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Abstract  

The purpose of this research is to provide 

empirical evidence for organizational efficiency 

through the involvement of employees, using the role 

of leadership style in the workplace. This review is 

based on identification indirect factors between the 

style of leadership and the involvement of employees, 

leading to organizational efficiency. These tests will 

be they help manage organizations that give insight 

into the role of leadership style in employee 

engagement. A sample of 30 respondents was taken 

from a private engineering college. The respondents 

received a structured questionnaire. Statistical tools 

for correlation, regression analysis, descriptive and 

demographic analysis were used to check the results. 

These results were interpreted for the final analysis. 

This study has been brought into the current literature 

and gives insight into business in this sector, to 

understand the role of leadership in building employee 

engagement through intervening variables that will be 

lead to organizational efficiency.  
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I. INTRODUCTION 

An organization is a collective effort of different 

people working together for one purpose. Employees 

are a valuable source of information organization and 

play the most important role [1]. Leadership is an 

essential element of all organizations. Collective role 

leadership styles have an impact on employee 

engagement through various variables that actually 

impact employee engagement accomplishes the goal 

of organizational effectiveness leading to a successful 

operation [2]. Organizations have not only been 

successful due to the employee's contribution to the 

company's ultimate goals. Instead there is an important 

aspect that is very integral with organization's success 

and employee performance, which are the active 

leadership styles of leaders who guide their followers 

in organization. They play their role on behalf of the 

organization, take employees and help them different 

situations, and leaders become the main source of 

guidance for employees in the organization [3]. 

Companies, both local and international, began to 

focus on this issue and come up with the most 

effective styles of leadership depending on the 

organization and nature of the work, which makes it 

more effective in this area. The involvement of 

employees depends on the work state of mind [4]. It 

can be characterized by vigour, dedication and 

absorption. Engagement also strongly influences 

organizational features such as integrity, 

communication and innovation culture. Emotional 

employee involvement work and company are a key 

factor of commitment. Commitment goes to the heart 

of the relationship in the workplace between employer 

and employee [5]. Commitment can be the key to 

unlocking productivity. The employees involved have 

a personal sense attachment to their work and 

organization. They are motivated and able to do their 

best for the organization. Improved organizational 

performance and performance are at the centre of 

commitment [6]. This cannot be achieved by a 

mechanistic approach, but through the involvement 

and excitement of employees. The remaining article is 

summarized as follows. Section 2 describes the 

literature on variables of this study and their 

relationship to other variables. Part 3 presents the 

methodology of this study. All Information on the 

collection of data and instruments has been provided. 

Section 4 presents portraits of the analysis of these 

studies and discussions. This is given in section 5 and 

6 the future results of this study are presented. 

II. LITERATURE REVIEW 

Organizational efficiency has become more visible 

and changed to a conception of the status of the 

construct [7]. This concept involves issues such as the 

organization's ability to access resources and 

consequently, achieve the target. The criterion of 

successful implementation of the goals by the 

organization is through basic strategies [8]. The 
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organization's effectiveness focuses on human 

resources and organizations and helps individuals to 

acquire skills and self-esteem to control the new 

environment and find security and support. 

Organizations, laboratories and universities that 

deal with research are suffering the most because they 

need to present effective management, behave more 

responsibly and work with limited resources to 

improve their efficiency [9]. Organizational efficiency 

is a complex concept; there are several approaches to 

explaining what it means. Different organizational 

theories are based on different conditions and 

organizational factors, and effectiveness is one of them 

the most commonly used criteria. A favourable 

organizational structure facilitates managerial issues, 

provides great potential in terms of improving 

competitiveness, innovation capacity and the 

relationship of the workforce of the organization while 

reducing expenses. 

Link between organizational factors and 

innovations, taking into account operational benefits 

such as improving productivity and flexibility, 

advantages in business processes, information 

exchange, task coordination, management control and 

competitive success characterized by sales growth, 

market share and profits. 

Good leadership turned out to be the reason for 

success for most people from various fields. This 

leadership provides viewers with a clear vision and 

understanding [10]. There are mainly two types of 

leadership roles. The first role is called democratic 

leadership [11]. It is also referred to as 

transformational leadership. The second role is known 

as transactional or autocratic leadership. The 

democratic leader is a visionary and is aware of the 

needs of his followers. It helps supporters develop 

their skills to participate in decision making. While the 

autocratic leader takes matters directly under his 

control without involving his followers in making 

decisions [12]. Leaders are people in an organization 

that give tone and culture. Leadership is a process in 

which one person influences a collection of all 

achievement towards a common target. A successful 

leader can motivate his observers to achieve the 

organization's goals. While managers create order and 

consistency, leaders motivate their employees [13]. 

Building a relationship between a manager and his 

followers requires the leader to recognize the personal 

values of those who would be willing to give their 

energy and talents to achieve common goals. 

Different theories of leadership developed to define 

the qualities, characteristics and styles of many leaders 

and styles of leadership. Employee involvement can be 

defined as the use of organization members for their 

work roles. The term commitment refers to the 

individual's commitment and satisfaction, as well as 

enthusiasm for work [14]. When employees are 

involved, they are emotionally connected with others 

and cognitively watch over the direction of the team 

[15]. Commitment takes place when employees know 

what to expect, have the resources to complete a job, 

participate in development opportunities and get 

feedback, and feel that they make a significant 

contribution to the organization. Although the 

committed employees constantly turn out to be more 

productive, profitable, safer, healthier and less likely 

to leave their employer, it is estimated that only 30% 

of the world's workforce is involved. Most often 

employee involvement was defined as emotional and 

intellectual commitment to the organization. This is 

the amount of discretionary effort issued by employees 

in their work. The existence of different definitions 

makes it difficult to determine the state of 

acquaintance about the involvement of employees, 

because each study observes the working 

environments under another protocol. Other than that, 

unless an employee commitment can generally be 

defined and measured, cannot be managed, and it is 

not known whether efforts to improve it are effective 

working.  

III. PROJECT HYPOTHESIS & 

METHODOLOGY 

Leaders have a positive impact on the commitment 

of their followers and can be understood as inspiration 

and stimulation of leaders can increase employee 

resources. Personal resources are aspects of self-

efficacy related to flexibility. Employees working in a 

resourceful work environment can create a high sense 

of self-efficacy and believe that they can achieve their 

career goals [16]. Recent studies have shown that the 

right leadership style increases the employee to good 

performance, which is the result of his own 

effectiveness [17]. 

Employees' attitude to rewards and recognition 

seems to be a motivating factor in employee 

performance. Employees perceive awards and 

recognition as a source of external motivation, because 

this leads to an increase in internal motivation that will 

ultimately lead to high employee productivity. An 

effective leader will understand the significance of 
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these external factors. Employees expect wage 

increases that depend on results in their office, when 

employees receive awards and recognition, they feel 

more fairly treated, which also brings the role of 

manager or leader in the image [18]. In connection 

with this, we have hypothesized the role of an 

effective leader in terms of generating satisfaction 

from wages. Taxpayers with good results are likely to 

achieve better results, and an improved style of 

leadership can increase the efficiency of the 

organization. 

Leaders are a source of guidance because their 

credibility practice is a sign of honesty, care, concern 

and credibility [19]. He draws their behaviors as good 

leaders, guided by an effective style of leadership. 

Trust is widely recognized as an adhesive that 

maintains relationships together. Business leaders 

belong to the least trusted social groups. Building an 

organization based on high trust is crucial to 

strengthening the position of employees. To encourage 

employees to retain additional roles, they need to have 

confidence in their observers because they can ensure 

better results. 

Trust of individuals and expectations regarding the 

actions taken by their employees may reflect their 

enthusiasm for their work [20]. Confidence has been 

confirmed as a significant predictor of satisfied 

employee engagement. When employees trust that the 

right decisions can be made by organizing them, it 

increases their sense of well-being future with the 

organization. The presence of trust increases their 

readiness to get involved in work.  

Organizational confidence may affects global job 

variables, such as organizational commitment, 

commitment to work and marketing intent that impacts 

the entire organization. The trust of the organization 

positively influences the commitment to work, which 

includes sacrifice, vigor and absorption for three 

reasons [21]. Employees devote themselves to the 

organization, provided they use trusted relationships 

with the organization. 

When employees see more significant incentives 

and appreciation for their results, it is expected that 

employees can be satisfied and perhaps this workplace 

is appropriate for them [22]. Lack of recognition or 

rewards may lead to burnout. Proper recognition and 

rewards are important for the employee involved. 

Self-efficacy due to their motivational potential is 

considered to be an important factor preceding 

employee engagement. An employee with high self-

esteem creates the ability to mobilize motivation, 

cognitive resources and directions of action needed to 

successfully complete a specific task in the group in 

order to achieve the goal. From the perspective of 

social cognitive theory, goal-directed behaviour is 

influenced by self-efficacy, expected results and 

support and environmental resources. Organizational 

efficiency refers to the maintenance, efficiency, 

profitability and customer loyalty; commitment is 

positively connected with it. Involved employees 

consistently demonstrate three general behaviours that 

improve the organization's effectiveness, such as talk, 

stay and try. Say focuses on how the employee 

supports the organization with colleagues, and refers 

to potential employees and clients. The stay shows that 

the employee has a great desire to be a member of the 

organization, despite the opportunity to work 

elsewhere, while trying to shed light on how the 

employee devotes additional time, effort and initiative 

to contribute to the company's success. Employees are 

developing positively attitude towards an organization 

in which the actions of managers indicate that 

employees are part of the organization, because their 

goal is the organization's effectiveness. 

Q1: There is a significant relationship between the 

style of leadership and self-efficacy. 

Q2: There is a significant relationship between the 

style of leadership and reward & recognition. 

Q3: There is a significant relationship between the 

style of leadership and trust. 

Q4: Effectiveness positively influences employee 

involvement. 

Q5: Prizes & recognition positively increase 

employee involvement. 

Q6: The variable trust affects employee 

involvement 

Q7: There is a significant positive relationship 

between the employee involvement and the 

effectiveness of the organization. 

 

IV. TEST ANALYSIS 

When you want to access people's attitude more 

quantitatively, the Likert scale can be a very 

instrumental tool in your survey. Although 

psychologists have developed many scales to measure 

people's attitudes in a direct way, the Likert scale is by 

far the best and most widely used scale. It was 

developed by Likert in 1932. It was based on the 

principle of asking people for answers, choosing from 

a range of statements about a given topic. They 
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respond to the extent they agreed or F1d, which 

allowed them to delve into both the cognitive and 

affective aspects of the respondent's attitude. 

Exploratory tests were carried out and a cross-

sectional study was carried out for a short period. A 

sample of 20 employees was selected as the sample 

size from the population of employees employed in a 

private company. The unit of analysis was composed 

of employees and their direct superiors. The Likert 

scale was used to answer the questions asked in the 

questionnaire. Then, five options are assigned to each 

item in the range from 1 to 5. 1 for strongly F1 and 5 

for strongly agree. 

These Likert-type scales were designed by 

selecting permanent selection instructions that would 

measure the opinion or attitude of different people. 

This scale is best for measuring the level of agreement 

or dispute with a given issue. This site appreciates this 

and this article aims to explore the key things you need 

to know about these Likert scales.  

One can also check Likert's examples and Likert 

scale templates will be useful if you want to generate 

these scales easily and conveniently. A correlation 

analysis was used, which showed us how various 

variables were related to each other and showed their 

strength relationship. Descriptive analysis was also 

used. A regression analysis was used to check the 

effect on the dependent variable due to change in the 

independent variable. Regression analysis also showed 

us whether our hypothesis is accepted or not. 

A. Demographic Analysis 

In the demographic section were asked various 

questions about age, gender, status, occupation. The 

questionnaires were filled by women and men working 

in various departments. The table of demographic 

analysis shows that the percentage of men is 60% 

percent and the percentage of women is 40%.  35% of 

people belong to the age group below 30 years. 

Similarly, 25% are people aged 30-35; 25% of 

respondents are in the range of 36 to 40 years and 15% 

are in the range above 40 years. The percentage of 

various occupations is as follows: administrative staff 

is 35%, support staff is 40% and daily wages staff are 

25%. 40% of respondents are managers, 35% are 

manager's assistant, 15% are support staff, and 10% 

belong to a different category. Clear all demographic 

data interest rate of respondents and their frequency. 

B. Descriptive Analysis (N=30) 

Qualitative analysis of the content is analysis 

selection strategy in qualitative descriptive studies. 

Qualitative content analysis is dynamic form of verbal 

and visual data analysis oriented to the summary of 

information content of these data. In contrast to 

quantitative content analysis, in which the researcher 

systematically applies existing set of data codes, 

qualitative content analysis is based on data: codes 

they are also systematically used, but they are 

generated from the data itself research. Qualitative 

research is generally is characterized by the 

simultaneous collection and data analysis, thanks to 

which the reciprocal shape each other.  

  

 Table 1. Demographic Analysis 

Parameter Details Percentage 

Gender 
Male 60 

Female 40 

Age 

>30 Years 35 

30-35 Years 25 

36-40 Years 25 

<40 Years 15 

Occupation 

Status 

Administrative staff 35% 

Support staff 40% 

Daily wages staff 25%. 

Respondents 

Managers 40% 

Manager's assistant 35% 

Support staff 15% 

Others 10% 

 

Qualitative content analysis is similar reactive and 

interactive as researchers constantly modify the data 

processing to include new data and new information 

on the subject this data. Although scientists can also 

start a qualitative content analysis process with a pre-

existing one coding systems, these systems are always 

there modified during the analysis, and may even be 

completely rejected for the new system, to provide the 

best available for data. Both quantitative and 

qualitative content analyzes require the countdown of 

responses and the number of participants in each 

response category, but in qualitative content analysis, 

counting it is a means to the end, not the very end. 

Researchers can use style of quasi-statistical analysis 

summarizes their numerical data with descriptive 

statistics. However, the final counting result is not 

quasi-statistic data rendering, but rather description of 

patterns or patterns in data that was partially 

discovered, then.  
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Qualitative content analysis moves further in the 

field of interpretation than quantitative content 

analysis including it is an effort to understand not only 

manifest, but also hidden data content. And yet 

qualitative content the analysis is the least-

interpretative of qualitative analytical approaches, 

because there is no mandate re-presents the data in any 

other categories, but theirs have.  

 

Table 2. Response to the question  

Responder Q1 Q2 Q3 Q4 Q5 Q6 Q7 

1 P Q T S T T R 

2 R S R R S R S 

3 Q T P Q P T P 

4 R R R R R T T 

5 P S P R P T T 

6 T R R P S T P 

7 S R P T T T T 

8 T T P T P T P 

9 Q S R T T T T 

10 T T T Q T T T 

11 S S T T R T T 

12 R T R T R T R 

13 P T P T T P Q 

14 R R T R T T T 

15 R T R R R P T 

16 P R T P T T T 

17 T S R R T P T 

18 R R Q T R T R 

19 P T R R T R T 

20 R R R P T T T 

21 T T T R R T Q 

22 R S R T S T R 

23 R R P R R R R 

24 T R T R P T T 

25 R T R R R R R 

26 R R S Q S P T 

27 P T R T R R T 

28 R R P R R R R 

29 T S R R T S Q 

30 R T R P R R R 

Aberrations  
       

Strongly Disagree  P   
   

Disagree Q 
     

Neutral R 
     

Agree S 
     

Strongly Agree T 
     

 

Table 3. Summary of the response 
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Q1 30 20% 7% 43% 7% 23% 

Q2 30 0% 3% 37% 23% 37% 

Q3 30 23% 3% 47% 3% 23% 

Q4 30 13% 10% 43% 3% 30% 

Q5 30 13% 0% 37% 13% 37% 

Q6 30 13% 0% 23% 3% 60% 

Q7 30 10% 10% 27% 3% 50% 

 

In conclusion, a qualitative descriptive study is the 

method of choice with simple descriptions desired 

phenomena. Such a study is especially useful for 

scientists who want to know who, what and where 

events. The response of the responder present in the 

Table 2, and summery of the result presented in Table 

3, and its graphical representation is in Fig 1. 

Although fundamental to all qualitative research 

approaches, qualitative descriptive research includes 

valuable methodical approach in them. Researchers 

can shamelessly call their method of qualitative 

description. If theirs the studies were designed with 

overtones from others methods, they can describe what 

they undertake have been, instead of improperly 

named or implementing these other methods. 

 

 
 

Fig. 1. Interpretation of the result of the responses. 

 

V. DISCUSSION 

There is a significant relationship between the style 

of leadership and self-efficacy, most of the people 

think it is independent or believe there is some relation 

exists between them. In the recent studies, it has been 

shown that an appropriate style of leadership enhances 

the employee to perform well that is a result of self-

efficacy.There is a significant relationship between the 

style of leadership and reward & recognition, most of 

the people think it is independent or believe there is 

some relation exists between them. Reward is for one 

or two person, those are near to the administrative staff 

and some time it is not trolley judge, as an effect it 

demoralized other employee. The HRD specialists or 

managers may organize training and development 

programs to develop strategies to meet, maintain and 

motivate employees. It will also help managers decide 

which leadership style they should choose in terms of 

results.  
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There is a significant relationship between the style 

of leadership and trust, most of the people think it is 

independent or believe there is some relation exists 

between them because central tendency indicate 

towards the strong agree. 

Effectiveness positively influences employee 

involvement, most of the people think it is 

independent or believe there is some relation exists 

between them because central tendency indicate 

towards the strong agree. 

 Prizes & recognition positively increase employee 

involvement, reward is for one or two person, those 

are near to the administrative staff and some time it is 

not trolley judge, as an effect it demoralized other 

employee. 

Trust affects employee involvement, Confidence is 

an important concept in research on social sciences as 

a key factor in organizational success and the practice 

of human resources. Several models of organizational 

changes include the role of trust in the process of 

change. In addition, little empirical research has 

focused on the potential effects of a change strategy 

regarding employee confidence in management. To 

remedy this vulnerability, this article explores the 

impact that different types of change strategies can 

have on employee confidence in management. More 

specifically, it analyzes the impact of several types of 

significant organizational change - the technological, 

structural and work role - and the types of employee 

involvement. However, the effects vary depending on 

the type of change and employee involvement. 

Structural reorganization particularly corrodes trust in 

management. The analysis also points to the central 

role of senior management in the process of change in 

Australian workplaces. In particular, the results of 

human resource management suggest an important 

role in direct consultations between employees and 

senior management (ie above the workplace level) in 

the main change processes. 

There is a significant positive relationship between 

the employee involvement and the effectiveness of the 

organization. 

 

VI. IMPLICATIONS FOR RESEARCH AND 

PRACTICE 

The results of this study have several implications 

for research and practice. The results can be helpful 

for managers to understand which leadership style is 

the most appropriate in terms of results and how they 

work can modify leadership styles to be more effective 

and result-oriented. Competition in market has 

increased due to advances in technology and the 

arrival of multinationals companies. Therefore, 

managers in the banking sectors should ensure that the 

goals and tasks of management, and employees are 

unanimous. Based on these results, the top 

management in the banking industry should realize the 

importance of the effectiveness of managerial style of 

management and focus on leadership development 

programs. Training and development departments can 

also be set up at different levels. HRD specialists 

should be employed who can work with managers to 

help them train and mentor employees (career 

development), motivation and retention strategies. The 

results of this study can be very helpful in the design 

of some programs and strategies to raise awareness 

among managers and leaders in the banking sector. 

The results of the study coincide with the findings 

of that leadership is different culture. The study (based 

on the perception of subordinates) has proven that 

transformational leadership and transactional styles are 

commonly used leadership styles in the private 

company in India. However, the negative relationship 

between leadership styles and results was very 

interesting. Further tests can be carried out to examine 

them relationships in depth. 

Although current literature has proven that there is 

a significant and positive relationship between 

leadership styles and performance results. On the other 

hand, the results of this study indicate that the 

relationship between leadership styles and 

performance results are not consistent. Therefore, you 

can expect it to be better communication, intimacy and 

more personalized leadership in small institutes. 

However, the results of the current study reveal that 

employees in smaller institutions were more closely 

observing leadership behavior. 

The challenges require effective leadership that 

could design and implement strategies to satisfy, stop 

and motivate employees to take additional efforts. 

However, the results of the study show that leadership 

managerial behaviour can be the cause of such 

problems. Collective transformation and transactional 

styles of the leadership are the most effective styles of 

leadership. 

VII. CONCLUSION 

This study examines the impact of employee 

engagement on team performance through a 

descriptive and analytical methodology. Current 

research depends on the field, non-level project, and 
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testing hypotheses. The main weakness of the 

inexperienced project is the lack of control over the 

independent variables and the specific identification of 

causality; however, it provides the possibility of non-

invasive testing of variables of interest to a wider 

extent. The study provides a better understanding, 

anticipation and appreciation of human behaviour. 

This allows us to analyze the relationship between the 

involvement of employees and the effectiveness of the 

organization. The study significantly enriches 

knowledge in this area of management, because it 

provides reliable empirical results that can be used by 

scientists and practitioners. It will also help to warn 

managers about the consequences of cultivating a 

culture of employee engagement that can serve as a 

competitive advantage. This study aimed to examine 

the level of employee involvement and effectiveness 

of working teams among employees. In addition, the 

study aimed to examine the impact of employee 

involvement on the working team effectiveness. The 

conclusions from this study provide further support for 

the correlation between the employee commitment and 

efficiency of teamwork. 
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