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Employee engagement plays a crucial role in the work environment. It
impacts on their behaviours, attitudes, performance, productivity, turnover,
business outcomes etc. Based on this critical importance, the conducted
study will provide insight on follower engagement and highlight the impact
of leadership styles. It will examine the effects of transactional and
transformational leadership on employees’ engagement. Leadership is not
the only driver of employee management but studies have shown that it is a
key antecedent of engagement. Leaders should pay attention to their
behaviour and their leadership style. This study tried to link the leader’s
behaviours and follower engagement. The study sample comprised of 53
employees from a second level bank in Albania. The study recommends that
leaders should be aware that transformational style is important and
implement it.
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Introduction
The problems faced by organizations today as well as challenges in the
context of global competition have led organizational leaders to confront
more issues that require long-term solutions. Rapid changes, technological
advancements, responsiveness, diverse workforce, reducing organizational
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levels need a specific attention. Managing all these pressures and challenges
clearly determine the vital impact of leaders on the organizational success.
Managing talent and human capital is a priority in the business competitive
environment. Lots of efforts are put by companies to recruit the talented
staffs, to develop them, to promote them, to keep them satisfied and retain
within organization. Several strategies are pursued to motivate them but in
some cases they are not enough to keep the employee within the
organization, to keep them involved, committed and engaged as many top
performers resign, in order to join the competitors. As the quality has
become a global issue of concern, decision making requires more
participation and 'esprit de corps'. In this perspective organizations are
becoming more and more interested in the leadership styles and the effect
that they produce in follower engagement and organizational success. The
purpose of this study is to analyze and to examine the influence of
transformational and transactional leadership styles to follower engagement.
Leadership in organizations is exercised by managers. In this article leaders
will refer to those individuals who are such because of their formal position
in the organization, that derive from the role of manager.
Employee engagement is an emerging concept in the HRD
literature, with demonstrated organizational benefits (Wollard & Shuck,
2011) and positive consequences (Saks, 2006). It has been identified as a key
success driver for any organization (Song, Kolb, Lee, & Kim, 2012). Human
capital is used to achieve organizational goals, to increase productivity.
Leaders expect from them to be proactive and to take initiatives. In this
context employee engagement is very important for organizations outcomes.
It is the leader’s duty to focus on the strategies how to keep the employees
highly engaged. This goes naturally with the role of leader as he is described
as the ability to influence and inspire the performance of those around them
with an active and spontaneous attitude (Jolson, J, Dubinsky, Yammarino, &
Comer, 1993).

Employee Engagement
Most of what has been written about employee engagement refers it as a
psychological state, traits and behaviors. William Kahn provided the first
conceptualization of employee engagement. He described it as the
“harnessing of organizational members’ selves to their work roles; people
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employ and express themselves physically, cognitively, and emotionally
during role performances” (Kahn, 1990). In this approach the organizational
engagement is related with different personal and work characteristics,
psychologically and physically. The physical expression is related with
physical energies in order to accomplish their role performance. The
cognitive aspect includes the employee beliefs in term of their work, leader
and institution. The emotional part concerns with the emotions, feelings
that the employees have about the above mentioned variables. If we follow a
historical perspective we find traces of this concept in the Maslow's model of
Hierarchy of Needs. In the lower part of the pyramid there were placed the
lower level needs, physiological and safety needs (Maslow, 1943). Nowadays
the employees cannot be retained only accomplishing these lower needs.
Organizations should focus on the needs of higher levels, such as the needs
of evaluation and self-actualization. Further employee engagement has been
defined as emotional and intellectual commitment to the organization
(Baumruk, 2004; Richman, 2006; Shaw, 2005). According to Schmidt et al
(1993) organizational engagement means "an employee's involvement with,
commitment to, compromise to, determine to and satisfaction with work’’.
Other authors link the concept with job satisfaction. Truss et al (2006)
define employee engagement simply as ‘passion for work’. But engagement it
is not equivalent of job satisfaction which represents the attitude toward
work. Sometimes job satisfaction may conclude to job engagement, but not
in all cases. For instance a doctor may like his job but may not like the
director of the hospital or the work conditions. The concept of
organizational engagement is related to the scale that employees are
committed to their organization and are interested in staying in it. It is
related with an attitude oriented in the future, that predicts the future of the
employee within the organization. Thus it might be a good predictor of
turnovers. According to Saks (2006) the antecedents of employee
engagement were job characteristics, perceived organizational support,
perceived supervisor support, rewards and recognition, procedural justice
and distributive justice.
Employee engagement has been shown to have a statistical
relationship with productivity, profitability, employee retention, safety, and
customer satisfaction (Buckingham & Coffman, 1999; Coffman & GonzalezMolina, 2002). The results obtained by the research conducted by Hewitt
Associates (2004) show that high engagement produce high business
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performance. It is also found that employee engagement is directly related
to business financial performance (Frank, Finnegan, & Taylor, 2004).
There are several classifications of engagement. One of the provided
by Gallup, which has divided it into three distinct categories: engaged, not
engaged and actively disengaged. The first type is the model of employee
that an organization wants. Fully committed, dedicated, works with passion,
gives the best at work in order to accomplish the organizational goals. The
second type of employee engagement is related to those who have problems
which affects their engagement level. The factors may be several, but not
everything is lost as these employees are not bad and with the right
strategies from the leader they may pass to a more active condition and
tuned into engaged ones. The last type is the worst one as they are
ineffective, unproductive and can damage the organization. They do not
make too much effort at work, withdraw from activities, believe they have
the right to get paid just because they are at work, and it's management
work to solve problems.

Leadership Styles and Employee Engagement
Organizations intend to have engaged employees and reduce turnover. For
this reason they spend lots of efforts and resources to improve employee
engagement. Theoretically, leadership is a key antecedent of engagement
(Xu & Thomas, 2011). Buckingham & Coffman (1999) highlighted that the
right people in the right roles with the right managers drive employee
engagement. Robinson (2006) stipulate that employee engagement can be
achieved through the creation of an organizational environment where
positive emotions such as involvement and pride are encouraged, resulting
in improved organizational performance, lower employee turnover and
better health. Atwater & Brett (2006) argue that “employee engagement
includes facets of work on which leaders can take action. Thus leaders
should pay attention to their behavior and their leadership style. This might
be a good strategy in order to ensure follower engagement.
Being part of an environment with a great impact on globalization,
with a fierce competition that imposes the need for change and efficiency,
organizations are heading towards restructuring and we are shifting from
traditional hierarchical structures, with multiple levels of management, to
more flat stems. Scholars have suggested different frameworks and
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perspectives of leadership. Old, traditional leadership styles, command and
control, from top to bottom, are seen as coming out of fashion, both archaic
and not fruitful. In this regard, organizations are increasingly orienting
themselves by the participatory styles of employees, in which the degree of
freedom and participation and the greater use of their skills has been
irrationally used up to now.
Lawler & Worley (2006) argue that employees must be given power
in order to achieve a high level of engagement. The focus of power has
changed from previous decades and has become more transformative and
motivating at the same time. Empowering employees to accomplish the
organizational objectives is a prerequisite for making them effective. Leaders
who want to build high performance teams should be aware of the
important role played by the employee in team dynamics and team
performance. According to Jamieson & O’Mara (1991) the leader that
empowers the employees will behave as a colleague rather than as a boss,
relying on influence, respect. Other authors argue that the leaders should be
like mirrors to reflect their behaviors. If managers aren‘t engaged it’s
unlikely employees will respond to any efforts to engage them (Soltis, 2004).
In contemporary literature there are discussed several leadership
theories. Attention has drawn on two styles of leadership such as
transactional and transformational leadership. Theoretical work has
suggested a key role for transformational leadership in engagement (Macey
& Schneider, 2008). This leadership has gained widespread attention since
the 90s to the present day. These leaders transform, inspire, and empower
followers by creating changes in their goals, values, needs, beliefs and
aspirations. Unlike transformational leadership, leaders who use
transactional approach do not intend to change the future; they simply
pursue the existing principles. According to Bass (1985) conceptualization of
transformational leader has four factors such as:
- Idealized influence: indicates employees that trust, have faith and respect
and identify with their leader.
- Inspirational motivation: is related to the degree that a leader provide
vision and meaning, significance in their work.
- Intellectual stimulation: refers to the degree that a leader boosts and
stimulate the employee to be creative in their way of thinking and also
adaptive.
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- Individualized consideration: indicates the degree which leader show
support for employee’s needs and their wellbeing.
On the other hand transactional leadership elaborated by Bass relies on the
hypothesis that followers are motivated by the system of rewards and
punishments. According to Bass (1985) conceptualization of transactional
leadership has three factors such as: management by active exception,
management by passive exception and contingent reward.
Over the years, the link between leadership and employee
engagement has attracted the attention of many scholars. Their results are
shown in the following table.
Transformational leadership
(Schaufeli & Bakker,
2004)

(May,
Gilson,
&
Harter, 2004)
(Ancarani, Mauro, &
Giammanco, 2008)
(Macey & Schneider,
The
meaning
of
employee
engagement, 2008)
(Shuck, 2009)

(Woodcock, 2012)
(Bezuidenhout
Schultz, 2013)

(Breevaart,
2013)

et

&

al.,

Two variables in the individual
consideration
dimension
positively
related
with
employee engagement.
Significaly correlated.
Positively predict engagement.
Impact state engagement and
trust.

Transformational
leadership
will
lead
to
employee
engagement
Important
predictor
of
employees’ state engagement
Transformational
leadership
style and employee engagement
are related to one another and
should
be
considered
holistically.
Transformational
leadership
and
contingent
reward
contributed
to
a
more
favourable work environment
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Based on the table above summarizing the most significant results
of the studies, the following two hypotheses are raised:
Hypothesis 1: There is a significant relationship
transformational leadership and engaged employees.

between

Hypothesis 2: There is no significant relationship between
transactional leadership and engaged employees.

Methodology
In this study, we have tried to identify whether, in the Albanian context, the
style of leadership influences the engagement of the employees. The
methodology followed in this paper has a quantitative approach.
Questionnaires were used to identify the leadership style and the
engagement of the employee. For the identification of the leadership style
Multifactor Leadership Questionnaire (MLQ) Form 5X was used in order to
measure seven factors, such as: Idealized influence, Inspirational motivation,
Intellectual stimulation, Individual consideration, Contingent reward,
Management‐by‐exception, Laissez‐faire. For the measurement of
engagement, The Gallup Q12 Employee Engagement Questionnaire was
used, that measure three classifications, engaged, not engaged and actively
disengaged. The questionnaire was distributed physically among the
employees of a banking institution in Albania. There were a total of 53
responses from 100 distributed questionnaires.

Analysis of results
The study involved 53 employees of a bank in Albania, where 68% were men
and 32% were women, all with a high level of education.
Respondents were asked about the perception they have on the
leadership style that their director pursues, and their engagement at work
(employees’ engagement). Responses are measured with a Likert scale of 1-5.
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Regressive analysis
For data analysis the statistical program SPSS, was used. We have
individually measured the impact that each leadership style has on the types
of engagement of the employee.
The influence of leadership style on engaged employee
It has been tested for linkage between leadership style features and engaged
employee, through simple linear regression analysis. With a confidence level
of 95%, the results show that only two features of the transformational
leader, namely intellectual stimulation and idealized influence, affect the
engaged employee.

Variables

Beta coefficient

P value

Management‐by‐ active exception

0.184

0.051

Contingent Reward

-0.115

0.178

Management‐by‐ passive exception

0.0805

0.544

Intellectual stimulation

0.2415

0.0041

Idealized influence

0.2875

0.026

Individual consideration

0.092

0.265

Inspirational motivation

0.2185

0.0547

None of the three components of transactional leadership: Management‐by‐
active exception, Contingent Reward, Management‐by‐ passive exception,
contributes substantially to engaged employee.
The influence of leadership style on actively disengaged employee
It has been tested for linkage between leadership style features and
normative engagement, through simple linear regression analysis. With a
confidence level of 95%, the results show that only two features of the
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transformational leader, namely Management by active exception and
Contingent Reward affect the actively disengaged employees.

Variables

Beta coefficient

P value

Management‐by‐ active exception

0.277725

0.00408

Contingent Reward

0.330625

0.02587

Management‐by‐ passive exception

0.2116

0.050745

Intellectual stimulation

0.092575

0.54128

Idealized influence

-0.13225

0.17711

Individual consideration

0.1058

0.263675

Inspirational motivation

0.251275

0.054427

None of the components of transformational leadership contributes
substantially to actively disengaged employees.
The influence of leadership style on not engaged employee
It has been tested for linkage between leadership style features and not
engaged employee, through simple linear regression analysis. With a
confidence level of 95%, the results show that only two features of the
transactional leader, namely Management by active exception and
Contingent Reward affect the not engaged employee of the employees.

Variables

Beta coefficient

P value

Management‐by‐ active exception

0.575

0.004059

Contingent Reward

0.575

0.02685

Management‐by‐ passive exception

0.161

0.054154

Intellectual stimulation

0.1495

0.25472

Idealized influence

0.023

0.254

Individual consideration

0.2185

0.538574

Inspirational motivation

0.1265

0.176224
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None of the components of transformational leadership contributes
substantially to not engage employees.

Conclusion
The purpose of this study was to examine the relationship between
leadership styles and employee engagement in the Albanian context. Both of
two hypotheses were confirmed. The present study provides a contribution
in the literature in several ways. Intellectual stimulation and idealized
influence showed to affect the engaged employee. Regarding the
transactional leadership stipe the study showed that is related with not
engaged and actively disengaged employees.
Employee engagement is not a quick issue. It is an ongoing process
that needs to be encouraged by leaders and organization. Leaders should be
aware that transformational style is important and implement it.
To upcoming researches we suggest to expand the sampling that we
used in order to generate more accurate results and to undertake surveys in
more bank operators.
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