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Abstract
This dissertation examines the relationship between leadership styles and employee motivation within modern organisational environments. Leadership plays a significant role in shaping employee behaviour, engagement, and overall organisational performance. The study focuses on three widely recognised leadership styles: transformational, transactional, and laissez-faire leadership, and evaluates their influence on employee motivation and workplace productivity.
The research adopts a qualitative approach based on secondary data analysis. Academic literature, peer-reviewed journal articles, books, and credible organisational reports were analysed in order to explore existing knowledge regarding leadership behaviour and employee motivation. This approach allows the study to critically examine theoretical perspectives and empirical findings without the need for primary data collection such as surveys or interviews.
The findings from the literature indicate that transformational leadership is frequently associated with higher levels of employee engagement, motivation, and organisational commitment. Transactional leadership tends to focus on structured reward systems and performance monitoring, which may support short-term productivity but may not always encourage long-term motivation. In contrast, laissez-faire leadership, characterised by minimal managerial intervention, is often linked to lower employee satisfaction and reduced organisational effectiveness.
Overall, the study highlights the importance of effective leadership practices in promoting motivated and productive employees. Organisations that adopt leadership approaches emphasising communication, support, and professional development are more likely to enhance employee motivation and organisational performance.




Table of Contents
Abstract
Chapter 1: Introduction
1.1 Background of the Study
1.2 Research Problem
1.3 Research Aim
1.4 Research Objectives
1.5 Research Questions
1.6 Significance of the Study
1.7 Structure of Dissertation
Chapter 2: Literature Review
2.1 Introduction
2.2 Leadership Theories in Organisations
2.3 Transformational Leadership
2.4 Transactional Leadership
2.5 Laissez-Faire Leadership
2.6 Theories of Employee Motivation
2.6.1 Maslow’s Hierarchy of Needs
2.6.2 Herzberg’s Two-Factor Theory
2.6.3 Self-Determination Theory
2.7 Leadership Styles and Employee Motivation
2.8 Critical Evaluation of Existing Studies
2.9 Literature Gap
2.10 Conceptual Framework
Chapter 3: Research Methodology
3.1 Introduction
3.2 Research Philosophy
3.3 Research Approach
3.4 Research Strategy
3.5 Secondary Data Collection
3.6 Data Analysis Method
Ethical Considerations
3.8 Limitations of the Methodology
3.9 Reliability and Validity
Chapter 4: Results and Discussion
4.1 Introduction
4.2 Analysis of Secondary Data
4.3 Leadership Styles and Their Impact on Motivation
4.4 Discussion of Key Themes
4.5 Comparison with Previous Studies
Chapter 5: Conclusion and Recommendations
5.1 Introduction
5.2 Summary of Findings
5.3 Practical Recommendations for Organisations
5.4 Limitations of the Study
5.5 Suggestions for Future Research
6. Reference List

Chapter 1: Introduction
Background of the Study
Leadership has long been recognised as one of the most influential factors shaping organisational effectiveness and employee performance (Northouse, 2022; Robbins and Judge, 2021). Within modern organisations, leaders are expected not only to coordinate tasks and manage operational processes but also to inspire employees and cultivate a productive work environment. Effective leadership contributes to improved organisational performance by influencing employee attitudes, engagement, and commitment (Armstrong and Taylor, 2020). However, despite the recognised importance of leadership, many organisations continue to face persistent challenges related to employee motivation and engagement.
Employee motivation represents another critical factor in organisational success. Motivation refers to the internal and external forces that influence individuals to perform tasks, achieve objectives, and maintain commitment to organisational goals (Ryan and Deci, 2017). Motivated employees are generally more productive, demonstrate stronger organisational loyalty, and contribute positively to workplace culture. Conversely, low levels of motivation may result in reduced productivity, absenteeism, and increased employee turnover (Robbins and Judge, 2021). Despite this, many organisations struggle to maintain consistently high levels of employee motivation, suggesting that existing management practices may not fully address employees’ needs.
Among the numerous factors affecting employee motivation, leadership style has been identified as particularly significant (Gandolfi and Stone, 2018). Leadership style refers to the behavioural patterns and approaches adopted by leaders when guiding and influencing employees. Different leadership styles may generate varying organisational outcomes, particularly in relation to employee engagement and motivation (Northouse, 2022). While some leadership approaches promote empowerment and engagement, others may lead to reduced motivation and dissatisfaction among employees.
Several leadership styles have been widely discussed in management literature. Transformational leadership focuses on inspiring and empowering employees through vision, support, and intellectual stimulation (Bass, 1985; Bass and Avolio, 1994). Transactional leadership, in contrast, emphasises structured supervision and the use of rewards or penalties to achieve performance objectives (Judge and Piccolo, 2004). Another leadership approach, laissez-faire leadership, is characterised by minimal managerial involvement, allowing employees greater autonomy but potentially creating uncertainty regarding responsibilities and direction (Skogstad et al., 2017). However, there is ongoing debate regarding which leadership style is most effective in sustaining employee motivation across different organisational contexts.
In the United Kingdom, organisations are experiencing significant changes in workforce expectations and organisational structures. Developments such as technological innovation, digital transformation, and flexible working arrangements have altered how employees interact with management and perform their roles (Armstrong and Taylor, 2020). Employees increasingly seek meaningful work, supportive leadership, and opportunities for personal development (Ryan and Deci, 2017). As a result, leadership behaviour has become a critical factor in determining how employees perceive their work environment and their level of motivation.
Although existing studies suggest that leadership styles that prioritise communication, empowerment, and employee development are more likely to generate positive motivational outcomes (Goleman, 2000; Gandolfi and Stone, 2018), the evidence remains fragmented across different organisational contexts and industries. This makes it difficult to draw clear conclusions regarding the most effective leadership approaches for enhancing employee motivation.
Therefore, there is a need to synthesise existing research in order to develop a more comprehensive understanding of how leadership styles influence employee motivation. This study addresses this need by analysing secondary data from academic literature and organisational studies, with a particular focus on UK organisations.
1.2 Research Problem
Despite the widespread recognition of the importance of leadership in organisational performance, many organisations continue to face challenges related to employee motivation and engagement (Robbins and Judge, 2021). Research reports frequently indicate declining levels of employee satisfaction and increasing turnover rates in various sectors. These issues can often be traced to ineffective leadership practices that fail to address employees’ psychological and professional needs (Armstrong and Taylor, 2020).
In some organisations, managers adopt leadership approaches that focus primarily on short-term productivity or strict supervision. Although such approaches may generate immediate results, they may not support long-term motivation or employee commitment (Judge and Piccolo, 2004). Employees who perceive their leaders as unsupportive or overly controlling may experience reduced job satisfaction and lower engagement levels (Ryan and Deci, 2017).
At the same time, the growing diversity of modern workplaces means that employees have varying expectations regarding leadership behaviour. Employees increasingly value leaders who demonstrate transparency, provide constructive feedback, and encourage participation in decision-making processes (Gandolfi and Stone, 2018). Consequently, leadership styles that fail to adapt to these expectations may struggle to maintain motivated workforces.
Although numerous studies have examined leadership styles and employee motivation, existing research is often fragmented across industries and organisational contexts (Northouse, 2022). Many studies focus on specific sectors or geographical regions, making it difficult to draw broader conclusions about leadership effectiveness across organisations. Therefore, there is a need to review and synthesise existing research in order to identify common patterns and insights regarding leadership and motivation.
This study addresses this research problem by conducting a secondary analysis of existing literature on leadership styles and employee motivation. By reviewing previous studies and organisational research, the study seeks to provide a clearer understanding of how leadership practices influence motivation in UK organisations.
1.3 Research Aim
The aim of this research is:
To examine the relationship between leadership styles and employee motivation in UK organisations through a secondary analysis of existing academic literature and organisational studies.
1.4 Research Objectives
To achieve the research aim, the study will pursue the following objectives:
To examine the key leadership styles discussed in organisational and management literature.
To analyse the relationship between leadership styles and employee motivation.
To evaluate findings from previous studies examining leadership behaviour and motivation in organisational contexts.
To identify leadership practices that may improve employee motivation in UK organisations.
1.5 Research Questions
This research seeks to answer the following questions:
· How do leadership styles influence employee motivation in organisations?
· Which leadership styles are most effective in enhancing employee motivation?
· What leadership behaviours contribute to higher levels of employee engagement?
· How can organisations adopt leadership practices that strengthen employee motivation?
1.6 Significance of the Study
This study is important from both theoretical and practical perspectives. From an academic standpoint, the research contributes to existing knowledge by synthesising and analysing previous studies related to leadership styles and employee motivation (Bryman and Bell, 2018). By integrating findings from multiple sources, the study provides a broader understanding of leadership effectiveness within organisational environments.
From a practical perspective, the research may assist organisational leaders and managers in identifying leadership behaviours that encourage employee engagement and commitment (Armstrong and Taylor, 2020). Understanding how leadership approaches influence motivation can support the development of leadership training programmes and management strategies designed to improve workplace performance.
Furthermore, as organisations in the United Kingdom continue to adapt to evolving economic conditions and workforce expectations, the role of leadership in maintaining employee motivation becomes increasingly important (Robbins and Judge, 2021). The insights generated from this study may therefore offer valuable guidance for organisations seeking to create positive work environments and improve long-term organisational outcomes.
1.7 Structure of the Dissertation
This dissertation is structured into five chapters.
Chapter One introduces the research topic, outlines the research problem, and presents the research aim, objectives, and questions.
Chapter Two provides a comprehensive literature review examining leadership theories and motivational frameworks relevant to the research topic. The chapter critically analyses previous academic studies and identifies gaps in the literature.
Chapter Three describes the research methodology adopted in the study. It explains the research philosophy, research approach, and methods used for secondary data collection and analysis.
Chapter Four presents the findings of the research and discusses the key themes identified within the analysed literature. The findings are interpreted in relation to existing theories and research studies.
Chapter Five concludes the dissertation by summarising the main findings and presenting practical recommendations for organisational leaders. The chapter also discusses the limitations of the study and suggests directions for future research.
Summary:
This chapter introduced the research topic by outlining the importance of leadership and employee motivation in organisational contexts. It provided a comprehensive background to the study, highlighting how leadership styles influence employee
behaviour, engagement, and organisational performance. The chapter identified the research problem, emphasising the challenges organisations face in maintaining employee motivation due to ineffective leadership practices.
Additionally, the chapter presented the research aim, objectives, and key research questions guiding the study. The significance of the research was discussed from both theoretical and practical perspectives, demonstrating its relevance to academic research and organisational practice.
Chapter 2: Literature Review
2.1 Introduction
The purpose of this chapter is to review and critically evaluate existing academic literature related to leadership styles and employee motivation. Leadership and motivation have been extensively studied within the fields of organisational behaviour and management, as both concepts play a significant role in influencing employee performance, engagement, and organisational outcomes (Robbins and Judge, 2021; Northouse, 2022). Understanding the relationship between leadership styles and employee motivation is essential for organisations aiming to improve productivity and maintain a committed workforce.
This chapter examines key leadership theories and motivation frameworks that provide the conceptual foundation for this study. In particular, it focuses on three widely discussed leadership styles: transformational leadership, transactional leadership, and laissez-faire leadership (Bass and Avolio, 1994; Northouse, 2022). These leadership styles have been extensively examined in leadership research and are often associated with different motivational outcomes for employees. Additionally, the chapter reviews several well-established theories of motivation, including Maslow’s Hierarchy of Needs, Herzberg’s Two-Factor Theory, and Self-Determination Theory (Ryan and Deci, 2017). These theories provide insight into the psychological factors that influence employee motivation within organisational environments.
Furthermore, this chapter critically evaluates previous empirical studies that explore the relationship between leadership behaviour and employee motivation. By analysing findings from existing research, the chapter identifies key themes and patterns in the literature while highlighting gaps that justify the need for further investigation (Bryman and Bell, 2018). The insights gained from this literature review establish the theoretical framework that guides the analysis conducted in the later chapters of the dissertation.
2.2 Leadership Theories in Organisations
Leadership is generally defined as the ability of an individual to influence, guide, and support others in achieving organisational objectives (Northouse, 2022). Effective leadership is considered essential for coordinating organisational activities, fostering collaboration, and motivating employees to perform at their highest potential (Armstrong and Taylor, 2020). According to Northouse (2022), leadership involves a process through which individuals influence groups to accomplish shared goals. This definition highlights the interactive nature of leadership, emphasising the relationship between leaders and followers.
Leadership theories have evolved significantly over time as scholars have sought to understand what makes leadership effective. Early leadership research focused primarily on the personal characteristics of successful leaders, commonly referred to as trait theories (Yukl, 2013). These theories proposed that certain inherent qualities, such as confidence, intelligence, and determination, distinguished effective leaders from others. However, later research suggested that leadership effectiveness cannot be explained solely by personal traits.
Subsequent leadership theories shifted attention toward behavioural and situational factors. Behavioural theories examined the specific actions and behaviours of leaders, suggesting that effective leadership could be learned and developed (Daft, 2018). Meanwhile, contingency theories emphasised that the effectiveness of leadership styles depends on situational factors such as organisational structure, team dynamics, and task complexity (Robbins and Judge, 2021).
More recent leadership research has focused on leadership styles and their influence on employee attitudes and behaviours. Leadership style refers to the consistent patterns of behaviour that leaders use when interacting with employees and making decisions (Northouse, 2022). Among the many leadership styles identified in the literature, transformational, transactional, and laissez-faire leadership are among the most widely studied (Bass and Avolio, 1994). These styles form part of the Full Range Leadership Model developed by Bass and Avolio (1994), which has become one of the most influential frameworks in contemporary leadership research.
Leadership research continues to evolve as organisations face increasing challenges related to workforce engagement and organisational performance. Recent studies highlight that leadership behaviour plays a crucial role in shaping organisational culture and employee motivation (Armstrong and Taylor, 2020; Robbins and Judge, 2021). Contemporary leadership research emphasises the importance of supportive leadership practices that encourage employee development and participation in decision-making processes (Armstrong and Taylor, 2020; Robbins and Judge, 2021; Northouse, 2022). These studies suggest that leadership approaches that focus on communication, trust, and empowerment are more likely to enhance employee engagement and long-term organisational effectiveness.
2.3 Transformational Leadership
Transformational leadership is widely regarded as one of the most effective leadership styles for motivating employees and improving organisational performance. The concept was initially introduced by Burns (1978) and later expanded by Bass (1985), who described transformational leaders as individuals who inspire followers to achieve higher levels of motivation and performance.
Transformational leaders seek to motivate employees by creating a compelling vision, encouraging innovation, and fostering personal development (Bass and Avolio, 1994; Northouse, 2022). Rather than relying solely on authority or control, transformational leaders focus on building strong relationships with employees and encouraging them to take ownership of their work. According to Bass and Avolio (1994), transformational leadership consists of four key components: idealised influence, inspirational motivation, intellectual stimulation, and individualised consideration.
Idealised influence refers to the ability of leaders to act as role models, demonstrating ethical behaviour and commitment to organisational values. Inspirational motivation involves communicating a clear and compelling vision that inspires employees to work toward shared goals. Intellectual stimulation encourages employees to think creatively and challenge existing processes, while individualised consideration focuses on providing support and mentorship tailored to individual employees’ needs.
Numerous studies have demonstrated a positive relationship between transformational leadership and employee motivation. Breevaart and Bakker (2018) found that employees who perceive their leaders as transformational are more likely to experience higher levels of work engagement and intrinsic motivation. Similarly, research by Gandolfi and Stone (2018) suggests that transformational leadership fosters a supportive organisational environment that encourages employee commitment and job satisfaction.
Furthermore, transformational leadership aligns closely with modern organisational needs, particularly in dynamic and knowledge-based environments where innovation and adaptability are essential (Armstrong and Taylor, 2020). Leaders who encourage autonomy and personal growth are more likely to foster intrinsic motivation among employees (Ryan and Deci, 2017).
However, some scholars argue that transformational leadership may not always be suitable for all organisational contexts. Critics suggest that this leadership style may require a high level of emotional intelligence and communication skills that not all managers possess (Yukl, 2013). Additionally, the effectiveness of transformational leadership may vary depending on organisational culture and employee expectations. Despite these limitations, transformational leadership remains widely recognised as an important factor influencing employee motivation.
2.4 Transactional Leadership
Transactional leadership represents a more traditional approach to leadership, focusing on structured management processes and performance-based reward systems. In contrast to transformational leadership, which emphasises inspiration and development, transactional leadership is primarily concerned with maintaining organisational stability and achieving specific performance objectives.
Transactional leaders motivate employees through a system of rewards and penalties linked to performance outcomes. According to Bass (1985), transactional leadership operates through two main mechanisms: contingent reward and management by exception. Contingent reward involves providing incentives or recognition when employees meet predefined performance targets. Management by exception refers to the monitoring of employee performance and the correction of deviations from established standards.
Research suggests that transactional leadership can be effective in certain organisational contexts, particularly where tasks are routine and clearly defined. Judge and Piccolo (2004) found that transactional leadership may contribute to organisational efficiency by ensuring that employees understand expectations and receive appropriate rewards for meeting objectives.
It provides structure, clarity, and accountability, which can contribute to short-term productivity and efficiency (Robbins and Judge, 2021). 
However, critics argue that transactional leadership may have limited impact on long-term employee motivation. Because this leadership style relies heavily on external incentives, it may fail to address employees’ intrinsic motivational factors (Ryan and Deci, 2017). Employees motivated primarily by rewards may demonstrate reduced engagement once incentives are removed or reduced. 
Recent literature further highlights that transactional leadership may be less effective in modern organisations that prioritise innovation, creativity, and employee engagement (Armstrong and Taylor, 2020). As a result, many scholars suggest that transactional leadership should be combined with transformational elements to achieve balanced leadership effectiveness (Northouse, 2022). 
2.5 Laissez-Faire Leadership
Laissez-faire leadership is often described as a passive or non-interventionist leadership style characterised by minimal managerial involvement (Skogstad et al., 2017). Leaders adopting this approach provide minimal supervision and allow employees a high degree of autonomy in decision-making and task execution. While this leadership style may appear to empower employees, it can also lead to a lack of direction and organisational coordination.
According to Skogstad et al. (2017),  argue that laissez-faire leadership is characterised by the avoidance of decision-making and limited involvement in employee activities. Leaders who adopt this style may delay providing guidance or fail to address workplace issues, which can result in confusion and reduced accountability within teams.
Research has generally associated laissez-faire leadership with negative organisational outcomes. Employees working under laissez-faire leadership may experience uncertainty regarding their roles and responsibilities, leading to lower job satisfaction and decreased motivation (Robbins and Judge, 2021). However, some
scholars note that this leadership style may be effective in highly skilled teams where employees possess strong self-management capabilities.
Despite these potential advantages, most studies suggest that laissez-faire leadership is less effective than transformational or transactional leadership in motivating employees (Northouse, 2022). As a result, this leadership style is often viewed as the least effective approach within the Full Range Leadership Model.
2.6 Theories of Employee Motivation
Understanding employee motivation requires examining the psychological factors that influence individuals’ willingness to perform tasks and pursue organisational goals. Several motivation theories have been developed to explain why employees behave in certain ways within workplace environments. Among the most influential theories are Maslow’s Hierarchy of Needs, Herzberg’s Two-Factor Theory, and Self-Determination Theory.
2.6.1 Maslow’s Hierarchy of Needs
Maslow’s Hierarchy of Needs is one of the earliest and most widely recognised theories of human motivation. Maslow (1943) proposed that individuals are motivated by a series of hierarchical needs that must be satisfied progressively. These needs include physiological needs, safety needs, social needs, esteem needs, and self-actualisation.
In organisational contexts, leadership plays a crucial role in meeting these needs by creating supportive and secure work environments (Robbins and Judge, 2021). However, the model has been criticised for its rigid structure and lack of empirical support (Mullins and Christy, 2016).
According to Maslow, individuals first seek to satisfy basic physiological and safety needs before pursuing higher-level psychological needs. In organisational settings, employees who feel secure and valued are more likely to pursue personal growth and professional development. Leadership behaviour can therefore play a crucial role in creating an environment that supports employees’ motivational needs.
Although Maslow’s theory has been criticised for its lack of empirical support and rigid hierarchical structure, it continues to influence contemporary
management practices by highlighting the importance of addressing employees’ psychological and social needs.
2.6.2 Herzberg’s Two-Factor Theory
Herzberg’s Two-Factor Theory provides another important perspective on employee motivation. Herzberg (1959) argued that job satisfaction and dissatisfaction arise from different sets of factors. According to this theory, hygiene factors such as salary, working conditions, and job security prevent dissatisfaction but do not necessarily motivate employees. In contrast, motivators such as recognition, achievement, and opportunities for personal growth contribute directly to job satisfaction and motivation.
This theory highlights the importance of leadership in recognising employee achievements and providing development opportunities (Armstrong and Taylor, 2020). It also supports the idea that financial rewards alone are insufficient for long-term motivation.
This distinction highlights the role of leadership in creating motivating work environments. Leaders who recognise employee achievements and provide opportunities for development can significantly enhance employee motivation. Herzberg’s theory therefore emphasises the importance of leadership practices that focus on employee recognition and personal growth.
2.6.3 Self-Determination Theory
Self-Determination Theory (SDT), developed by Deci and Ryan (2000), Ryan and Deci, 2017 provides a contemporary perspective on human motivation. This theory emphasises the importance of intrinsic motivation and identifies three fundamental psychological needs: autonomy, competence, and relatedness. When these needs are satisfied, individuals are more likely to experience intrinsic motivation and engagement.
This theory is particularly relevant in modern organisations, where employees seek meaningful work and personal growth. Leadership styles that support autonomy and participation are more likely to enhance motivation (Ryan and Deci, 2017; Northouse, 2022).
Within organisational contexts, leadership styles that support employee autonomy and encourage skill development are more likely to enhance intrinsic motivation. Transformational leadership, for example, aligns closely with the principles of Self-Determination Theory by empowering employees and encouraging participation in decision-making processes.

2.7 Leadership Styles and Employee Motivation
The relationship between leadership styles and employee motivation has been widely examined in organisational research. Numerous studies indicate that leadership behaviour significantly influences employees’ attitudes, engagement levels, and commitment to organisational objectives.
Transformational leadership has consistently been associated with higher levels of employee motivation and job satisfaction (Breevaart and Bakker, 2018; Northouse, 2022).. Leaders who communicate a clear vision, provide encouragement, and recognise employee contributions tend to create supportive work environments that enhance motivation. In contrast, transactional leadership may motivate employees primarily through external rewards rather than intrinsic engagement.
Transactional leadership, while effective for performance management, primarily supports extrinsic motivation (Judge and Piccolo, 2004). In contrast, laissez-faire leadership is generally associated with low motivation due to lack of guidance (Skogstad et al., 2017).
Recent studies emphasise the importance of combining leadership styles to suit organisational contexts (Armstrong and Taylor, 2020). This reflects the growing recognition that no single leadership style is universally effective.
Overall, the literature suggests that leadership styles play a critical role in shaping employees’ motivational experiences. However, the effectiveness of leadership approaches may vary depending on organisational culture, employee expectations, and workplace conditions.
Although transformational leadership is widely associated with higher levels of employee motivation and engagement, some scholars argue that its effectiveness may vary depending on organisational culture and workforce expectations. Employees working in highly structured environments may respond more positively to clear performance guidelines and reward systems. In contrast, transactional leadership focuses primarily on performance management through structured supervision and contingent rewards. While this approach may support short-term productivity and task completion, it may not foster strong intrinsic motivation among employees (Judge and Piccolo, 2004). Consequently, many researchers suggest that organisations should adopt a balanced leadership approach that combines elements of both transformational and transactional leadership depending on situational requirements.
2.8 Critical Evaluation of Existing Studies
While many studies highlight the benefits of transformational leadership, their findings are often context-specific (Yukl, 2013). Additionally, the heavy reliance on primary survey data may limit generalisability (Bryman and Bell, 2018).
This highlights the importance of secondary research in identifying broader patterns across multiple studies.
Another limitation in the literature is the reliance on primary survey data collected from individual organisations. Such studies may provide valuable insights but may not capture broader patterns across different organisational contexts. Consequently, there is value in conducting a secondary analysis that synthesises findings from multiple studies.
2.9Literature Gap
Although leadership and motivation have been extensively studied, existing research often focuses on individual organisations or specific industries (Northouse, 2022). There remains a need to integrate findings from multiple studies to identify broader trends in leadership behaviour and employee motivation across organisational contexts.
This study addresses this gap by conducting a secondary analysis of existing literature related to leadership styles and employee motivation in UK organisations. By reviewing previous studies, the research aims to provide a comprehensive understanding of how leadership practices influence employee motivation and organisational outcomes.
2.10 Conceptual Framework
Based on the literature reviewed in this chapter, a conceptual framework has been developed to illustrate the relationship between leadership styles and employee motivation within organisational environments.
The conceptual framework illustrates how leadership styles influence employee motivation through factors such as engagement, job satisfaction, and organisational commitment (Robbins and Judge, 2021; Northouse, 2022).
The framework focuses on three key leadership styles discussed in the literature: transformational leadership, transactional leadership, and laissez-faire leadership. These leadership styles represent different managerial behaviours that may influence employee motivation in various ways. Transformational leadership is associated with inspiration, empowerment, and employee development, while transactional leadership focuses on performance management through reward systems and structured supervision. In contrast, laissez-faire leadership involves minimal managerial intervention and greater employee autonomy.
Employee motivation represents the outcome variable within the framework and is influenced by leadership behaviour through factors such as job satisfaction, employee engagement, and organisational commitment. 
The conceptual framework presented in Figure 1 illustrates the relationship between leadership styles and employee motivation. The framework identifies transformational, transactional, and laissez-faire leadership as key independent variables influencing employee motivation and workplace behaviour.
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Figure 1: Conceptual Framework of Leadership Styles and Employee Motivation

Summary:
This chapter critically reviewed existing literature on leadership styles and employee motivation. It examined key leadership theories and identified transformational, transactional, and laissez-faire leadership as the most relevant approaches influencing employee behaviour.
The chapter also explored major motivational theories, including Maslow’s Hierarchy of Needs, Herzberg’s Two-Factor Theory, and Self-Determination
Theory, highlighting their relevance in organisational settings. The analysis demonstrated that transformational leadership is most strongly associated with intrinsic motivation and employee engagement, while transactional leadership is linked to extrinsic motivation, and laissez-faire leadership is generally associated with negative outcomes.
Furthermore, the chapter identified key gaps in the literature, particularly the lack of integrated research across organisational contexts. The conceptual framework developed provides the foundation for analysing the relationship between leadership styles and employee motivation in the following chapters.
        Chapter 3: Research Methodology
3.1 Introduction
This chapter outlines the research methodology used to investigate the relationship between leadership styles and employee motivation in
organisations within the United Kingdom. Research methodology refers to the systematic procedures and strategies used to collect, analyse, and interpret data in order to address the research questions (Saunders, Lewis and Thornhill, 2019). A clearly defined methodology is essential in ensuring the reliability and validity of research findings.
The purpose of this study is to analyse how different leadership styles influence employee motivation. In order to achieve this objective, the research adopts a qualitative secondary research approach based on the analysis of existing academic literature and previously published studies (Bryman and Bell, 2018). Rather than collecting primary data through surveys or interviews, the study relies on credible academic sources such as peer-reviewed journal articles, books, and organisational research reports. This approach allows the research to synthesise existing knowledge and identify patterns and insights related to leadership behaviour and employee motivation.
This chapter explains the research philosophy, research approach, research strategy, and methods used for data collection and analysis. Additionally, ethical considerations and limitations associated with the chosen methodology are discussed.
3.2 Research Philosophy
Research philosophy refers to the set of beliefs and assumptions that guide the way knowledge is developed and interpreted within a research study (Saunders, Lewis and Thornhill, 2019). It provides a framework that shapes how researchers understand the nature of reality and the methods used to investigate it.
Several research philosophies are commonly used in social science research, including positivism, interpretivism, realism, and pragmatism (Bryman, 2016). This study adopts an interpretivist research philosophy. Interpretivism emphasises understanding social phenomena through the interpretation of human behaviour, experiences, and perceptions. 
Within organisational research, interpretivism is particularly appropriate because leadership and motivation are complex social constructs that cannot be fully understood through quantitative measurement alone (Creswell, 2014). Instead, they require a deeper exploration of meanings, behaviours, and organisational contexts. By adopting an interpretivist perspective, this study focuses on analysing how previous researchers have interpreted the relationship between leadership styles and employee motivation.
Leadership and motivation are complex social constructs that cannot be fully understood through purely numerical measurement. Instead, they require a deeper exploration of human interactions and organisational contexts. By adopting an interpretivist perspective, this study focuses on analysing how previous researchers have interpreted the relationship between leadership styles and employee motivation.
Furthermore, interpretivism is well suited to qualitative secondary research, as it allows the researcher to critically interpret and synthesise findings from multiple academic sources (Bryman and Bell, 2018). This approach enables the identification of patterns and themes across different studies, providing a more comprehensive understanding of leadership practices.
Therefore, the use of interpretivism is justified as it supports the aim of this study to explore and interpret the relationship between leadership styles and employee motivation within organisational contexts.

3.3 Research Approach
The research approach refers to the logical process used to develop knowledge and draw conclusions from research data. Two primary research approaches are commonly used in academic research: deductive and inductive approaches (Bryman and Bell, 2018).
A deductive approach involves testing existing theories through empirical data, while an inductive approach focuses on generating new insights and theoretical understanding from observed patterns within data (Bryman and Bell, 2018).
This research adopts a deductive approach, as it begins with established theories of leadership and motivation that have been widely discussed in academic literature. The study examines theories such as transformational leadership, transactional leadership, and motivational theories including Maslow’s Hierarchy of Needs and Herzberg’s Two-Factor Theory. These theoretical frameworks form the basis for analysing how leadership styles influence employee motivation.
By reviewing existing studies and evaluating their findings, the research assesses whether previously established theories provide consistent explanations of the relationship between leadership styles and employee motivation. 
Additionally, the use of a deductive approach aligns with the secondary data methodology, as the study relies on previously established theories rather than generating entirely new theoretical concepts.
3.4 Research Strategy
Research strategy refers to the overall plan used to answer research questions and achieve the objectives of the study (Saunders, Lewis and Thornhill, 2019). Different research strategies are used depending on the research purpose and the type of data being analysed.
For this dissertation, a secondary research strategy has been adopted. Secondary research involves analysing data that has already been collected and published by other researchers (Bryman and Bell, 2018). This may include academic journal articles, books, organisational reports, and previously conducted studies.
Secondary research offers several advantages. First, it allows researchers to access a wide range of existing information without the need for time-consuming primary data collection processes. Second, it enables the analysis of data from multiple sources, which can provide broader insights into a research topic. Third, secondary research can enhance the reliability of findings by drawing on peer-reviewed academic studies that have already undergone rigorous evaluation.
In this study, secondary data sources were carefully selected to ensure the credibility and relevance of the information used. Only academic publications from reputable journals, scholarly books, and recognised organisational research reports were included in the analysis.
3.5 Secondary Data Collection
Data collection is a fundamental stage in the research process, as it determines the type and quality of information used in the analysis (Saunders, Lewis and Thornhill, 2019). Since this study relies on secondary research, data was collected from existing sources rather than through direct interaction with participants.
The secondary data used in this research was obtained from several academic sources, including:

· Peer-reviewed academic journals
· Scholarly books related to leadership and organisational behaviour
· Online academic databases such as Google Scholar and university library resources
· Organisational and management research publications

These sources provide valuable insights into leadership styles, employee motivation, and organisational behaviour. Academic journals were particularly important because they present empirical findings from previous studies conducted in various organisational contexts (Bryman and Bell, 2018).
The process of selecting sources involved identifying relevant keywords such as “leadership styles”, “employee motivation”, “transformational leadership”, and “organisational behaviour”. Articles and publications that focused on leadership within organisational environments were prioritised, particularly those examining the relationship between leadership behaviour and employee motivation.
The selected literature was then analysed and synthesised in order to identify recurring themes, patterns, and insights related to leadership practices and employee motivation.
3.6 Data Analysis Method
Data analysis refers to the process of examining collected information in order to identify meaningful patterns and draw conclusions related to the research objectives (Braun and Clarke, 2006). Since this research is based on qualitative secondary data, a thematic analysis approach was adopted.
Thematic analysis involves identifying and analysing recurring themes within qualitative data. This method is widely used in social science research because it allows researchers to interpret complex information and organise it into meaningful categories (Braun and Clarke, 2006).
The choice of thematic analysis is justified because it allows the researcher to organise complex information from multiple sources into meaningful categories. It is particularly suitable for secondary data analysis, where large volumes of textual information must be synthesised.

The thematic analysis conducted in this study followed several stages:

1) Familiarisation with the literature – reviewing selected academic sources to understand their key findings and arguments.

2) Identification of key themes – recognising recurring concepts related to leadership styles and employee motivation.

3) Categorisation of themes – organising findings into thematic categories such as transformational leadership, transactional leadership, and motivational factors.

4) Interpretation of findings – analysing how these themes relate to the research questions and objectives.

This method allows the study to identify consistent patterns across multiple studies and develop a comprehensive understanding of how leadership styles influence employee motivation.
3.7 Ethical Considerations
Ethical considerations are essential in academic research to ensure integrity, transparency, and respect for intellectual property (Saunders, Lewis and Thornhill, 2019). Although this study does not involve direct interaction with human participants, ethical principles remain important when using secondary data sources.
One key ethical requirement is proper citation and acknowledgement of all sources used in the research. Academic integrity requires that all ideas, theories, and findings obtained from previous studies are appropriately referenced using recognised referencing systems. This dissertation follows the Harvard referencing style in order to ensure accurate citation of all sources.
Additionally, the study relies exclusively on credible and legitimate academic sources to maintain the reliability of the research. Peer-reviewed journal articles and reputable academic publications were prioritised to ensure the accuracy of the information used (Bryman and Bell, 2018).
By adhering to these ethical principles, the study maintains academic integrity and ensures that the research process respects intellectual property and scholarly standards.
3.8 Limitations of the Methodology
While secondary research offers several advantages, it also presents certain limitations that must be acknowledged. One limitation is that the researcher has no control over how the original data was collected or analysed in previous studies (Bryman and Bell, 2018).

Another limitation is that secondary research may not capture the most recent developments within specific organisations or industries. Since the research relies on previously published studies, some findings may reflect organisational contexts that have changed over time.
Additionally, secondary data may not always reflect the most recent organisational changes. The absence of primary data also means that the study cannot capture direct employee perspectives.
Despite these limitations, secondary research remains a valuable approach for synthesising existing knowledge and identifying broader patterns in academic literature. By analysing a wide range of studies, this research provides a comprehensive overview of how leadership styles influence employee motivation within organisational settings.
3.9 Reliability and Validity
Reliability and validity are important considerations in ensuring the credibility of academic research. Reliability refers to the consistency of research findings, while validity concerns the accuracy of the conclusions drawn from the data (Bryman and Bell, 2018). In this study, reliability was supported through the use of peer-reviewed academic sources and well-established leadership theories. Validity was strengthened by analysing multiple studies and comparing findings from different researchers in order to identify consistent patterns related to leadership styles and employee motivation.
Summary: 
This chapter outlined the research methodology adopted in this study. It justified the use of an interpretivist research philosophy and a deductive research approach, both of which are appropriate for analysing existing theories related to leadership and motivation.
The chapter explained the use of a secondary research strategy, highlighting its advantages in accessing a wide range of academic sources. Data collection methods and the selection of credible sources were also discussed. The study adopted thematic analysis as the primary data analysis method, allowing the identification of key patterns across the literature.
Finally, the chapter addressed ethical considerations, limitations, and issues of reliability and validity, ensuring that the research is conducted in a rigorous and academically sound manner.
       Chapter 4: Results and Discussion
4.1 Introduction
This chapter presents and analyses the findings obtained from the secondary research conducted for this dissertation. The purpose of the chapter is to interpret the insights derived from the academic literature reviewed in earlier sections and to examine how leadership styles influence employee motivation within organisational contexts (Bryman and Bell, 2018). By synthesising findings from previous research studies, this chapter identifies key patterns and themes that explain the relationship between leadership behaviour and employee motivation.
The analysis focuses on three leadership styles previously discussed in the literature review: transformational leadership, transactional leadership, and laissez-faire leadership (Bass and Avolio, 1994; Northouse, 2022). These leadership approaches represent different managerial behaviours that may influence employee motivation in various ways. The chapter also considers how motivational theories such as Maslow’s Hierarchy of Needs, Herzberg’s Two-Factor Theory, and Self-Determination Theory help explain the relationship between leadership behaviour and employee engagement (Ryan and Deci, 2017).
The findings are presented through thematic analysis, which allows the identification of recurring patterns within the literature (Braun and Clarke, 2006). These themes provide insights into how leadership styles affect employee motivation, organisational commitment, and workplace performance.
4.2 Analysis of Secondary Data
The analysis of secondary data revealed several important patterns regarding the influence of leadership styles on employee motivation. The literature consistently indicates that leadership behaviour plays a significant role in shaping employees’ attitudes toward their work and their level of engagement within organisations (Northouse, 2022).
One recurring theme within the literature is the importance of leadership communication and support. Studies suggest that employees are more likely to feel motivated when leaders communicate organisational goals clearly and provide guidance and feedback (Armstrong and Taylor, 2020). 
According to Northouse (2022), effective leadership involves not only directing employees but also inspiring them to develop confidence in their abilities and contribute meaningfully to organisational objectives.
Another important finding relates to the relationship between leadership style and employees’ psychological needs. Research indicates that leadership behaviours that recognise employee contributions and encourage personal development tend to strengthen motivation (Ryan and Deci, 2017).
In contrast, leadership approaches that rely primarily on control or supervision may reduce employees’ sense of autonomy and job satisfaction.
The literature also highlights the importance of organisational culture in shaping the effectiveness of leadership styles. Leadership behaviours that promote trust, collaboration, and recognition are often associated with higher levels of employee engagement (Gandolfi and Stone, 2018). These findings suggest that leadership styles influence motivation not only through individual interactions with employees but also by shaping the broader workplace environment.
4.3 Transformational Leadership and Employee Motivation
Transformational leadership emerged as one of the most strongly associated leadership styles with positive motivational outcomes in the reviewed literature. Transformational leaders focus on inspiring employees, encouraging innovation, and fostering personal development (Bass, 1985; Northouse, 2022). These leadership behaviours appear to have a significant impact on employees’ intrinsic motivation.
Research suggests that transformational leaders create a supportive environment in which employees feel valued and empowered. By encouraging employees to contribute ideas and participate in decision-making processes, transformational leaders enhance employees’ sense of autonomy and professional growth. This leadership style therefore aligns closely with Self-Determination Theory, which emphasises the importance of autonomy, competence, and relatedness in promoting intrinsic motivation (Ryan and Deci, 2017)
Studies have shown that employees working under transformational leaders often demonstrate higher levels of job satisfaction, organisational commitment, and engagement. Breevaart and Bakker (2018) found that transformational leadership behaviours such as providing encouragement and recognising employee achievements can significantly improve employee motivation and workplace performance.
Additionally, Gandolfi and Stone (2018) emphasise that transformational leadership fosters organisational commitment by creating a shared vision and promoting employee involvement.
Another important aspect of transformational leadership is the ability to communicate a clear organisational vision. When employees understand how their work contributes to broader organisational goals, they are more likely to feel motivated and committed to their roles (Northouse, 2022). Leaders who articulate a compelling vision can therefore strengthen employees’ sense of purpose within the organisation.
However, despite its advantages, transformational leadership is not without limitations. It requires strong interpersonal skills and may be difficult to implement consistently across all organisational levels (Yukl, 2013). Furthermore, its effectiveness may vary depending on organisational context and employee expectations. Nevertheless, the literature consistently identifies transformational leadership as a key driver of employee motivation.
4.4 Transactional Leadership and Employee Motivation
Transactional leadership was also widely discussed in the literature, although its impact on employee motivation appears to differ from that of transformational leadership. Transactional leaders focus on maintaining organisational efficiency through structured supervision and performance-based reward systems (Bass, 1985).
The primary mechanism of transactional leadership is contingent reward, where employees are motivated through financial incentives or recognition (Judge and Piccolo, 2004). This approach can be effective in environments where tasks are clearly defined and performance can be easily measured (Robbins and Judge, 2021).
From an analytical perspective, transactional leadership is closely associated with extrinsic motivation. While this can improve short-term performance, it may not sustain long-term engagement (Ryan and Deci, 2017). Employees who are motivated primarily by rewards may lack deeper commitment to their work.
Herzberg’s Two-Factor Theory supports this argument by suggesting that external rewards do not necessarily lead to long-term satisfaction (Herzberg, 1959). Therefore, transactional leadership may be limited in its ability to fully motivate employees.
However, it is important to recognise that transactional leadership can still play a valuable role in organisational management. It provides structure, clarity, and accountability, which are essential in certain work environments. As noted by Northouse (2022), an effective leadership approach may involve combining transactional and transformational elements.
Overall, the literature indicates that transactional leadership can contribute to organisational efficiency but may be less effective than transformational leadership in fostering long-term employee engagement.
4.5 Laissez-Faire Leadership and Employee Motivation
The literature generally associates laissez-faire leadership with lower levels of employee motivation compared with other leadership styles. This leadership style is characterised by minimal managerial involvement and lack of guidance (Skogstad et al., 2017).
From a critical perspective, the absence of leadership support can create uncertainty among employees. Without clear direction, employees may struggle to understand expectations, leading to reduced motivation and job satisfaction (Robbins and Judge, 2021).
Although autonomy can be beneficial in certain contexts, particularly among highly skilled employees, the lack of feedback and recognition may negatively affect performance. Employees may feel unsupported and disconnected from organisational goals.
In situations where employees require support or feedback, the lack of leadership involvement may reduce motivation and job satisfaction. Employees may feel unsupported or disconnected from organisational goals, which can negatively affect workplace performance.
Most studies conclude that laissez-faire leadership is less effective than other leadership styles in promoting motivation (Northouse, 2022). This highlights the importance of active leadership engagement in supporting employee performance. 
4.6 Discussion of Key Themes
The thematic analysis conducted in this study highlights several important themes regarding leadership styles and employee motivation.
First, the literature consistently emphasises the importance of leadership communication and support. Employees are more likely to feel motivated when leaders provide clear guidance, constructive feedback, and recognition for their contributions (Armstrong and Taylor, 2020).
Second, leadership styles that promote autonomy and personal development have a stronger impact on intrinsic motivation. This is particularly evident in transformational leadership, which aligns with Self-Determination Theory (Ryan and Deci, 2017).
Third, while transactional leadership can help maintain organisational structure and accountability, it may not be sufficient to sustain long-term motivation. Employees motivated primarily by external rewards may demonstrate lower levels of intrinsic engagement.
Finally, leadership styles that involve limited interaction with employees, such as laissez-faire leadership, may reduce motivation by creating uncertainty and limiting opportunities for feedback and recognition.
These findings highlight the importance of leadership practices that address both the psychological and professional needs of employees.
4.7 Comparison with Previous Studies
The findings of this study are consistent with previous research examining the relationship between leadership styles and employee motivation. Numerous studies have identified transformational leadership as one of the most effective approaches for enhancing employee engagement and organisational commitment (Gandolfi and Stone, 2018; Northouse, 2022)..
Similarly, Judge and Piccolo (2004) found that transformational leadership is positively associated with employee satisfaction and performance. These findings reinforce the argument that leadership behaviours play a crucial role in shaping employee motivation.
The results also align with motivational theories discussed in Chapter 2. Transformational leadership supports intrinsic motivation by addressing psychological needs, while transactional leadership primarily focuses on extrinsic rewards (Ryan and Deci, 2017).
By synthesising findings from multiple studies, this research confirms that leadership style is a key determinant of employee motivation and organisational effectiveness.
Summary:
This chapter presented and analysed the findings from the secondary research, focusing on the relationship between leadership styles and employee motivation. The analysis identified key themes, including the importance of leadership communication, employee support, and organisational culture.
The findings demonstrated that transformational leadership has the strongest positive impact on employee motivation, as it promotes intrinsic motivation, engagement, and organisational commitment. Transactional leadership was found to support short-term performance through extrinsic rewards but may not sustain long-term motivation. In contrast, laissez-faire leadership was generally associated with lower levels of motivation due to lack of guidance and support.
The chapter also highlighted the relevance of motivational theories in explaining these findings and confirmed that effective leadership requires a balance between organisational structure and employee-focused practices.
Chapter 5: Conclusion and Recommendations
5.1 Introduction
This chapter presents the conclusion of the dissertation and summarises the key findings derived from the analysis conducted in the previous chapters. The study aimed to examine the relationship between leadership styles and employee motivation within organisational environments in the United Kingdom. Through the analysis of secondary data and existing academic literature, the research explored how different leadership approaches influence
employee attitudes, engagement, and workplace performance (Bryman and Bell, 2018).
The chapter provides a summary of the main findings, followed by practical recommendations for organisational leaders and managers. In addition, the chapter discusses the limitations of the research and identifies potential areas for future research.
5.2 Summary of Key Findings
The findings of this research highlight the significant role that leadership styles play in influencing employee motivation within organisations. The analysis of existing literature indicates that leadership behaviour shapes employees’ workplace experiences and directly affects their level of engagement and commitment (Northouse, 2022).
One of the most important findings of this study is the strong relationship between transformational leadership and employee motivation. Transformational leaders encourage employees through inspiration, support, and opportunities for personal development (Bass, 1985; Gandolfi and Stone, 2018). By communicating a clear vision and recognising employee contributions, transformational leaders create work environments that promote intrinsic motivation, engagement, and organisational commitment (Ryan and Deci, 2017). These findings directly address the research objective of identifying leadership styles that enhance employee motivation.
The research also examined transactional leadership and its influence on motivation. Transactional leadership focuses on structured supervision and reward-based systems, which can improve short-term productivity and ensure task completion (Judge and Piccolo, 2004). However, the findings indicate that this leadership style is primarily associated with extrinsic motivation and may not sustain long-term engagement. This reflects the limitations of relying solely on external rewards to motivate employees.
Another key finding relates to laissez-faire leadership, which was found to be generally ineffective in promoting employee motivation. The lack of leadership involvement and guidance can lead to confusion, reduced job satisfaction, and lower organisational commitment (Skogstad et al., 2017). This finding highlights the importance of active leadership in supporting employee performance.
The study also confirmed the relevance of motivational theories such as Maslow’s Hierarchy of Needs, Herzberg’s Two-Factor Theory, and Self-Determination Theory in explaining how leadership behaviour influences motivation. Leadership styles that support autonomy, recognition, and personal development are more likely to satisfy employees’ psychological needs and enhance motivation (Ryan and Deci, 2017; Robbins and Judge, 2021).
Overall, the findings demonstrate that leadership practices have a direct and significant impact on employee motivation and organisational outcomes. Leaders who prioritise communication, support, and employee development are more likely to create positive and productive work environments..
5.3 Practical Recommendations
Based on the findings of this research, several recommendations can be made for organisations seeking to improve employee motivation through effective leadership practices.
First, organisations should encourage the development of transformational leadership behaviours among managers and team leaders. Leadership training programmes can help managers develop skills such as communication, emotional intelligence, and employee recognition (Northouse, 2022). By fostering these competencies, organisations can create leadership practices that support employee engagement and motivation.
Second, organisations should ensure that leaders provide regular feedback and recognition for employee achievements. Recognition is an important factor influencing job satisfaction and motivation, as highlighted in Herzberg’s Two-Factor Theory (Herzberg, 1959). Leaders who acknowledge employee contributions can strengthen employees’ sense of value and belonging within the organisation.
Third, organisations should promote employee participation in decision-making processes. When employees feel that their ideas and perspectives are valued, they are more likely to demonstrate commitment to organisational objectives. Leadership approaches that encourage collaboration and open communication can therefore enhance workplace motivation (Ryan and Deci, 2017)..
Fourth, organisations should strive to balance different leadership styles depending on organisational needs and contexts. While transformational leadership may be particularly effective in motivating employees, transactional
leadership practices may still be necessary in environments that require clear performance management systems.
Finally, organisations should invest in leadership development initiatives that focus on building supportive and inclusive workplace cultures. Leadership behaviour plays a critical role in shaping organisational culture, and leaders who demonstrate fairness, respect, and transparency can significantly improve employee motivation and organisational performance (Armstrong and Taylor, 2020).
5.4 Limitations of the Study
Although this research provides valuable insights, several limitations should be acknowledged.
One limitation is the reliance on secondary data. While this approach allows for the analysis of a wide range of studies, it limits the researcher’s ability to control how data was originally collected and interpreted (Bryman and Bell, 2018).
Another limitation is the lack of focus on specific industries within the United Kingdom. Leadership practices and employee expectations may vary across sectors, which may affect the generalisability of the findings.
Additionally, the absence of primary data means that the study does not capture direct perspectives from employees or organisational leaders. This limits the ability to explore real-time experiences and perceptions of leadership.
Despite these limitations, the study provides a comprehensive synthesis of existing research and identifies important patterns in the relationship between leadership styles and employee motivation.
5.5 Suggestions for Future Research
Future research could further explore the relationship between leadership styles and employee motivation by focusing on specific industries such as healthcare, technology, or hospitality. This would provide more detailed insights into how leadership practices vary across different organisational contexts.
Researchers could also conduct primary research using surveys or interviews to gain direct insights from employees and managers. This would allow for a deeper understanding of how leadership behaviours are experienced in practice.
Another important area for future research is the impact of modern workplace trends, such as remote working and digital transformation, on leadership effectiveness. As organisations continue to evolve, leadership practices may need to adapt to new working environments (Armstrong and Taylor, 2020).
Finally, future studies could examine the role of cultural differences in shaping leadership styles and employee motivation, particularly in multinational organisations.
The findings of this research highlight the growing importance of leadership practices that prioritise employee wellbeing, effective communication, and professional development. As organisations continue to adapt to modern workplace challenges such as technological change, global competition, and evolving employee expectations, leadership will remain a critical factor influencing employee motivation and organisational success. Leaders who adopt supportive and inclusive leadership practices are more likely to create positive workplace environments that encourage employee engagement and long-term organisational sustainability (Northouse, 2022).
Summary:
This chapter presented the overall conclusions of the study and summarised the key findings regarding the relationship between leadership styles and employee motivation. The research demonstrated that transformational leadership has the strongest positive impact on employee motivation, while transactional leadership supports short-term performance and laissez-faire leadership is generally ineffective.
The chapter also provided practical recommendations for organisations, emphasising the importance of leadership development, employee recognition, and participative management practices. In addition, the limitations of the study were acknowledged, and several directions for future research were identified.
Overall, the chapter concluded that effective leadership is essential for promoting employee motivation and achieving organisational success in modern work environments.
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