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Leadership Influence over Employees Engagement and Performance

Introduction
To achieve their goals, organizations rely on the effective use of their resources, which can be human resources, financial, technical resources, or raw material resources. The most important part of an organization is human resources, as all businesses depend on people. Managing people is a key factor in achieving proposed goals and success. As stated by Armstrong and Taylor (2023), it is a leader’s role to obtain and develop employees to be capable, skilled, and engaged, to manage their performance, ensure there are rewarded for their capabilities, ensure a positive interpersonal relationship, create a good work environment to provide employees with the job satisfaction they need to be motivated, engaged and perform better. In a competitive business environment, leadership plays a crucial role in influencing employees’ attitude towards their work, in motivating and increasing their productivity. Effective leadership value people who work within the organization, ensuring their well-being and enhancing their skills and capabilities to perform better.
Despite the multitude of studies on leadership, there are still gaps in better understanding the way leadership influences employees’ engagement and performance in organizational settings. Organizational behaviour can be challenging for leaders in their role to motivate and influence their employees in their commitment and performance, especially in cross-culture teams, where diversity must be respected and people treated fairly. Leaders need to have good people skills. Organizational behaviour is “like an iceberg, has a small visible dimension and a much larger hidden portion” (Robbins et all, 2015). On the surface there can be seen the organizational objectives and goals, structure, culture, policies, technology, chain of command, but under the surface there are the thing leadership needs to understand and manage, that being the things that influence how people, commit and perform.
.
Background
Employees engagement and performance is widely known to be critically shaped through different leadership styles, yet the process remains disputed. According to Khan (1990), employees’ engagement, known to be the emotional investment people put in work, is essential in organizational productivity and effectiveness. Higher engagement is linked to transformational and servant leadership styles, while transactional leadership points to optional compliance (Helalat et al., 2025). While several studies reflect the motivational influence of leadership, others emphasize the importance of organizational culture, industry, and work environment as influencers (Mehrad et all, 2020). Therefore, the different opinions in research highlight a gap in understanding the influence of leadership in people management to engage and perform towards organizational goals. 
Instead of collecting new data, this study will critically analyse existing literature (books, academic research, journals, reports), to examine how different leadership styles can positively influence employees engagement and performance, directly or indirectly, highlighting the leaders ability to shape employees’ experiences, capabilities and outcomes through their interaction, attitude and decisions. The study discovers key patterns, relationships between leadership, engagement and performance concepts, and gaps in researched information.

Problem Statement
Organizations often encounter obstacles in their projects to achieve organizational goals, one of them being the low employees’ engagement and performance, due to poor leadership skills. Employees register low productivity when leadership behaviour within an organization is lacking adaptability, empathy, trust, and people skills, affecting the company’s reputation, as well as the personnel engagement and performance (Sajjad, 2024). Even with all the research regarding leadership influence on employees, is still not clear which leadership style is the most suitable to direct towards achieving goals and add value to the organization. Therefore, the review and analysis of existing research will give a better understanding about the relationship between leadership and employees’ engagement and performance.

Research Aim
The aim of the study is to understand the relationship between employees’ engagement and performance, and to examine how leadership influences this relationship in the workplace, by analysing existing studies and theories, to reveal patterns, inconsistencies, and gaps in knowledge.

Research Objectives
1. To understand the concept of employees’ engagement, performance, and leadership within organizational settings.
2. To examine the relation between engagement and performance.
3. To investigate the role of leadership in the engagement – performance rapport.
4. Analyse employees’ behaviour under different leadership styles.

Research Questions

1. How are the concepts of leadership, employee engagement, and performance defined in organisational literature?
2. How does employees’ engagement relate to employees’ performance according to previous studies?
3. What leadership practices are most successful in influencing employees’ engagement and performance?
4. How do employees respond to different leadership approaches?

Research Hypothesis
· H1: Employees’ engagement is positively associated with employees’ performance, and leadership is defined as a crucial factor of influence for both engagement and performance.
· H2: Employees engagement has a positive effect on employees’ performance.
· H3: Leaders who adopt a motivational style and provide regular feedback are more successful to improve employees’ engagement and performance.
· H4: The effectiveness of leadership style varies by employees’ features, such as role, individual motivation, culture.

Rationale of the Study
Reviewing the literature shows that definitions vary, not always being consistent, therefore the need analysing and synthesising research studies. Literature supports the transactional leadership as an influencer of engagement and performance, but employee’s perception of leadership style may differ, studies referring to organizational behaviour as a challenge for each leadership approach.

Purpose of the Study
The purpose of the study is to analyse the influence of leadership on employee’s engagement and performance within organisational settings by reviewing academic literature. The study aims to identify the link between engagement and performance and to analyse employees’ behaviour and productivity under different leadership style. In the end, the study will provide theoretical understanding for organisational leaders looking to improve employees’ engagement and performance.

Literature Review
As this study is based on secondary research, the literature review critically analyses existing studies on leadership, engagement, and performance, providing a profound understanding of the influence of leadership over employees’ productivity and well-being. The research shows that leadership plays a crucial role in shaping employees’ engagement and performance by examining concepts, theories, and relevant statements, and by finding gaps in existing knowledge.
Leadership is widely recognized to be a critical factor that, through behaviour and leading methods, influences motivation, productivity, and commitment (Priyanti et al., 2025). There are various leadership styles, each providing different outcomes in delivering engagement and performance. From the autocratic style, where the leader makes decision without involving others, to the transformational style, where the leader motivates and inspires others, the organizational behaviour differ, affecting the organizational performance as well. Studies have shown that the transformational leadership style is the most associated with higher performance, as the employees are supported and motivated, aligning with organizational goals (Priyanti et al., 2025). 
Other styles also have an impact over engagement, but in different manners: The democratic leadership encourages collaboration and ownership, increasing performance, while autocratic and laissez-faire styles, decrease engagement and performance, due to limitation of expression.
Employees engagement is, according to Harter et al. (2002), the individual’s satisfaction and enthusiasm in work involvement. Saks (2006) divided the engagement in two categories: job engagement, where the employee is engaged in the work role, and organizational engagement, performing as part of the organization. Employee engagement appears to be the link between leadership and performance. Engaged individuals execute higher task performance, show better organizational behaviour and innovative spirit (Pryianti et al., 2025). An effective leadership must also possess emotional intelligence and cultural intelligence, especially when collaborating with cross-cultural teams. 
Despite extensive research on leadership and its impact on performance, there are still gaps regarding leadership influence. Leadership styles don’t affect everyone in the same manner. There are still inquiries about personality traits, like introverts and extraverts individuals; in cross-cultural organizations, there are different cultural values, like collectivism versus individualism; not everyone has the same capabilities, aor can multi-task, therefore leadership can’t apply the same style and get the same level of engagement and performance. There should be more research on the timing and the methods of applying leadership.

Research Methods and Methodology
The study will use a secondary research methodology. Data will be collected from existing research, like books on leadership management, people management, published thesis and dissertations relevant to the topic of the study, academic journals, online academic databases, like, Google Scholar, Research Gate, government sites, university sites. 
The selected research philosophy is Interpretivism. As a secondary data research, the study is focusing on understanding and analysing existing concepts, experiences, and perspectives from journal articles, academic writings, books, and interpret previous findings on leadership, employee engagement, and performance. 
The three traits are shaped by human behaviours, perceptions, culture, and leadership styles; therefore, an interpretivist approach is appropriate for analysing social behaviour rather than measure numerical connections.
The research paradigm is Interpretivism, as the study is concerned with interpreting existing literature to better understand the influence of leadership over employees’ engagement and performance, by analysing meanings, points of view and interpretations of social aspects, like leadership styles, organizational behaviour, human behaviour, values in organizations. The Interpretivism paradigm research supports the study by understanding different explained views of leadership.
The research approach is Deductive, using existing theories to assess findings from previous studies, like Transformational Leadership Theory, Social Exchange Theory. 
The Research methodology is Secondary research, and the Research strategy is Systematic Literature Review. Second data will be collected from credible sources like academic journals, academic databases, like Google Scholar, Science Direct, ResearchGate, books they make writings on leadership, human resources, and CIPD. Other studies published within the last ten - fifteen years will be used to support other findings. The data collected is analysed through thematic analysis, Coding of key concepts (like motivation, trust, communication), identification of themes like leadership styles, leadership-employees relationship, empowerment. Commitment, organisational behaviour. There will be also comparisons of findings across different views. The process will synthetise patterns and relationships from numerous studies.
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