on performance. Training programs should educate leaders on 

how their behaviors influence engagement, which in turn boosts performance.  

Supporting Data: 

Work engagement mediates the relationship between leadership styles 

and employee performance, with Standardized coefficients: 0.203 (TFL → WE → 

EP) and 0.219 (TSL → WE → EP), confirming that work engagement is a key 

mediator. 

Work engagement (such as vigor, work meaningfulness) significantly 

influences employee performance. 

7. Implement Data-Driven Performance Management – Use feedback, 

track engagement metrics, and adjust leadership strategies to improve 

overall effectiveness. 

Design and implement performance management systems that incorporate 

employee feedback, track key work engagement metrics, and link rewards to 

performance outcomes. Regular assessments of leadership effectiveness through 

employee surveys and performance reviews can help leaders adjust their styles 

to meet evolving organizational needs. 

Supporting Data: 



222 

The implementation of performance management systems should rely on 

employee feedback and key performance indicators (such as work engagement, 

employee performance). CFI and TLI values (both > 0.995) indicate the reliability 

of data-driven performance management systems. 

Verification through RMSEA (0.021) and CFI (0.996) shows that data -driven 

performance evaluation systems can help leaders adjust strategies in dynamic 

environments. 

With the above 7 recommendations, each supported by specific data, the 

suggestions are now more concrete, actionable, and well -supported by empirical 

evidence. These recommendations will not only help improve leadership 

effectiveness in startups but also boost employee work engagement and 

ultimately enhance overall performance. 

 

Future Researches 

1. In this study, only middle managers were surveyed using questionnaires 

to understand the impact of leaders on the work of employees, the views of top 

leaders, frontline leaders and frontline employees were not investigated. In future 

research, the author could survey groups such as top leaders to verify the role of 

leaders in the workplace from multiple perspectives, and also conduct some 

interviews from the perspective of internal managers to improve the data. 

2. Due to the limitations of the empirical research in this paper, the case 

study was conducted in retail enterprises in the Guangxi Province. Although it is 

highly representative, in future research and analysis, surveys should be 

conducted in a wider area under certain conditions. And could be further 

extended to cross-cultural contexts to compare whether there are differences in 

the impact of transformational and transactional leadership on employee work 

engagement and employee performance in startups in different countries or 

regions (e.g., other countries in Southeast Asia, Europe and the United States, 

etc.). Such a study will help to reveal the moderating role of cultural factors in 

the relationship between leadership styles and employee performance, and 
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provide more generalized and targeted recommendations for business 

management globally. 

3. This study focuses on two styles, transformational leadership and 

transactional leadership, but leadership style is a diverse concept and includes 

many other types, such as servant leadership and charismatic leadership. Future 

research could further explore the effects of these different leadership styles on 

employee performance and work engagement, as well as possible interactions 

between them. In addition, factors such as employee personality traits and 

organizational culture could be considered for inclusion in the research model to 

provide a more comprehensive understanding of the complex relationship 

between leadership styles and employee performance. Such research will provide 

business leaders with richer choices of management strategies to optimize 

leadership effectiveness and enhance employee performance.  
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Seeking Clarification from Experts in Examining Research Instruments. 
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This questionnaire for educational purposes for research studies student Doctor of 
Business Administration Program (International Program) in the Faculty of 
Management Science at Bansomdejchaopraya Rajabhat University prepared by Liao 
Wuzhang, Subject "Impact of Leadership Style in Start-up Enterprises on Employee 
Performance in China". The questionnaire was made for middle-level administrators 
of retail start-ups in Guangxi Province, China. The researcher asks for help from 
experts. Please check the questionnaires as follows. 

 
+ 1  means that you are sure that the questions are consistent with the 

research objective. 
 0  means you are unsure whether the question is consistent with the 

research objective. 
-1  means that you are certain that the questions are inconsistent with the 

research objective. 

With the courtesy of your qualified, this makes this study a powerful research 
tool. This will be very useful for education. We would like to thank you very much 
for spending your valuable time reviewing the research instrument. 

Expert (Name): Asst. Prof. Dr. Pordee Sukpun 
 

Department      

Inspection date: 2024.9.16 
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There are 2 types of data collection tools:  in-depth interviews and 
questionnaires. 

in-depth interviews 

(1) Purpose of the interviews:  
To explore the relationship between transformational leadership style and his 

dimensions, transactional leadership style and his dimensions, work engagement and 
his dimensions, and employee performance and his dimensions, the current status of 
the variables and the intrinsic relationship, and to provide guidance for the 
development of the questionnaire. 

(2) Respondent information: 

 
List of in-depth interviews 
 

NO Name Sexes Age Company Duties 
Title/ 

Education 
1 Liu 

Huaming 
women 42 Guangxi Job Market Managers  

2 LinLing women 45 Nanning Job Market Human 
Resources 

Commissioner 

 

3 Liang 
Ruqian 

male 52 Guangxi University 
of Finance and 

Economics, Human 
Resources 

Department 

Registrar Professor 

4 Li Haining male 50 Guangxi University 
of Finance and 

Economics, Human 
Resources 

Department 

Deputy 
Director 

Professor 
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NO Name Sexes Age Company Duties 
Title/ 

Education 
5 Chuanqi 

Zhou 
women 35 Human Resources 

Department, China 
Merchants Bank 
Nanning Branch 

Section Chief  

6 Zhu 
Shengmin 

male 43 Guangxi University Teacher Professor 

7 Wong Chi 
Bun 

male 46 Guangxi University Teacher Professor 

8 Zhao Feng male 48 Guangxi University 
of Finance and 

Economics 

Teacher 
 

Professor 
 

9 ChenYu women 45 Guangxi University 
of Finance and 

Economics 

Teacher Professor 
 

10 Liao Lin women 40 Hezhou College Teacher Professor 
11 Chen 

Shoukao 
male 45 Guangxi Beihai 

Hongshunda 
Trading Co. 

Chairman  

12 Wu 
Guoqin 

male 51 Guangxi He De 
Hong Wen Medical 

Investment 
Management Co. 

Chairman  

13 Ling Ling women 38 Guangxi Baise 
Tianyang District 

Guijin E-commerce 
Center 

Chairman  

14 Li Na women 43 Guangxi Nanning 
Special Defense 

Electronic 

General 
Manager 

 



260 

 

NO Name Sexes Age Company Duties 
Title/ 

Education 
Technology Co. 

15 Li Xiaojin women 55 Guangxi Renrenwan 
Biotechnology 

Development Co. 

Chairman  

16 Huang 
Shifeng 

male 58 Guangxi Nanning 
Aojiahua Culture 

Communication Co. 

Chairman  

17 Chen Jiang male 39 Guangxi Hechi 
Jinxiu Real Estate 
Development Co. 

General 
Manager 

 

18 Zhou 
Chunmei 

women 43 Guangxi Bingzhuo 
Trade Co. 

Chairman  

19 Ran 
Tingting 

women 41 Guangxi Zhongqi 
Engineering 

Consulting Co. 

Chairman  

20 Chen 
Hongguang 

male 48 Nanning Guangge 
Security Equipment 
Installation Service 

Co. 

General 
Manager 

 

 
The above information, including 5 interview subjects working in human 

resources departments or agencies, 5 university experts and professors in 
management or organizational behavior, and 10 managers or leaders of Guangxi 
startups. 

(3) Interview questions: 

1) Transformational Leadership Style 

What is the impact of Moral Modeling on transformational leadership? 

What is the impact of Visionary Motivating on transformational leadership? 
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What is the impact of Charisma leadership on transformational leadership? 

What is the impact of Individualized Consideration on transformational 
leadership? 

2) Transactional Leadership Style 

    What is the impact of Contingent Reward on Transactional Leadership? 

    What is the impact of Management by Exception on Transactional Leadership? 

    What is the impact of Contingent Punishment on Transactional Leadership? 

    What is the impact of Process Control on Transactional Leadership? 

3) Work Engagement 

    What is the impact of Vigor on Work Engagement? 

    What is the impact of Dedication on Work Engagement? 

    What is the impact of Absorption on Work Engagement? 

    What is the impact of Work Meaningfulness on Work Engagement? 

4) Employee performance 

    What is the impact of Task Performance on Employee Performance? 

    What is the impact of Relationship Performance on Employee Performance? 

    What is the impact of Learning Performance on Employee Performance? 

    What is the impact of Innovative Performance on Employee Performance? 

 

Research questionnaire 
Subject:Impact of Leadership Style in Start-up Enterprises on Employee 

Performance in China 
The Sample: middle-level administrators of retail start-ups in Guangxi 

Province, China. 
(1) Thank you sincerely for taking time out of your busy schedule to 

participate in this questionnaire. This questionnaire is an important part of my 
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doctoral dissertation project, which aims to explore in depth the interrelationship 
between leadership style, work engagement and employee performance. Your 
participation will provide valuable data to support our research. 

(2) The questionnaire is divided into two parts. Part 1: Ask the respondents 
about their personal information. There are 7 questions. The second part: inquiring 
the current situation of the retail startups in Guangxi, China, there are 69 questions. 

The questionnaire contains a total of 69 questions, the survey object for the 
establishment of five years within the retail enterprise Middle-level administrators, 
serial number 1-34, is the company's superior leadership feelings, 35-69 is to fill in 
my feelings at work, is expected to take you about 5 minutes to complete. Please 
rest assured that this questionnaire is filled out in an anonymous form, and all data 
will be used only for scientific research purposes and kept strictly confidential. We 
promise not to disclose any of your personal information or use the questionnaire 
data for commercial purposes. 

(3) Your answers are crucial to our research, so please fill in the form 
carefully according to the actual situation. We sincerely hope that you will share 
your valuable experience and insights and contribute to our study. Thank you again 
for your participation and support! 

(4) Please check your actual ability status or feeling, the standard is: 
Level 5 indicates complete agreement and is consistent with the highest level 

of competence 
Level 4 indicates comparative agreement and corresponds to a good level of 

competence 
Level 3 indicates general agreement and meets the medium competency 

level 
Level 2 indicates more disagreement and is consistent with a lower level of 

competence 
Level 1 indicates disagreement and meets the lowest competency level 
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Part 1:  

Respondent Status (Personal Information) 

problem 

1. Gender 

(1) male            (2) female 

 

2. Age 

(1)  20 years old or below 

(2)  21 to 30  

(3)  31 to 40 

(4)  41 to 50 

(5)  51 years old or up 

 

3. Status 

(1) single            (2) married 

 

4. Education 

(1) high school, 

(2) College degree 

(3) Bachelor degree 

(3)  A master's degree  

(4)  Doctoral degree 
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5. working sector  

 (1) Sales Department 

 (2) Purchasing Department  

 (3) Marketing Department 

 (4) Customer Service Department 

 (5) Department of Administration 

 (6) Human Resources Department 

 (7) Finance Department 

 (8) Logistics and Supply Chain Management Department 

 (9) Information Technology (IT) Department 

 

6. Number of years the company has been in existence 

 (1) 1 years  

 (2) 2  years 

 (3) 3  years 

 (4) 4 years 

 (5) 5 years  

7. Years of service in current company  

(1) within 1 year 

(2) 1 to 2 years  

(3) 2 to 3 years 

(4) 3 to 4 years 

(5) 4 to 5years 
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Part 2:  

inquiring the current situation of the employees of startups in Guangxi, China. 

 

Transformational Leadership 

Dimension No Options 5 4 3 2 1 
Morale 

Modeling 
 

1 He/she is impartial and does not seek 
personal gain. 

     

2 He/she suffers first and enjoys later.      
3 He/she works with full dedication 

regardless of personal gain or loss. 
     

4 He/she sacrifices personal gain for the 
good of the organization. 

     

5 He/she puts the interests of the 
collective and others above personal 
interests.  

     

Visionary 
Motivating 

 

6 He/she makes employees aware of the 
organization's growth prospects. 

     

7 He/she makes employees aware of the 
organization's business philosophy and 
development goals. 

     

8 He/she explains to employees the 
significance of the value of the work 
done. 

     

9 He/she paints a desirable future for all.      
Charisma 
leadership 

 

10 He/she has excellent business skills.       
11 He/she is open-minded and has a 

strong sense of creativity. 
     

12 He/she loves his/her job and has a 
strong sense of commitment and drive. 

     

13 He/she is very committed to his/her      
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Dimension No Options 5 4 3 2 1 
work and always maintains a high level 
of enthusiasm. 

Individualized 
Consideration 

 

14 He/she will take into account the 
individual employee's realities in 
his/her dealings with the employee. 

     

15 He/she is willing to help employees 
with life and family challenges. 

     

16 He/she is able to communicate with 
the employees frequently to 
understand their work, life and family 
situation. 

     

17 He/she patiently teaches employees 
and answers their questions. 

     

Contingent 
Reward 

18 He/she offered me help in exchange 
for my hard work. 

     

 19 He/she negotiates in a specific form 
who is responsible for accomplishing 
the performance goals. 

     

 20 He/she clearly depicts what the 
individual gets when performance goals 
are met. 

     

 21 When I meet expectations, he/she 
expresses satisfaction.  

     

Management 
by Exception 

22 He is well aware of all the mistakes I 
have made at work. 

     

23 He/she will focus all his/her energy on 
resolving misunderstandings, 
complaints and failures. 

     

 24 To meet the criteria, he/she directs my      
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Dimension No Options 5 4 3 2 1 
attention to avoiding mistakes. 

 25 He/she focuses on irregularities, errors, 
exceptions and deviations. 

     

Contingent 
Punishment 

26 He/she would impose penalties on 
employees when they failed to 
complete tasks. 

     

 27 He/she will take clear negative 
consequences for underperforming 
employees. 

     

 28 He/she will take punitive action if an 
employee's performance is not up to 
standard. 

     

 29 He/she often ensures that tasks are 
completed by threatening punishment. 

     

Process 
Control 

30 He/she regularly check the workflow of 
employees to ensure they are 
following company standards. 

     

 31 He/she will monitor employees' work in 
detail to ensure that tasks are 
completed on time. 

     

 32 He/she intervene immediately when an 
employee's work deviates. 

     

 33 He/she frequently adjust workflow to 
improve efficiency. 

     

 34 He/she will correct employees' 
mistakes in a timely manner during the 
work process. 
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Work Engagement 

Dimension No Options 5 4 3 2 1 
vigor 

 
35 I feel full of energy at work.      
36 I feel strong and vigorous at work.      
37 I can keep up my energy for a long time.      
38 I am excited about my work.      

Dedication 
 

39 Work inspires me.      
40 As soon as I wake up in the morning, I 

want to go to work. 
     

41 When work is stressful, I feel happy.      
42 I am willing to go the extra mile and put 

in the extra time for my work. 
     

Absorption 
 

43 I'm immersed in my work.      
44 I am able to maintain a high level of 

concentration and focus for long periods 
of time at work. 

     

45 Time always goes by extraordinarily fast 
when I'm immersed in my work. 

     

46 I get to the point where I forget myself 
when I'm working. 

     

Work 
Meaningful

ness 

47 I find deep meaning in my work.      
48 I find my work of great value to me 

personally. 
     

49 My job gives me a sense of fulfilment 
because it makes me feel like I'm 
growing and developing. 

     

50 I find my work vital to the success of the 
organisation. 
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Employee Performance 

Dimension No Options 5 4 3 2 1 
Task 

Performance 
 

51 I am clear about my work objectives and 
job responsibilities. 

     

52 I will strictly fulfill the duties of the 
position as stated in the job description. 

     

53 I will complete my work according to the 
assessment criteria. 

     

54 I have the specialized knowledge 
required for my position. 

     

55 I have the professional skills required for 
my position. 

     

relationship 
Performance 

 

56 I can take the initiative to solve 
problems at work without shirking my 
job responsibilities. 

     

57 I often help coworkers or subordinates 
and work with team members. 

     

58 I fully support assisting my superiors.      
59 I'm very conscious of my personal 

appearance, demeanor, and respect for 
others. 

     

60 Outside of work, I often do things to 
maintain the image of the unit and 
benefit the development of the unit. 

     

61 I strictly adhere to professional ethics 
and norms. 

     

learning 
Performance 

 

62 I insist on learning new knowledge and 
skills. 

     

63 I am satisfied with the progress I have 
made in my studies. 
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Dimension No Options 5 4 3 2 1 
64 I can always use the new skills I've 

learned to solve problems on the job. 
     

65 I consider myself to be a highly capable 
and efficient learner. 

     

innovative 
Performance 

 

66 I acquire new working methods, 
competencies and tools through 
learning. 

     

67 I can always adapt to new jobs, changes 
in the environment. 

     

68 I am often able to come up with 
innovative and practical ideas or 
thoughts. 

     

69 I often come up with innovative 
solutions to problems at work. 
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Appendix D 
The Results of the Quality Analysis of Research Instruments 
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Content validity 
Testability of Item Variable Congruence Index 

No Scales 
Expert 

Total 
IOC 

value 
Evaluation 

1 2 3 
1 He/she is impartial and does not 

seek personal gain. 
1 1 1 3 1 Consistent 

2 He/she suffers first and enjoys 
later. 

1 1 1 3 1 Consistent 

3 He/she works with full dedication 
regardless of personal gain or loss. 

1 0 1 2 0.67 Consistent 

4 He/she sacrifices personal gain for 
the good of the organization. 

1 1 1 3 1 Consistent 

5 He/she puts the interests of the 
collective and others above 
personal interests. 

1 1 1 3 1 Consistent 

6 He/she makes employees aware of 
the organization's growth 
prospects. 

1 1 0 2 0.67 Consistent 

7 He/she makes employees aware of 
the organization's business 
philosophy and development 
goals. 

1 1 1 3 1 Consistent 

8 He/she explains to employees the 
significance of the value of the 
work done. 

1 1 1 3 1 Consistent 

9 He/she paints a desirable future for 
all. 

1 1 1 3 1 Consistent 

10 He/she has excellent business 
skills. 

1 1 1 3 1 Consistent 

11 He/she is open-minded and has a 
strong sense of creativity. 

1 1 1 3 1 Consistent 
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No Scales 
Expert 

Total 
IOC 

value 
Evaluation 

1 2 3 
12 He/she loves his/her job and has a 

strong sense of commitment and 
drive. 

1 0 1 2 0.67 Consistent 

13 He/she is very committed to 
his/her work and always maintains 
a high level of enthusiasm. 

1 1 1 3 1 Consistent 

14 He/she will take into account the 
individual employee's realities in 
his/her dealings with the 
employee . 

1 1 1 3 1 Consistent 

15 He/she is willing to help 
employees with life and family 
challenges. 

1 1 1 3 1 Consistent 

16 He/she is able to communicate 
with the employees frequently to 
understand their work, life and 
family situation. 

1 1 1 3 1 Consistent 

17 He/she patiently teaches 
employees and answers their 
questions. 

1 1 1 3 1 Consistent 

18 He/she offered me help in 
exchange for my hard work. 

1 1 0 2 0.67 Consistent 

19 He/she negotiates in a specific form 
who is responsible for 
accomplishing the performance 
goals. 

1 1 1 3 1 Consistent 

20 He/she clearly depicts what the 
individual gets when performance 
goals are met. 

1 1 1 3 1 Consistent 
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No Scales 
Expert 

Total 
IOC 

value 
Evaluation 

1 2 3 
21 When I meet expectations, he/she 

expresses satisfaction.  
1 1 1 3 1 Consistent 

22 He is well aware of all the mistakes 
I have made at work. 

1 1 1 3 1 Consistent 

23 He/she will focus all his/her energy 
on resolving misunderstandings, 
complaints and failures. 

1 1 1 3 1 Consistent 

24 To meet the criteria, he/she directs 
my attention to avoiding mistakes. 

1 1 1 3 1 Consistent 

25 He/she focuses on irregularities, 
errors, exceptions and deviations. 

1 1 1 3 1 Consistent 

26 He/she would impose penalties on 
employees when they failed to 
complete tasks. 

1 1 1 3 1 Consistent 

27 He/she will take clear negative 
consequences for underperforming 
employees. 

1 1 1 3 1 Consistent 

28 He/she will take punitive action if 
an employee's performance is not 
up to standard. 

1 1 1 3 1 Consistent 

29 He/she often ensures that tasks are 
completed by threatening 
punishment. 

1 1 1 3 1 Consistent 

30 He/she regularly check the 
workflow of employees to ensure 
they are following company 
standards. 

1 1 1 3 1 Consistent 

31 He/she will monitor employees' 
work in detail to ensure that tasks 

1 0 1 2 0.67 Consistent 
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No Scales 
Expert 

Total 
IOC 

value 
Evaluation 

1 2 3 
are completed on time. 

32 He/she intervene immediately 
when an employee's work 
deviates. 

1 1 1 3 1 Consistent 

33 He/she frequently adjust workflow 
to improve efficiency. 

1 1 1 3 1 Consistent 

34 He/she will correct employees' 
mistakes in a timely manner during 
the work process. 

1 1 1 3 1 Consistent 

35 I feel full of energy at work. 1 1 1 3 1 Consistent 
36 I feel strong and vigorous at  

work. 
1 1 1 3 1 Consistent 

37 I can keep up my energy for a long 
time. 

1 1 1 3 1 Consistent 

38 I am excited about my work. 1 1 1 3 1 Consistent 
39 Work inspires me. 1 1 1 3 1 Consistent 
40 As soon as I wake up in the 

morning, I want to go to work. 
1 1 1 3 1 Consistent 

41 When work is stressful, I feel 
happy. 

1 1 1 3 1 Consistent 

42 I am willing to go the extra mile 
and put in the extra time for my 
work. 

1 1 1 3 1 Consistent 

43 I'm immersed in my work. 1 1 1 3 1 Consistent 
44 I am able to maintain a high level 

of concentration and focus for long 
periods of time at work. 

1 1 1 3 1 Consistent 

45 Time always goes by extraordinarily 
fast when I'm immersed in my 

1 1 1 3 1 Consistent 
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No Scales 
Expert 

Total 
IOC 

value 
Evaluation 

1 2 3 
work. 

46 I get to the point where I forget 
myself when I'm working. 

1 1 1 3 1 Consistent 

47 I find deep meaning in my work. 1 1 0 2 0.67 Consistent 
48 I find my work of great value to me 

personally. 
1 1 1 3 1 Consistent 

49 My job gives me a sense of 
fulfilment because it makes me 
feel like I'm growing and 
developing. 

1 1 1 3 1 Consistent 

50 I find my work vital to the success 
of the organisation. 

1 1 1 3 1 Consistent 

51 I am clear about my work 
objectives and job  
responsibilities. 

1 1 1 3 1 Consistent 

52 I will strictly fulfill the duties of the 
position as stated in the job 
description. 

1 1 1 3 1 Consistent 

53 I will complete my work according 
to the assessment criteria. 

1 1 1 3 1 Consistent 

54 I have the specialized knowledge 
required for my position. 

1 1 1 3 1 Consistent 

55 I have the professional skills 
required for my position. 

1 1 1 3 1 Consistent 

56 I can take the initiative to solve 
problems at work without shirking 
my job responsibilities. 

1 1 1 3 1 Consistent 

57 I often help coworkers or 
subordinates and work with team 

1 1 1 3 1 Consistent 
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No Scales 
Expert 

Total 
IOC 

value 
Evaluation 

1 2 3 
members. 

58 I fully support assisting my 
superiors. 

1 0 1 2 0.67 Consistent 

59 I'm very conscious of my personal 
appearance, demeanor, and 
respect for others. 

1 1 1 3 1 Consistent 

60 Outside of work, I often do things 
to maintain the image of the unit 
and benefit the development of 
the unit. 

1 1 1 3 1 Consistent 

61 I strictly adhere to professional 
ethics and norms. 

1 1 1 3 1 Consistent 

62 I insist on learning new knowledge 
and skills. 

1 1 1 3 1 Consistent 

63 I am satisfied with the progress I 
have made in my studies. 

1 1 1 3 1 Consistent 

64 I can always use the new skills I've 
learned to solve problems on the 
job. 

1 1 1 3 1 Consistent 

65 I consider myself to be a highly 
capable and efficient learner. 

1 1 1 3 1 Consistent 

66 I acquire new working methods, 
competencies and tools through 
learning. 

1 1 1 3 1 Consistent 

67 I can always adapt to new jobs, 
changes in the environment. 

1 1 1 3 1 Consistent 

68 I am often able to come up with 
innovative and practical ideas or 
thoughts. 

1 1 0 2 0.67 Consistent 
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No Scales 
Expert 

Total 
IOC 

value 
Evaluation 

1 2 3 
69 I often come up with innovative 

solutions to problems at work. 
1 1 1 3 1 Consistent 

Total 69 65 65 199 66.36  
S-IOC/Ave 0.962 Congruent 
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Descriptives 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure D.1    Sample statistical characteristics(n=541) 

 

 

 

Figure D.2    Sample statistical characteristics(n=541)--Transformational Leadership 
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Figure D.3   Sample statistical characteristics(n=541)--Transactional Leadership  

 

Figure D.4    Sample statistical characteristics(n=541)--Work Environment  
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Figure D.5    Sample statistical characteristics(n=541)--Employee Performance  
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Confirmatory Factors Analysis (CFA) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure D.6    Confirmatory Factors Analysis for Transformational Leadership 

 

Figure D.7    Confirmatory Factors Analysis for Transformational Leadership 
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Figure D.8    Confirmatory Factors Analysis for Transformational Leadership 

  

 

Figure D.9    Confirmatory Factors Analysis for Transformational Leadership 
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Figure D.10    Confirmatory Factors Analysis for Transactional Leadership 

 

Figure D.11    Confirmatory Factors Analysis for Transactional Leadership 
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Figure D.12    Confirmatory Factors Analysis for Transactional Leadership 

 

Figure D.13    Confirmatory Factors Analysis for Transactional Leadership 

 



286 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure D.14    Confirmatory Factors Analysis for Work Engagement 

 

Figure D.15    Confirmatory Factors Analysis for Work Engagement 
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Figure D.16    Confirmatory Factors Analysis for Work Engagement 

 

Figure D.17    Confirmatory Factors Analysis for Work Engagement 

 



288 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure D.18    Confirmatory Factors Analysis for Employee Performance 

 

Figure D.19    Confirmatory Factors Analysis for Employee Performance 
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Figure D.20    Confirmatory Factors Analysis for Employee Performance 

 

Figure D.21    Confirmatory Factors Analysis for Employee Performance 

 



290 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure D.22    Correlation analysis 

 

 

Figure D.23    Correlation analysis 
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Figure D.25    Path Analysis 

 

 

 

Figure D.24    Path Analysis 
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Figure D.26    Intermediation Test 

 

 

 

Figure D.27    Intermediation Test 
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Figure D.29    SEM 

 

Figure D.28    Intermediation Test 
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Figure D.30    SEM 

 

Figure D.31    SEM 
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Figure D.32    SEM 
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