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ABSTRACT

Organizational performance is the combined efforts of the employees and leadership. Their effective
engagement and better working relationships enhance organizational performance and effectiveness. Open
communication among employees and Leadership bolsters organizational performance and provides social,
emotional, psychological, ethical, and moral support, safety, and security. This study explores employee
engagement's mediating role in assessing Small and Medium Enterprises (SMEs). A mixed methodology was
adopted for the study. In the first step, a Systematic Literature Review (SLR) was adopted as a methodology
for the study. In the second stage, a case study supported the study's findings. The study found that leadership
style affects organizational performance. Moreover, employee engagement has a significant effect on
organizational performance. The study also proposed a model based on the content review, which is
recommended to be tested in different contexts and industries around the globe.

Keywords: Organizational Performance; Leadership Style; Employees’ Engagement; Small and Medium
Enterprises (SEMs)

1. INTRODUCTION

Multiple scholars have studied the influence of leadership styles on employee behaviour and
performance. The fall in infrastructure projects in OMAN has been attsributed to shifting economic
conditions and market dynamics in the Middle East due to lower oil prices. This has resulted in employment
uncertainty among staff working in Small and Medium Enterprises (SMEs) in OMAN, affecting employee
engagement (Al Qayoudhi et al., 2021). In these challenging times for SMEs in OMAN, it is more important
than ever for executives to ensure that staff is actively engaged to sustain the organization's success.
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Employee engagement is primarily driven by work-related factors such as job security, Leadership, and
employee performance (Al Haziazi et al., 2021). According to Almawali et al. (2021), leadership behaviour
substantially impacts employee engagement. As businesses grow more dynamic, the responsibility of leaders
to empower people by adopting leadership styles that allow for this should become the organization's
objective. The notion of a good leader has shifted in response to changing corporate business. A competent
leader encourages and instructs subordinates to make the best efficiently manages available resources and
influences them to reach the organization's goals and objectives (Tahir et al., 2021; Ali et al., 2022).

Small and medium businesses (SMEs) are essential in accomplishing national goals in developed and
developing countries and are considered critical in many governments' strategic plans. Indeed, many
industrialized nations' planning stresses and encourages the establishment, promotion, and support of SMEs
to reduce unemployment, share income, and boost economic growth (Muthuraman et al., 2020). According
to the literature, SMEs have a role in creating money, absorbing labour, reducing poverty, and developing
and permitting the exercise of entrepreneurial skills, as well as connecting many different sectors that may
be geographically and economically varied (Al Farsi & Alattar, 2021; Al-Hussaini et al., 2019).

Due to diversification, privatization, unemployment, and the dominance of ex-pats in many small
company operations, SMEs have grown essentially in several Gulf Cooperation Council (GCC) nations in
recent years (Sibani & Salim, 2021). Small enterprises in Oman have won official recognition for their
contributions to job creation, complementing the work of larger organizations, and strengthening local
resources (Muthuraman et al., 2021). The Omani government has made it apparent that small firms will play
a crucial part in Oman's future industrial growth, and it has accepted responsibility for the nation's
infrastructural development to support them (Gupta & Hoda, 2021).

As Oman's industrialization accelerates, small and medium firms, which already account for most of the
economy, are anticipated to supplement the operations of large-scale corporations (Gupta & Hoda, 2021). As
a result, they can provide local domestic investors with inexpensive options to diversify into manufacturing
outputs at levels that are compatible with their current managerial skills (Muthuraman et al., 2021). Small
businesses should play a more significant role in Oman's economic transformation. The government aims to
construct an essential infrastructure for the growth of the selected sectors to attain these aims. It also
establishes enterprises to harness the SMEs, especially the country's crude oil and natural gas, which provide
Oman with a cost advantage (Muthuraman et al., 2021).

SME:s require sufficient capital to realize their development potential (Heinze, 2022). On the other hand,
banks and other lending institutions are widely known for being hesitant to lend money to small businesses;
business size and lack of leadership are the key reasons (Sibani & Salim, 2021). It has also been highlighted
that a company's age and size impact the difficulty of acquiring financing (Muthuraman et al., 2021).
Furthermore, many business owner-managers hesitate to give up stock to outsiders as they believe it would
reduce their independence and control, and the gap in equity financing for such businesses may expand (Al
Fazari & Tewari, 2022).

However, SMEs face issues raised by Muthuraman et al. (2021), such as poor leadership style, which
hardly and productively engaged their employees in operation and production processes. Therefore, this study
explores the underlying phenomenon of engaging workers proactively to bolster organizational performance.
Moreover, there are multiple styles of Leadership; however, transactional and transformational Leadership
are considered the most obligated, practised, and popular leadership styles (Jayashree et al., 2022). Based on
the cited literature the central question for the research study is "What is the mediating effect of the
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employees' engagement between leadership styles and organizational performance?" Therefore, the study's
main objective is to explore the mediating role of the employees' engagement between leadership styles and
organizational performance.

2. RESEARCH METHODOLOGY

A Systematic Literature Review (SLR) is applied to meet the study's objectives. Therefore, the most
widely used scholarly search engines were selected for the study, which included, but not limited to, Google
Scholar, Scopus, EBSCO, PsycINFO, Science Direct, and Web of Science was used for the study. Moreover,
"organizational performance”, "employees' engagement", "leadership Styles", organizational performance
and employees' engagement", "leadership Styles and organizational performance"”, and "leadership Styles
and organizational performance" were used as a keyword for the study. Furthermore, the following criteria

were adopted for SRL:

a. The period for the search is from 2000 to 2021.

b. The search is limited to only the English language.

C. The search is limited to research journals, periodicals, proceedings, and published reports.
d. The study is extended to social, numerical, and bio-sciences.

A total of one hundred fifty (150) documents related to the study were obtained in the first round and screened
out for relevance to the abovementioned criteria. Therefore, 34 articles were removed due to their irrelevancy.
In the same way, 23 documents were rejected due to duplications. Similarly, 11 articles were excluded, as
they were not published in English. Moreover, 19 articles were excluded due to sources having lower impacts.
The study left with 72 documents, including sixty-eight (68) research papers and four (4) reports, which were
included in the study. The details are provided in Figure 1.
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Figure 1: PRISMA flow diagram for the study
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3. LITERATURE REVIEW

3.1 Types of Leadership

Transformational Leadership is a theory of management where an innovator teams up with teams to identify
required change, make a vision to help the adjustment using motivation and perform the modification in
tandem along with fully committed participants of a group; it is an integral portion of the Total Selection
Management Version (Jiang et al., 2017). Transactional leadership styles are about preserving the regular
flow of functions — this type is "maintaining the ship afloat." Negotiable innovators use corrective energy
and a selection of incentives to the reality that this forerunner generally inspires staff through exchanging
perks for functionality. A negotiable innovator usually does not appear in advance in tactically helping an
organization to a posture of market management; as an alternative, these supervisors are frequently concerned
with ensuring every little thing circulates perfectly today (Odumeru & Ifeanyi, 2013).

3.2 Employee Engagement

Employee engagement is the passionate connection employees feel towards their work environment,
work job, position inside the organization, associates, and culture and the influence this connection has on
prosperity and profitability. From a business perspective, employee engagement is worried about utilizing
new measures and activities to expand the positive, passionate connection felt and, in this way, efficiency
and, by and large, business achievement (Ozolina-Ozola, 2014). Numerous individuals see employee
engagement to be a case of an upper hand. Researchers have defined the concept of employee engagement
as 'an individual employee's cognitive, emotional, and behavioural state directed toward desired
organizational outcomes' (Prayogi & Lesmana, 2021). Employee engagement is believed to be a long-term
emotional involvement of the employee and is considered a precursor to job satisfaction and commitment
(Saeed, 2018).

3.3 Leadership Style and Employee Engagement

According to Firman et al., (2021), leaders can influence the organization's effectiveness through their
subordinates. They can give new directions, philosophies, and horizons to organizational performance and
productivity if they engage their employees according to their interests, inclination, and orientations (Firman
et al.,, 2021). There are many styles of Leadership, and they are needed and demanded as needs and
requirements of the working environment. Transactional leaders are confined to using prizes and recognitions
to motivate employees; transformational leaders support the growth of employee engagement by shifting
employees' focus from their interests to the group's overall interests. Similarly, transformational leaders can
motivate and inspire personnel to focus on the organization's goals and objectives. Moreover, according to
multiple researchers such as Hendawy Al-Mahdy et al. (2021) and Hammad and Al-Harthi (2021),
Transformational leaders directly impact employee engagement by increasing commitment and
organizational performance.

According to Riva et al. (2021), leaders who cultivate positive, trusting connections with their staff
can boost employee engagement. Researchers have conducted numerous studies, and employee engagement
is now defined as a "heightened emotional connection that an employee feels for his or her organization that
influences him or her to exert greater effort to his or her work" when combined with leadership styles
(Susilawati et al., 2021).
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According to Megawaty et al. (2022), trust and integrity, having a clear correlation between
organization performance and employee performance, intellectual stimulation, career opportunities for
employees, the leader-employee relationship, pride in the company's reputation, and team collectivism are
the critical factors of Leadership that affect employee engagement. Employee engagement, in turn, influences
the service orientation of workers in service-based businesses (Maral & Hamedoglu, 2022). This indicates
that employees who regard their leaders as transformative are more engaged and service-oriented.
Transformational leaders excite their people by transforming their attitudes and beliefs into a shared vision
for the company. Employee engagement is enhanced when transformational leaders ensure that their people
are confident, that their individual needs are satisfied, that they are intellectually stimulated, and that they are
engaged in addressing organizational challenges through inventive solutions (Maral & Hamedoglu, 2022).

3.4 Small and medium enterprise in Oman

The total number of Small and Medium Enterprises (SMEs) registered with the Authority for Small
and Medium Enterprises Development (ASMED) by the end of August 2021 stood at 56,687, compared to
45,706 in August 2020. This constitutes an increase of 24 per cent, according to the data released by the
National Centre for Statistics and Information (NCSI). Among the governorates, the Governorate of Muscat
topped the list, marking an increase of 25.2 per cent compared to the same period in 2020 to reach 19,187,
followed by the Governorate of North Al Batinah with a rise of 23.7 per cent to stand at 8,945. An increase
was also marked in the number of SMEs in all governorates, the Governorate of A'Dakhiliyah by 20.1 per
cent to reach 6,961, the Governorate of Dhofar by 23.8 per cent to 4,737, the Governorate of South Al Batinah
by 28.1 per cent to 4,341, the Governorate of North A'Sharqiah by 21.2 per cent to 3,751, the Governorate of
South A'Shargiah by 27.5 per cent to 3,392, the Governorate of A'Dhahira by 17.4 per cent to 3,156, the
Governorate of Al Buraimi by 23.9 per cent to 1,207, the Governorate of Al Wusta by 37.5 per cent to 755
and the Governorate of Musandam by 44.9 per cent to 255. Each business has its core; leaders and managers
face various situations while working with organizations and people. To cope with circumstances with high
production levels, they must explore various ways. Logic dictates that an organization can only thrive with
solid Leadership. Organizations today must achieve and meet the competing expectations of stakeholders
clearly and ethically, according to studies on leadership style and organizational performance. Leaders must
implement a proper leadership style as organizational success may depend on them (Al-Rusheidi & Supian,
2021; Al Haziazi et al., 2021; Danisman et al., 2015). According to the experts, there is no consensus in the
literature on the criteria for evaluating organizational effectiveness (Al-Rusheidi & Supian, 2021; Shafiu et
al.,, 2019). This may be viewed from various angles when examining the components influencing
organizational success.

3.5 Organizational performance

According to Shafiu et al. (2019), it may be described as transforming inputs into outputs to
accomplish specific goals. According to Al-Rusheidi & Supian, 2021 and Danigman et al. (2015),
organisational performance is the transformation of inputs into outputs to accomplish particular goals.
Furthermore, according to Shafiu et al. (2019), performance education is about the relationship between
minimal and effective cost (economy), effective cost and realized output (efficiency), and output and attained
the outcome (effectiveness). According to Al Khajeh (2018), organisational performance is a complicated
and multidimensional phenomenon in business literature. According to Danisman et al. (2015), each
organization's performance may be measured using different criteria.
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According to Al Khajeh (2018), organisational performance consists of an organization's outcomes
or actual outputs, which may be assessed against expected outputs, goals, and objectives. Financial
performance (return on investments, earnings, etc.), shareholder return (economic value-added, total
shareholder, etc.) and product/service market performance (market share, sales, etc.) are the three aspects that
make up organizational performance (Al Khajeh, 2018). Leadership is important in companies since it creates
strategies and plans the organization's route to become more effective and efficient. Financial reports, bottom
lines, market shares, company revenues, and other performance metrics are used to evaluate the efficacy of
Leadership and organizational performance (Thumiki & Jurcic, 2021). Many management theorists regard
Leadership as a critical contributor to, if not the most significant cause, of organizational success in the
marketplace and society (Bawar, 2020; Ahmad et al., 2019).

The literature must have a universal consensus on the standards for measuring organizational
performance. However, they note four primary prevalent techniques in their study: (1) The Goal-Oriented
Approach People form organizations to accomplish specific goals set by the stakeholders. An organization's
capacity to fulfil its objectives is called organizational performance. (2) The System Resource Approach is a
method of analyzing a system's resources. This strategy focuses on the organization's interaction with the
environment. Organizations are adept at exploiting their surroundings to achieve high value and overcome
limited resources to enhance their operations. (3) The Constituency Methodology. Organizations are effective
when they are seen as such by many stakeholders. Organizations with more resource control may have the
most influence on performance. (4) The Approach to Competing Values (Hendawy Al-Mahdy et al., (2021),
Hammad and Al-Harthi, (2021); Al-Mahdy et al., (2021), Andrej et al., (2022); Mareta & Mirza, 2022). It
claims that various expectations from various locations shape the organization's goals. As a result, various
companies may have different performance measurement standards.

3.6 Leadership and Organizational Performance

Many studies argued over the link between Leadership and organizational effectiveness as well.
Using the four-factor theory of Leadership and data collected from 2,662 people working in 311 firms, the
findings revealed that leadership style impacts organizational culture and performance (Shafiu et al., 2019).
Al Khajeh (2018) demonstrated this by combining the four-factor leadership theory with data collected from
2,662 individuals working in 311 firms to show that organizational culture and performance are linked to
leadership style. The other study confirms that Leadership significantly influences employee performance
and that participatory leadership styles aid in improving employee performance (Hendawy Al-Mahdy et al.,
2021, Igbackemen & Odivwri, 2015). According to research done by Hendawy Al-Mahdy et al. (2021),
Hammad and Al-Harthi (2021), and Al-Mahdy et al. (2021), Leadership is perceived as impacting worker
performance in Kenya's health sector. The findings indicated that leaders should strive to establish a positive
work atmosphere for their workers and discourage negativity. Based on the importance of the findings in
their study, there is a good delegation of authority and duty to the organization's employees to improve service
delivery. In the organization, there is a solid motivation to boost employees.
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3.7 Organizational Performance Measurement

Management research rarely explicitly states the structure and concept of organizational performance
since it is SO common.

Regarding organizational goals, Ishak et al. (2022) distinguishes three categories of organizational
performance measurements: operational performance, financial performance, and overall performance.
Financial performance is the most commonly used model in empirical strategy research. Managers and
accountants have differing perspectives on organizational success. Accountants are concerned with an
organization's financial performance, whereas managers are concerned with enhancing the present and future
organizational performance. Conversely, Abbas and Asghar (2010) merged historical accounting viewpoints
with operational indicators to create the "Balanced Scorecard" method. The sections that follow provide a
quick overview of several approaches to measuring organizational performance (Lee et al., 2022)

3.8 Leadership style

Leadership is defined as the ability to lead others. Attempting to define the term "leadership" has
proven to be a difficult task for both academics and practitioners. Leadership has been a subject of scholarly
debate for over a century, and numerous definitions have emerged continually (Devi & Subiyantoro, 2021).
Many elements have influenced these definitions, ranging from global affairs and politics to features of the
field in which the subject is researched. The term "leadership" is defined in a variety of ways. There are
almost as many distinct conceptions of Leadership as people who have tried to define it (Anastasiou &
Garametsi, 2021) observed in a review of leadership research. The attainment of a goal via the guidance of
human companions is called Leadership. A leader who can skillfully direct his associates to attain specific
goals. According to some experts, Leadership is guiding or organising specific responsibilities for group
members (Megawaty et al., 2022). According to Andrej et al. (2022), leadership is organizing and influencing
a group of individuals to attain a common purpose. When a person mobilizes institutional, political,
psychological, and other resources to inspire, engage, and satisfy the objects of followers, this is called
Leadership (Andrej et al., 2022). According to researchers, leadership and its study have been traced back to
the dawn of civilization (Stone & Patterson, 2005). Researchers have studied workplaces, corporate
environments, worker motivations, leaders, managers, leadership styles, and various other work-related
aspects for over two centuries. Researchers began investigating the link between leader behaviour and
outcomes such as follower happiness, organizational productivity, and profitability.

There are many different definitions of Leadership; however, one component that appears in all
definitions is that it has to do with an individual's ability to influence the behaviour of others, which may be
described as followers (Verghese et al., 2022; Khan & Ghayas, 2022). Leadership is ""a combination of unique
qualities or characteristics that an individual possesses," meaning "leadership is a blend of unique features or
characteristics that an individual possesses."

These characteristics help that person to persuade others to do duties. Other definitions of Leadership
include "the things leaders do to bring about change in a group" and "the things leaders do to bring about
change in a group" (Zhou et al., 2022). The direction in which followers are directed is referred to as
leadership style. As leadership studies have progressed throughout history, leadership styles have increased.
If the leadership style is successful, it may help improve organizational performance and promote attaining
desired goals. However, if the leadership style is effective, it can help organizational performance and
employee perceptions. This strong link between leadership styles and organizational effectiveness prompted
many studies on the subject, yielding many leadership theories. Each theory recommends a separate
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leadership style and, in most cases, a combination of styles for leadership performance (Syakur et al., 2022).

Character and personality qualities can be utilized to determine if a leader is transformational or
transactional (Donkor et al., 2022). However, the leaders' leadership styles are determined by the followers'
acknowledgement of their leaders, their willingness, and the mission's complexity. As a result, leaders must
possess a unique capacity to assess organizational settings, carefully identify unanticipated elements, and
make sound judgments to guide the organization to success (Syakur et al., 2022)

3.9 Transformational Leadership Style

The organization's present focus on rejuvenating and reforming companies to face the challenges of
future competitiveness has sparked a surge in scholarly interest in Transformational Leadership (Puni et al.,
2022). This perspective is significant for researching organizational transformation and processes and
explaining why good outcomes for workers' efforts and satisfaction occur (Metwally et al., 2019).
Transformational Leadership aims to alter workers' methods, beliefs, assumptions, and motivations by
employing techniques that elicit higher levels of desire and encourage change (Nguyen et al., 2022).

Transactional Leadership, or managerial Leadership, is frequently used in innovation initiatives
(Kim,2022). Transformational leaders can stimulate and motivate employees to achieve above and above
what is expected of them (Udin et al., 2022). Transformational leaders trade incentives and requirements with
their staff and encourage them to put their self-interests aside for the greater good (Udin et al., 2022).

Management-by-exception and contingent reward are both used. The function of supervision,
structure, and group performance are all critical aspects of Leadership. It stresses employee cognition, with
leaders encouraging staff cooperation through reward and punishment. Furthermore, transactional leaders
aim to maintain the status quo rather than change the future. Leaders monitor their colleagues' work, pointing
out flaws and deviations while abdicating responsibility and deferring decision-making. In a way, Leadership
maintains congruence between the organization's mission and goals while maintaining staff motivation and
interest in achieving specified goals (Jacobsen et al., 2022). It involves charisma, excitement, and inspiration
to identify the traits of leaders; transformational Leadership has some parallels to charismatic Leadership
(Al-Hussaini et al., 2019).

Although transformational leadership theory claims to neglect the importance of the organizational
environment and ineffective Leadership, past research shows that the model has been used in various settings
and crises, particularly when transformational leaders challenged the status quo (Andrej et al., 2022). Another
significant justification for this view is that Transformational leaders cannot compel their people to achieve
specified goals, which are considered Transactional leadership traits. The researcher used the Range
Leadership Theory, which will be covered in the next portion of the article, to respond to the criticism and
argument.

Transformational leaders enable employees to see challenges in new ways, give support and
encouragement, express a vision, and create emotion and identification. Transformational Leadership
significantly impacts individual and organizational outcomes such as employee happiness and performance.
Higher degrees of Transformational Leadership are linked to increased collective potential (Hasan & Islam,
2022).

3.10 Transactional Leadership Style

Burns introduced the Transactional Leadership Theory in 1978 (Wasim & Rehman, 2022). It is
founded on the interaction between leaders and employees, based on the exchange or exceptional reward
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leaders establish for achievement acknowledgement. Three key features of Transactional leaders: dependent
incentives, active management with exceptions, and passive management with exceptions (Tahir et al., 2021).
Contingent incentives relate to positive interactions between leaders and workers in which benefits are based
on performance. The role and hope of giving the resources they require, as well as the success they bring to
the award, are described by the leaders. Active management is the interaction in which leaders assess
employees' performance and make changes during the process. Except for interactions, where leaders only
interfere when faults or standards are not fulfilled, passive management is the norm (Al Haziazi et al., 2021;
Khan et al., 2021)

Others see Leadership as a continuum, with Transactional Leadership on one end and
Transformational Leadership on the other (Khan et al., 2020). Transactions between the leader and the
workforce are at the heart of Transactional Leadership's concept. According to a Transactional leader, human
connections are nothing more than a series of Transactions. Reward, punishment, economic trade, emotional
and human exchanges, and other such "Transactions" are the foundations of this leadership style (Al Haziazi
et al., 2021; Niazi, Komal et al., 2019).

To comprehend this leadership style, imagine yourself as the organisation's CEO, telling people their
responsibilities since you are paid. If the employee performs their job well, they will be rewarded; if they do
not, they will be punished. A Transactional leader leads the groups in this manner. Leadership style is on the
duty of administration, organization, and group performance; it is also known as management leadership.
Transactional Leadership is a leadership style in which the leader uses rewards and penalties to encourage
his subordinates' compliance. Transactional leaders take the initiative to sustain the chain of rules and
regulations, and their approach does not anticipate future changes. Transactional leaders use a substitution
model to reward excellent outcomes or positive results (Al Haziazi et al., 2021). Transactional leaders can
punish subpar performance or unresolved concerns (Hasan and Islam 2022). Transactional Leadership is built
on agreements that workers accept or adhere to leaders in exchange for praise, gratitude, and resources or to
avoid disciplinary action. Leaders use contingent rewards to identify and clarify goals that their staff should
meet and to announce suitable prizes. It is uncommon for leaders to confine their management responsibilities
to active or passive management (Wasim & Rehman, 2022).

This leadership style focuses on achieving the job's objectives. Understanding the link between effort
and reward, responsiveness to display issues, use of incentive, reward, and punishment, goal setting and
rewarding performance, and using authority to force followers to accomplish tasks are all essential concepts
of transactional Leadership.

Transactional leadership theory is centred on two key components, Tabassi et al. (2016) transactional
leadership theory:

1. The contingent reward strategy offers prizes for accomplishing targets or followers' capacity to
execute tasks according to their leaders' wishes.

2. Management-by-exception - When employees make mistakes, the leaders intervene by
establishing visible procedures to enforce the proper regulations. When a leader uses the management-by-
exception approach, he or she takes an active and self-centred interest in the work and task monitoring. The
leader is continually involved in the work process, searching for departures from the conventional procedure
and intervening before subordinates make mistakes. In the age of global competition, transactional
Leadership is just as crucial as transformational Leadership in assisting leaders in increasing organizational
competitiveness.

Transactional Leadership has a different level of morality from transformational leadership. The lack

43



International Journal of Management Thinking; Vol.1, Issue.2, 2023

of desire of employees to offer anything above what is stipulated is a crucial downside of transactional
Leadership. The challenges in defining entire task descriptions well in advance owing to the nature of the
projects, this uniqueness is generating a problem in the construction business. In the construction sector,
project managers' leadership styles have a significant impact on project performance (Al Haziazi et al., 2021;
Tahir et al., 202)

3.11 Situational-Leadership Approach

Investigating situational theories arose from the disparity in results on leadership attributes and
behavioural styles (Kertabudi, 2022). The situational theory of Leadership stresses the relevance of the
context in determining the efficacy of a leader's behavioural style; situational changes need a variety of styles.
According to Douglas et al. (2022), the effectiveness of Leadership is determined by the context and the
leader's ability to apply the appropriate style in each situation. The situational theory's most important
perspective is that leaders modify their leadership style depending on their followers and the environment.
Furthermore, a leader is expected to approach various people differently depending on their work and
proficiency with specific duties and the organization at any given moment and place. Four styles of situational
leadership theory proposed by Polmear et al. (2022) are as follows:

1. Participative Leadership entails establishing a solid relationship with subordinates while having
little responsibility. This leader-driven technique is used when followers are capable yet unwilling or hesitant
to do the work at hand. According to Hersey and Blanchard, the leader can figure out why the subordinate is
not motivated and whether there are any restrictions to the subordinate's capacity to work.

2. Selling and coaching is a strategy that the leader leads. It is illustrated when there is a high
relationship value between followers and a high task level.

3. Participating and supporting: This is a technique that the followers drive. According to the authors,
the leader has a low work concentration and a strong connection emphasis. On the other hand, the follower
possesses extraordinary capacity and a shaky commitment and is capable but unwilling or hesitant.

4. Delegation: This is a follower-led method employed when there is a minimal work need and little
relationship with followers.

When followers are capable, willing, or motivated to do the duties at hand, the delegation style is used
(Polmear et al., 2022; Turi et al., 2019).

3.12 Employee Engagement

Employee engagement levels at work and the degree of intensity and attention they devote to their
duties vary widely within each organization. Employee engagement is a relatively new notion that has only
been used for the previous two decades (Polmear et al., 2022). It is a massive construct with no single,
universally agreed-upon definition; nonetheless, this is not exceptional nor problematic since many other
psychological constructs have needed more clarity in the early stages of their participation in the social
sciences. The study of workplace engagement has grown in importance due to the tendency toward "positive
psychology," which focuses on human strengths and optimal functioning rather than flaws and dysfunction
(Al-Mahdy et al., 2021).

Although most researchers agree on the construct of work engagement, there are differing
perspectives on how it should be conceptualized (Riva et al., 2021). However, they all agree that employee
engagement evolved from earlier concepts like employee commitment, job satisfaction, and organizational
citizen behaviour (Riva et al., 2021). Employee engagement is more significant in scope and may be
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characterized in a variety of ways, even though it is connected to and incorporates these principles. According
to Megawaty et al. (2022), employee engagement is "a heightened emotional and intellectual connection that
an employee feels for his or her organization, boss, or coworkers, which leads him or her to apply greater
discretionary effort to his or her work." According to Ravi et al. (2021), workers' willingness and capacity to
assist their firm to flourish, primarily through committing discretionary effort on a long-term basis. It is also
described as the amount of effort put in by workers in their job activities and their emotional and intellectual
dedication to the company.

The basic concept employed for the objectives of this study is that engagement is characterized by
three dimensions: vigour, devotion, and absorption. There is also a proclivity to remain steadfast in the face
of task difficulty or failure, indicating a willingness to put effort into one's job. Dedication involves passion,
inspiration, pride, and challenge and refers to a deep affiliation with one's job. Absorption is defined as being
completely focused and pleasantly absorbed in one's task. Time moves swiftly in this realm, and it is
impossible to separate oneself from work (Purwati et al., 2022).

According to the researcher, engagement is the simultaneous employment and expression of a person's
preferred self in task behaviours that create work relationships. He defined cognitive engagement as having
areasonable knowledge of one's job and goal within an organization and the company's strategy and direction.
Al-Mahdy et al. (2021) feel that workers are more likely to perform at a greater level if they consider
themselves successful contributors to the company's aims or objectives. Employees who understand how to
contribute to a company's strategic goals are likelier to feel they belong. Cognitive engagement may benefit
Employee performance and retention (Firman et al., 2021).

Employees being responsively and open-heartedly engaged to others in the workplace, as well as the
level to which they appreciate, enjoy, and believe in their employment, teams, supervisors, and the
organization, are all examples of emotional engagement, according to him. Increased confidence in
management affects workers' levels of emotional commitment more favourably, as evidenced by trust and
perceived organizational support. Finally, being physically engaged is a manifestation of extra-role
performance or going above and beyond what is required of an employee concerning their work function
(Firman et al., 2021).

3.13 Leadership Theories

There are multiple theories of Leadership. Every theory has its efficacy, utilization, and application
in a specific context. However, the Trait theory and the leaders' member exchange theory have the maximum
applicability to the study under consideration.

3.13.1 Trait Theory

The trait theory is widely regarded as the first method for researching Leadership. According to the
trait school of thought, leaders are born, not formed. According to Bass & Stogdill (1981), specific physical,
social, and personal attributes are innate in particular individuals, and these characteristics eventually
distinguish leaders from non-leaders. Trait refers to "a multitude of individual traits, including features of
personality, temperament, wants intentions, and values," Yukl (2012). Some examples are self-assurance,
extroversion, emotional maturity, and high energy levels. These attributes are particularly suited to
Leadership, among other things, and people who become strong leaders would have a solid mix of these
features. This method proposes that certain people are born with social characteristics that make them
excellent leaders, and the idea goes on to explain specific characteristics that make particular people great
leaders, whether in corporate, social, political, or military settings.

3.13.2 Leader-Member Exchange Theory
In line with the contingency theory, Liden et al. (1997) explain the foundation of their thesis by
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claiming that in some conditions, leaders favour specific followers over others, resulting in an 'in' group. Due
to time constraints, leaders frequently favour followers, putting greater faith in them, offering them more
attention, and granting them more privileges. The balance is formed by the 'out-group. When leaders initially
connect with followers, they categorize them as "in" or "out." The explanation for the selection is unknown,
although the link has remained relatively steady throughout time (Liden et al., 1997).

3.14 Research Model and the Relationship among Variables

3.14.1 Relationship between Transformational leadership style and organizational performance

Transformational leadership style and organizational performance The Transformational leadership
style focuses on developing the followers and considering their needs. The managers who focus on
transformational Leadership focus mainly on developing the employees' overall value system, moralities,
skills, and motivation levels. Transformational Leadership is a vital bridge between followers and leaders to
understand the motivational level, values, and interests clearly. Bass and Avolio (1994) stated that
transformational Leadership demonstrates superior leadership performance. Transformational Leadership,
according to Bass and Avolio (1994), occurs when the leaders broaden or elevate the interest of the
employees.0

Transformational leaders are the ones who encourage employees to look beyond their self-interest.
Transformational leaders are influential for several reasons; the leaders may be charismatic in inspiring the
employees, the transformational leaders may meet the emotional needs of the employees, or may stimulate
the employees intellectually (Bass & Avolio, 1994). Transformational Leadership and individual-level
follower performance are positively linked. Further, the study also indicated that transformational Leadership
and teams' performance at the organizational level are positively associated. Performance is the function of
skills, abilities, knowledge, and motivation directed towards a prescribed behaviour. The study conducted by
the authors mentioned above indicated that transformational Leadership enhances the overall development
of the followers—the followers of transformational leadership associate with a self-defining and satisfying
relationship with an individual or group. Transformational leaders' idealized and behavioural charisma
motivates followers to identify with the leader (Purwati et al., 2022). The personalized relationship developed
by a transformational leader develops an environment in which the employees feel happy, improving their
overall performance. Hence, transformational Leadership and organizational performance are positively
associated. Transformational Leadership has a significant impact on the performance of the organization.
They researched banking organizations with the help of statistical tools such as SEM and SPSS. They reached
the above conclusion that transformational Leadership has a direct positive impact on the organization's
performance.

3.14.2 Relationship between Transactional leadership style and organizational performance

A leader is known as a transactional leader if he/she is always willing to give something in return
(Uchenwamgbe, 2013). This can include promotions, pay raises, performance reviews, new responsibilities,
etc. The major problem with this type of Leadership is the expectation. Hence, transactional Leadership can
be defined as the exchange of targets and rewards between the management and the employees.

The study by Longe (2014) revealed that transactional leadership style positively impacts
organizational performance. The transactional leadership style helps create and sustain the context in which
organizational and human capabilities are maximized, as the employees can consistently achieve tangible
and intangible rewards. This leadership style mainly helps create an optimal environment for performance
and articulates a compelling vision that enhances the overall organizational performance (Longe, 2014).
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Transactional Leadership was not found to have a direct impact on the performance of the organization. This
leadership style does not encourage creativity and innovation among the employees; hence, the employees
need to perform as per the organisation's expectations.

3.14.3 Relationship between Transformational Leadership and Motivation

The effect of charismatic Leadership on motivation based on self-concept theory is based on three
prepositions of motivation, which can be achieved through informal roles and other social activities among
peers. The theory of transformational Leadership is critical in the field of Leadership, and many studies show
that there is a positive relationship between transformational Leadership and other dependent variable like
satisfaction, commitment, motivation, and performance of the employees (Khan et al., 2021) found that there
is a positive relationship between transformational Leadership and employee creativity.

They argue that leaders care for their needs and wants related to social activities that ultimately affect
the power of ideas generation. Transformational Leadership is surrounded by idealized influence, intellectual
stimulation, and inspirational motivation. Strategies for increasing employee motivation are part of human
resources development, and the affecting factors can be analyzed. Previous research on employees' work
motivation has been conducted for years. TL has positive effects on work motivation.

3.14.4 Relationship between Transactional Leadership Styles and Employee Motivation

A leader can motivate employees, among others, by allowing employees to participate in decision-
making, creating a harmonious atmosphere, and working relationships that trust and respect each other.
Different leadership styles will undoubtedly colour the behaviour and type of Leadership to bring up a task-
and an employee-oriented leadership style. The transactional leadership style positively influences work
motivation (Uchenwamgbe, 2013)

3.14.5 Relationship between Employee Engagement and Organizational Performance

This segment highlights review articles about Employee Motivation and Organizational Performance
that were published in various worldwide journals. Uddin et al., 2016 conducted a study on the effect of
formal coaching on employees' work motivation, organisational commitment, and job performance in the
UK. The study revealed that mentoring can enhance employees" attitudes without necessarily elevating their
performance. The study for the most section targeted coaching on performance.

Furthermore, when contrasted with a similar study in Finland, wages are the most significant element of
Motivating employees in both countries.

Likewise, Niko's sales performance was greatly affected by the quality of supervision, increased
employee commitment, level of education, the condition under which they perform their obligations, the
quality and management of operations, and the number of hours worked. An examination concentrating on
motivation measures and improving workers' performance in Kitgum district in Uganda. She found that
workers were not performing well in Kitgum district because salaries and allowances in the district were very
inadequate and unable to meet people's basic needs between managers and subordinates, preventing brilliant
performance. However, intrinsic motivators like achievement, advancement, responsibility, and recognition
were identified to be well-revealed in the district.

In any case, utilizing the correlation coefficient, the examination discovers that organizational performance
had a huge positive impact on the work environment and facilitation. Likewise, the outcome of regression
analysis found that two elements had statistically significant, positive, and direct effects on organizational
performance. In summary, motivation is essential to both an individual and the organization. For an individual
motivation is a crucial element that encourages an individual to achieve his/her personal goals. Within an

47



International Journal of Management Thinking; Vol.1, Issue.2, 2023

organization, motivation is an issue that leads to employee satisfaction. Also, motivation inspires a person to
widen his/her knowledge explore and unleash his/her full capabilities and potential. Correspondingly, from
the organizational aspects, motivation leads to a practical attitude in the workplace, convenient adaptation to
changes, and more creativity.

3.14.6 Relationship of Transformational Leadership Styles, Work Motivation, and Organization
Performance

The early approaches to theories of employee motivation supposed that if firms were constantly
changing, they might not be practical or improve performance because employees require routines to work
effectively to improve organisational performance (Cheng et al., 2022).

Especially before the rapid change in the business environment, the capability to adjust effectively
and quickly towards change events is now becoming a critical concern of leaders and managers. As a result,
nowadays, scholars have widely acknowledged that the vital importance for firms is that they can undergo
continuous change. The ability of firms to be constantly changing can become a good and dynamic habit in
its own right. It is a normal and natural response to unforeseeable business environments and markets;
consequently, change capability is a decisive factor for firms' continued success. The relationship between
employee motivation and organizational performance has received little attention from many authors.
However, current literature also shows evidence for this relation. Thus, to provide further understanding of
how innovative culture and capable champions contribute to financial and operational performance, this study
proposes that:

3.14.7 Relationship of Transactional Leadership Styles, Work Motivation and Organization
Performance

A leader can motivate employees, among others, by allowing employees to participate in decision-
making, creating a harmonious atmosphere, and working relationships that trust and respect each other.
Different leadership styles will undoubtedly colour the behaviour and type of Leadership to bring up a task-
and an employee-oriented leadership style. The transactional leadership style positively influences work
motivation (Uddin et al., 2016). There is a relationship between motivation and employee performance.
Motivation has a positive and significant effect on employee performance.

Work motivation can be measured by three indicators, namely individual needs, personal preferences
and work environment, found to have a moderate to strong correlation with the dependent variable employee
performance. The level of effort is what someone does in doing a job, and the level of effort is related to
motivation to improve employee performance. The transactional leadership style significantly affects
employee performance (Cao & Le, 2022). Every leader can influence his subordinates, such as job
satisfaction and employee performance. It is realized that no leadership best applies universally to all
situations and environments; situational or contingency approaches in choosing an effective leadership model
are the best alternative answer. A leader must realize that human resources are the critical factor that has the
most influence on company productivity. Motivation is needed; if the needs are met, the employee will focus
more on the duties and responsibilities to achieve company goals. Motivation is a mediator in the relationship
between leadership style and performance. Based on the above-cited literature, theories and research findings,
the study came with the following proposed research model, shown in Figure 2.
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Figure 2: Conceptual Framework (Source: Author’s model)
4. CONCLUSION

The study concludes that organizational performance is the joint effort of the Leadership and employees.
Leadership needs to be more focused towards day-to-day processes and transactions. Leadership should
remain at the backs of the employees, which will help to keep them firm, enthusiastic, pragmatic, and
practical. Leaders instill souls in the employees, which keeps them motivated, engaged and productive.
Leaders and members need to collaborate for common goals and initiatives. Organizational performance can
be bolstered if Leadership and the employees come on a single pitch.

In the same way, members need to be provided with the latest technological and logistic support so that they
can be prepared for the opportunities and challenges. According to research, developed countries spend
almost $1 billion yearly to motivate, train, and engage employees. So, for the productive engagement of the
employees (knowledge workers), leaders should extend social, moral, psychological, ethical and emotional
support to the employees.

5. LIMITATIONS AND FUTURE RECOMMENDATIONS

This study is limited only to SMEs, which can be extended to other large and mega projects and organizations.
Similarly, this study was limited to OMAN and can be extended to other countries and continents. Moreover,
this study focused on only three types of Leadership. Therefore, more leadership styles can be studied in
different contexts and settings. Furthermore, this study was based on a systematic literature review. It
developed a model that can be tested with data, and the results can be generalized in different contexts, fields
and settings.

49



International Journal of Management Thinking; Vol.1, Issue.2, 2023

Author contributions: All authors equally contributed to this study

Ethical Statement: Not Applicable

Competing Interests: The author declares that this work has no competing interests.
Grant/Funding information: The author declared that no grants supported this work
Data Availability Statement: Not Applicable

Declaration Statement of Generative Al: Not Applicable

REFERENCES

Abbas, W., & Asghar, 1. (2010). The Role Of Leadership in Organizational Change: Relating the successful
organizational change to visionary and innovative Leadership. In Industrial Engineering. University
of Gavle.

Ahmad, M., Beddu, S., binti Itam, Z., & Alanimi, F. B. I. (2019). State-of-the-art compendium of macro and
micro energies. Advances in Science and Technology Research Journal.

Al Farsi, K., & Alattar, N. (2021). Examining the Aspects Decrease the Development of the Small and
Medium Enterprises in Al Batinah Province-Oman. Applied computing Journal, 77-90.

Al Haziazi, M., Muthuraman, S., Al Yahyaei, N., & Al Balusi, A. (2021, March). Influence of HR Digital
Transformation in the Cognitive Technology Era of the Sultanate of Oman. In 2021 7th International
Conference on Information Management (ICIM) (pp. 123-127). IEEE.

Al Khajeh, E. H. (2018). Impact of leadership styles on organizational performance. Journal of Human
Resources Management Research, 2018, 1-10. https://doi.org/10.5171/2018.687849

Al Qayoudhi, S., Pria, S., & Prasad, V. (2021). Continuous Improvement Practices in Manufacturing
Companies in the Sultanate of Oman. International Journal of Research in Entrepreneurship &
Business Studies, 2(3), 1-14.

Al-Hussaini, S. H., Turi, J. A., Altamimi, A. N. A., Khan, M. A., & Ahmad, M. (2019). Impact of talent
management strategies on employee performance behaviour with the mediating role of talent
management outputs. Archives of Business Research, 7(3).

Ali, M., Ullah, S., Ahmad, M. S., Cheok, M. Y., & Alenezi, H. (2023). Assessing the impact of green
consumption behavior and green purchase intention among Millennials Toward Sustainable
Environment. Environmental Science and Pollution Research, 30(9), 23335-23347.

Almawali, H., Hafit, N. I. A., & Hassan, N. (2021). Motivational Factors and Job Performance: The
Mediating Roles of Employee Engagement. International Journal of Human Resource
Studies, 11(3), 6782-6782.

AL-RUSHEIDI, A. S. A., & Supian, K. B. (2021). The Lean Management Practices, Gemba Practices, and
Lean Leadership Relationship With Sustainability Performance of The National Bank in Oman: an
Analytical Study of Variables. IJASOS-International E-journal of Advances in Social
Sciences, 7(21), 585-597.

50



International Journal of Management Thinking; Vol.1, Issue.2, 2023

Anastasiou, S., & Garametsi, V. (2021). Perceived leadership style and job satisfaction of teachers in public
and private schools. International Journal of Management in Education, 15(1), 58-77.

Andrej, N., Breznik, K., & Natek, S. (2022). Managing knowledge to improve performance: The impact of
leadership style and knowledge management on organizational performance with moderation effects
via PLS-SEM. Journal of the Knowledge Economy, 1-30.

Bass, B. M., & Avolio, B. J. (1994). Transformational leadership and organizational culture. The
International journal of public administration, 17(3-4), 541-554

Bass, B. M., & Stogdill, R. (1981). Handbook of leadership. Theory, research, and managerial.

Bawar, M. A. (2020). Impact of leadership on organizational performance:(Study of small scale educational
industry institutions, Kabul-Afghanistan). International Journal of Management IT and
Engineering, 10(1), 24-47.

Cao, T. T., & Le, P. B. (2022). Impacts of transformational Leadership on organizational change capability:
a two-path mediating role of trust in Leadership. European Journal of Management and Business
Economics.

Cheng, S., Kuo, C. C., Chen, H. C., & Lin, M. C. (2023). The Impact of Perceived Organizational Care on
Employee Engagement: A Moderated Mediation Model of Psychological Capital and Managing
Boundaries. Journal of Career Development, 50(1), 150-167.

Danigsman, S., Tosuntas, S. B., & Karadag, E. (2015). The effect of leadership on organizational
performance. Leadership and organizational outcomes: Meta-analysis of empirical studies, 143-168.
https://doi.org/10.1007/978-3-319-14908-0 9

Devi, A. D. (2021). Implementation of democratic leadership style and transformational head of madrasah in
improving the quality. Nidhomul Haq: Jurnal Manajemen Pendidikan Islam, 6(1), 14-26.

Donkor, F., Appienti, W. A., & Achiaah, E. (2021). The impact of transformational leadership style on
employee turnover intention in state-owned enterprises in Ghana. The mediating role of
organisational commitment. Public Organization Review, 1-17.

Douglas, S. K., Roberts, R. A., & Diaz III, H. (2022). Leadership Strategies Amidst Disruption and Shock:
Communication Implications. International Leadership Journal, 14(1), 36.

Firman, F., Fitria, H., & Rohana, R. (2021). The Influence of School Leadership Style and Teacher’s
Motivation toward Teacher’s Performance. Journal of Social Work and Science Education, 2(1), 1-
10.

Gupta, S. L., & Hoda, N. (2021). Perceived motivators and barriers for entrepreneurship: An empirical study
of SMEs in Oman. The Journal of Asian Finance, Economics and Business, 8(5), 863-872.

Hammad, W., & Al-Harthi, A. S. A. (2021). Aligning ‘international’standards with ‘national’educational
leadership preparation needs: The case of a master's programme in Oman. In Internationalisation of
Educational Administration and Leadership Curriculum: Voices and Experiences from the
‘Peripheries’ (pp. 117-138). Emerald Publishing Limited.

51



International Journal of Management Thinking; Vol.1, Issue.2, 2023

Hasan, ., & Islam, M. N. (2022). Leadership instills organizational effectiveness: a viewpoint on business
organizations. SN Business & Economics, 2(3), 26.

Heinze, 1. (2022). Crisis management in SMEs from a leadership perspective. In Crisis Management for
Small and Medium-Sized Enterprises (SMEs) Strategies for External Crises (pp. 143-164). Cham:
Springer International Publishing.

Hendawy Al-Mahdy, Y. F., Hallinger, P., Emam, M., Hammad, W., Alabri, K. M., & Al-Harthi, K. (2021).
Supporting teacher professional learning in Oman: The effects of principal leadership, teacher trust,
and teacher agency. Educational Management Administration & Leadership, 17411432211064428.

Igbaekemen, G. O., & Odivwri, J. E. (2015). Impact of leadership style on organization performance: A
critical literature review. Arabian Journal of Business and Management Review, 5(5), 1-
7.https://doi.org/10.4172/2223-5833.1000142

Ishak, N., Khairuddin, F. N., & Aziz, N. S. (2022). Principal’s Leadership Style And Job Satisfaction Among
Teachers At An Urban Primary School In Kuala Lumpur, Malaysia. Jurnal ILMI, 11(1), 1-13.

Jacobsen, C. B., Andersen, L. B., Bellingtoft, A., & Eriksen, T. L. M. (2022). Can leadership training improve
organizational effectiveness? Evidence from a randomized field experiment on transformational and
transactional leadership. Public Administration Review, 82(1), 117-131.

Jayashree, S., Reza, M. N. H., Malarvizhi, C. A. N., Gunasekaran, A., & Rauf, M. A. (2022). Sustainable
Production and Consumption.

Jiang, W., Zhao, X., & Ni, J. (2017). The impact of transformational leadership on employee sustainable
performance: The mediating role of organizational citizenship behavior. Sustainability, 9(9), 1567.

Kertabudi, I. S. (2022). Effect of Situational Leadership Style on Com petence and Employee's Performance
of Cleaning Agency at South Jakarta City: Indira Santi Kertabudi, University of Padjadjaran FIB
Bandung Indonesia Prof. Dr. Mohammad Soleh Ridwan, Reviewer of UIPM. Universal
Journal, 9(1).

Khan, M. M. S., & Ghayas, M. M. (2022). Impact of authentic leadership on employee engagement in the
banking sector of Karachi. International Journal of Business Performance Management, 23(1-2),
90-98.

Khan, U., Cheng, Y., Shah, Z. A., & Ullah, S. (2020). Resistance in disguise and the re-construction of
identity: a case of the Pashtuns in Pakistan. Inter-Asia Cultural Studies, 21(3), 374-391.

Khan, U., Cheng, Y., Shah, Z. A., Ullah, S., & Jianfu, M. (2021). Reclaiming Pashtun Identity: The role of
informal spaces in developing an alternative narrative. Interventions, 23(8), 1166-1186.

Kim, M. H. (2022). Transformational, Transactional Leadership, and Perceptions of Organizational
Performance: The Moderating Role of Relational Authenticity as a Leader. Transylvanian Review of
Administrative Sciences, 18(65), 64-86.

Lee, K., Romzi, P., Hanaysha, J., Alzoubi, H., & Alshurideh, M. (2022). Investigating the impact of benefits
and challenges of IOT adoption on supply chain performance and organizational performance: An
empirical study in Malaysia. Uncertain Supply Chain Management, 10(2), 537-550.

52



International Journal of Management Thinking; Vol.1, Issue.2, 2023

Liden, R. C., Sparrowe, R. T., & Wayne, S. J. (1997). Leader-member exchange theory: The past and potential
for the future.

Longe, O. J. (2014). Leadership style paradigm shift and organisational performance: A case of the Nigerian
Cement Industry. African Research Review, 8(4), 68-83.

M AL FAZARI, K. H.A. L. . D., & TEWARI, V. (2022). The Impact of Fuel Price on SMEs In Oman. A4sian
Journal of Advances in Research, 5(1), 204-222.

Maral, M., & HAMEDOGLU, M. (2022). Does leadership style of school administrators affect conflict
management?. Apuntes Universitarios, 12(1).

Mareta, F., & Mirza, A. D. (2022, February). The Impact of Leadership Style on Seller’s Transfer Price: The
Moderating Role of Compensation Scheme. In International Conference on Economics,
Management and Accounting (ICEMAC 2021) (pp. 282-289). Atlantis Press.

Megawaty, M., Hamdat, A., & Aida, N. (2022). Examining linkage leadership style, employee commitment,
work motivation, work climate on satisfaction and performance. Golden Ratio of Human Resource
Management, 2(1), 01-14.

Metwally, D., Ruiz-Palomino, P., Metwally, M., & Gartzia, L. (2019). How ethical leadership shapes
employees’ readiness to change: The mediating role of an organizational culture of
effectiveness. Frontiers in psychology, 10, 2493. https://doi.org/10.3389/fpsyg.2019.02493

Muthuraman, S., Al Haziazi, M., Veerasamy, R., & Al Yahyaei, M. N. (2020). Economic Development
through Small & Medium Enterprise—A Conceptual Framework. In Third International Conference
on Business, Management and Economics (pp. 1-10).

Muthuraman, S., Al Haziazi, M., Veerasamy, R., & Al Yahyaei, N. (2021). SME—Key Drivers for Economic
Development in the Sultanate of Oman. Exploring Sustainable Paths, 35.

Nguyen, T. P. L., Nguyen, T. T., Duong, C. D., & Doan, X. H. (2022). The effects of transformational
leadership on employee creativity in Vietnam telecommunications enterprises. Management
Decision, 60(3), 837-857.

Niazi, K., He, G., & Ullah, S. (2019). Lifestyle change of female farmers through CPEC’s coal power plant
project initiative. Journal of International Women's Studies, 20(3), 154-167. Available at:
https://vc.bridgew.edu/jiws/vol20/iss3/13

Odumeru, J. A., & Ogbonna, I. G. (2013). Transformational vs. transactional leadership theories: Evidence
in literature. International review of management and business research, 2(2), 355.

Ozolina-Ozola, 1. (2014). The impact of human resource management practices on employee
turnover. Procedia-Social and Behavioral Sciences, 156, 223-226.
https://doi.org/10.1016/j.sbspro.2014.11.178

Polmear, M., Clegorne, N., & Simmons, D. R. (2022). Uncovering the hidden curriculum of leadership
education in civil engineering. International Journal of Engineering Education, 38(1), 1-13.

53


https://doi.org/10.3389/fpsyg.2019.02493
https://vc.bridgew.edu/jiws/vol20/iss3/13

International Journal of Management Thinking; Vol.1, Issue.2, 2023

Prayogi, M. A., & Lesmana, M. T. (2021, January). The influence of leadership style and motivation on the
performance of employees. In Conference on International Issues in Business and Economics
Research (CIIBER 2019) (pp. 122-127). Atlantis Press.

Puni, A., Hilton, S. K., Mohammed, 1., & Korankye, E. S. (2022). The mediating role of innovative climate
on the relationship between transformational leadership and firm performance in developing
countries: the case of Ghana. Leadership & Organization Development Journal, 43(3), 404-421.

Purwati, A. A., Budiyanto, B., & Suhermin, S. (2022). Social Capital, Entrepreneurial Leadership and SMEs
Performance: The Mediating Effect of Innovation Capability. JPBM (Jurnal Pendidikan Bisnis dan
Manajemen), 7(3), 170-181.

Riva, F., Magrizos, S., & Rubel, M. R. B. (2021). Investigating the link between managers' green knowledge
and leadership style, and their firms' environmental performance: The mediation role of green
creativity. Business Strategy and the Environment, 30(7), 3228-3240.

Saeed, B. R. (2018). A literature review—bird eye view of decision making concepts. Research on
Humanities and Social Sciences, 8(6).

Shafiu, A. M., Manaf, H. A., & Muslim, S. (2019). The impact of leadership on organizational
performance. International Journal of Recent Technology and FEngineering, 8(3), 7573-7576.
https://doi.org/10.35940/ijrte.c6158.098319

Sibani, A., & Salim, W. Z. (2021). The Importance Of Islamic Finance Principles In Modulating SME Growth
Factors: A Case Study Of The Sultanate Of Oman (Doctoral dissertation, Staffordshire University).

Stone, A. G., Russell, R. F., & Patterson, K. (2004). Transformational versus servant leadership: A difference
in leader focus. Leadership & organization development journal, 25(4), 349-361.

Susilawati, S., Fitria, H., & Eddy, S. (2021). The Effect of Principal’s Leadership Style and Teacher’s Job
Satisfation towards Teacher’s Performance. Journal of Social Work and Science Education, 2(1), 42-
51.

Syakur, A., Narimo, S., & Prayitno, H. J. (2022). The Effect of Democratic Leadership Style in Improving
The Quality Higher Education of PGRI-Based Management in East Java. Edukasi Islami: Jurnal
Pendidikan Islam, 11(01).

Tabassi, A. A., Roufechaei, K. M., Ramli, M., Bakar, A. H. A., Ismail, R., & Pakir, A. H. K. (2016).
Leadership competences of sustainable construction project managers. Journal of cleaner
production, 124, 339-349,

Tahir, M., Safwan, N., Usman, A., & Adnan, A. (2021). Corporate social responsibility and employee
engagement; the mediating role of trust-in-organization. Middle East Journal of Management, 8(5),
497-516.

Thumiki, V. R. R., & Jurcic, A. (2021). Impact of COVID-19 crisis on knowledge management practices in
Sultanate of Oman. Electronic Journal of Knowledge Management, 19(3), pp213-225.

Turi, J. A., Javed, Y., Bashir, S., Khaskhelly, F. Z., Shaikh, S., & Toheed, H. (2019). Impact of organizational
learning factors on organizational learning effectiveness through mobile technology. Quality-Access
to Success, 20(171), 114-119.

54



International Journal of Management Thinking; Vol.1, Issue.2, 2023

Uchenwamgbe, B. (2013). Effects of Leadership Style on Organizational Performance in Small and Medium
Scale Enterprises (SMEs) in Nigeria. European Journal of Business and Management, 5(23), 53-74.

Uddin, M. A., Fan, L., & Das, A. K. (2016). A study of the impact of transformational leadership,
organizational learning, and knowledge management on organizational innovation. Management
dynamics, 16(2), 42-54.

Udin, U., Dananjoyo, R., & Isalman, 1. (2022). Transactional Leadership and Innovative Work Behavior:
Testing the Mediation Role of Knowledge Sharing in Distribution Market. Journal of Distribution
Science, 20(1), 41-53.

Verghese, A. J., Koufteros, X., Polyviou, M., & Jia, X. (2022). In pursuit of supplier resilience: The
explanatory role of customer leadership style. Transportation Research Part E: Logistics and
Transportation Review, 159, 102626.

Wasim, S. S., & Rehman, M. U. (2022). Role of Transformational Leadership Style of Accounting
Professionals towards Subordinates Performance, OCB, and Innovation: Mediating Effect of
Integrity and Thriving. Journal of Entrepreneurship, Management, and Innovation, 4(1), 1-26.

Yukl, G. (2012). Effective leadership behavior: What we know and what questions need more
attention. Academy of Management perspectives, 26(4), 66-85.
https://doi.org/10.5465/amp.2012.0088

Zhou, W. Q., Lee, Y. T., & Jacobs, E. (2022). Leadership Style in Relation to Gender Role and Masculine
Values: Being Daoist Water-Like or Agentic?. Journal of Leadership Studies, 15(4), 18-33.

Publisher’s Note: All claims expressed in this article are solely those of the authors and do not necessarily
represent those of their affiliated organizations or the publisher, the editors and the reviewers. Any product
that may be evaluated in this article or claim made by its manufacturer is not guaranteed or endorsed by the
publisher.

55



	1. INTRODUCTION
	2. RESEARCH METHODOLOGY
	3. literature review
	3.1 Types of Leadership
	Transformational Leadership is a theory of management where an innovator teams up with teams to identify required change, make a vision to help the adjustment using motivation and perform the modification in tandem along with fully committed participa...
	3.2 Employee Engagement
	Employee engagement is the passionate connection employees feel towards their work environment, work job, position inside the organization, associates, and culture and the influence this connection has on prosperity and profitability. From a business ...
	3.3 Leadership Style and Employee Engagement
	According to Firman et al., (2021), leaders can influence the organization's effectiveness through their subordinates. They can give new directions, philosophies, and horizons to organizational performance and productivity if they engage their employe...
	According to Riva et al. (2021), leaders who cultivate positive, trusting connections with their staff can boost employee engagement. Researchers have conducted numerous studies, and employee engagement is now defined as a "heightened emotional conn...
	According to Megawaty et al. (2022), trust and integrity, having a clear correlation between organization performance and employee performance, intellectual stimulation, career opportunities for employees, the leader-employee relationship, pride in th...
	3.4 Small and medium enterprise in Oman
	The total number of Small and Medium Enterprises (SMEs) registered with the Authority for Small and Medium Enterprises Development (ASMED) by the end of August 2021 stood at 56,687, compared to 45,706 in August 2020. This constitutes an increase of 24...
	3.5 Organizational performance
	According to Shafiu et al. (2019), it may be described as transforming inputs into outputs to accomplish specific goals. According to Al-Rusheidi & Supian, 2021 and Danişman et al. (2015), organisational performance is the transformation of inputs int...
	According to Al Khajeh (2018), organisational performance consists of an organization's outcomes or actual outputs, which may be assessed against expected outputs, goals, and objectives. Financial performance (return on investments, earnings, etc.), s...
	The literature must have a universal consensus on the standards for measuring organizational performance. However, they note four primary prevalent techniques in their study: (1) The Goal-Oriented Approach People form organizations to accomplish speci...
	3.6 Leadership and Organizational Performance
	Many studies argued over the link between Leadership and organizational effectiveness as well. Using the four-factor theory of Leadership and data collected from 2,662 people working in 311 firms, the findings revealed that leadership style impacts or...
	3.7 Organizational Performance Measurement
	Management research rarely explicitly states the structure and concept of organizational performance since it is so common.
	Regarding organizational goals, Ishak et al. (2022) distinguishes three categories of organizational performance measurements: operational performance, financial performance, and overall performance. Financial performance is the most commonly used m...
	3.8 Leadership style
	Leadership is defined as the ability to lead others. Attempting to define the term "leadership" has proven to be a difficult task for both academics and practitioners. Leadership has been a subject of scholarly debate for over a century, and numerous ...
	There are many different definitions of Leadership; however, one component that appears in all definitions is that it has to do with an individual's ability to influence the behaviour of others, which may be described as followers (Verghese et al., 20...
	These characteristics help that person to persuade others to do duties. Other definitions of Leadership include "the things leaders do to bring about change in a group" and "the things leaders do to bring about change in a group" (Zhou et al., 2022). ...
	Character and personality qualities can be utilized to determine if a leader is transformational or transactional (Donkor et al., 2022). However, the leaders' leadership styles are determined by the followers' acknowledgement of their leaders, their w...
	3.9 Transformational Leadership Style
	The organization's present focus on rejuvenating and reforming companies to face the challenges of future competitiveness has sparked a surge in scholarly interest in Transformational Leadership (Puni et al., 2022). This perspective is significant for...
	Transactional Leadership, or managerial Leadership, is frequently used in innovation initiatives (Kim,2022). Transformational leaders can stimulate and motivate employees to achieve above and above what is expected of them (Udin et al., 2022). Transfo...
	Management-by-exception and contingent reward are both used. The function of supervision, structure, and group performance are all critical aspects of Leadership. It stresses employee cognition, with leaders encouraging staff cooperation through rewar...
	Although transformational leadership theory claims to neglect the importance of the organizational environment and ineffective Leadership, past research shows that the model has been used in various settings and crises, particularly when transformatio...
	Transformational leaders enable employees to see challenges in new ways, give support and encouragement, express a vision, and create emotion and identification. Transformational Leadership significantly impacts individual and organizational outcomes ...
	3.10 Transactional Leadership Style
	Burns introduced the Transactional Leadership Theory in 1978 (Wasim & Rehman, 2022). It is founded on the interaction between leaders and employees, based on the exchange or exceptional reward leaders establish for achievement acknowledgement. Three k...
	Others see Leadership as a continuum, with Transactional Leadership on one end and Transformational Leadership on the other (Khan et al., 2020). Transactions between the leader and the workforce are at the heart of Transactional Leadership's concept. ...
	To comprehend this leadership style, imagine yourself as the organisation's CEO, telling people their responsibilities since you are paid. If the employee performs their job well, they will be rewarded; if they do not, they will be punished. A Transac...
	This leadership style focuses on achieving the job's objectives. Understanding the link between effort and reward, responsiveness to display issues, use of incentive, reward, and punishment, goal setting and rewarding performance, and using authority ...
	Transactional leadership theory is centred on two key components, Tabassi et al. (2016) transactional leadership theory:
	1. The contingent reward strategy offers prizes for accomplishing targets or followers' capacity to execute tasks according to their leaders' wishes.
	2. Management-by-exception - When employees make mistakes, the leaders intervene by establishing visible procedures to enforce the proper regulations. When a leader uses the management-by-exception approach, he or she takes an active and self-centred ...
	Transactional Leadership has a different level of morality from transformational leadership. The lack of desire of employees to offer anything above what is stipulated is a crucial downside of transactional Leadership. The challenges in defining entir...
	3.11 Situational-Leadership Approach
	Investigating situational theories arose from the disparity in results on leadership attributes and behavioural styles (Kertabudi, 2022). The situational theory of Leadership stresses the relevance of the context in determining the efficacy of a leade...
	1. Participative Leadership entails establishing a solid relationship with subordinates while having little responsibility. This leader-driven technique is used when followers are capable yet unwilling or hesitant to do the work at hand. According to ...
	2. Selling and coaching is a strategy that the leader leads. It is illustrated when there is a high relationship value between followers and a high task level.
	3. Participating and supporting: This is a technique that the followers drive. According to the authors, the leader has a low work concentration and a strong connection emphasis. On the other hand, the follower possesses extraordinary capacity and a s...
	4. Delegation: This is a follower-led method employed when there is a minimal work need and little relationship with followers.
	When followers are capable, willing, or motivated to do the duties at hand, the delegation style is used (Polmear et al., 2022; Turi et al., 2019).
	3.12 Employee Engagement
	Employee engagement levels at work and the degree of intensity and attention they devote to their duties vary widely within each organization. Employee engagement is a relatively new notion that has only been used for the previous two decades (Polmear...
	Although most researchers agree on the construct of work engagement, there are differing perspectives on how it should be conceptualized (Riva et al., 2021). However, they all agree that employee engagement evolved from earlier concepts like employee ...
	The basic concept employed for the objectives of this study is that engagement is characterized by three dimensions: vigour, devotion, and absorption. There is also a proclivity to remain steadfast in the face of task difficulty or failure, indicating...
	According to the researcher, engagement is the simultaneous employment and expression of a person's preferred self in task behaviours that create work relationships. He defined cognitive engagement as having a reasonable knowledge of one's job and goa...
	Employees being responsively and open-heartedly engaged to others in the workplace, as well as the level to which they appreciate, enjoy, and believe in their employment, teams, supervisors, and the organization, are all examples of emotional engage...
	3.13 Leadership Theories
	There are multiple theories of Leadership. Every theory has its efficacy, utilization, and application in a specific context. However, the Trait theory and the leaders' member exchange theory have the maximum applicability to the study under considera...
	3.13.1 Trait Theory
	The trait theory is widely regarded as the first method for researching Leadership. According to the trait school of thought, leaders are born, not formed. According to Bass & Stogdill (1981), specific physical, social, and personal attributes are inn...
	3.13.2 Leader-Member Exchange Theory
	In line with the contingency theory, Liden et al. (1997) explain the foundation of their thesis by claiming that in some conditions, leaders favour specific followers over others, resulting in an 'in' group. Due to time constraints, leaders frequently...
	3.14 Research Model and the Relationship among Variables
	3.14.1 Relationship between Transformational leadership style and organizational performance
	Transformational leadership style and organizational performance The Transformational leadership style focuses on developing the followers and considering their needs. The managers who focus on transformational Leadership focus mainly on developing th...
	Transformational leaders are the ones who encourage employees to look beyond their self-interest. Transformational leaders are influential for several reasons; the leaders may be charismatic in inspiring the employees, the transformational leaders ma...
	3.14.2 Relationship between Transactional leadership style and organizational performance
	A leader is known as a transactional leader if he/she is always willing to give something in return (Uchenwamgbe, 2013). This can include promotions, pay raises, performance reviews, new responsibilities, etc. The major problem with this type of Leade...
	The study by Longe (2014) revealed that transactional leadership style positively impacts organizational performance. The transactional leadership style helps create and sustain the context in which organizational and human capabilities are maximized,...
	3.14.3 Relationship between Transformational Leadership and Motivation
	The effect of charismatic Leadership on motivation based on self-concept theory is based on three prepositions of motivation, which can be achieved through informal roles and other social activities among peers. The theory of transformational Leadersh...
	They argue that leaders care for their needs and wants related to social activities that ultimately affect the power of ideas generation. Transformational Leadership is surrounded by idealized influence, intellectual stimulation, and inspirational mot...
	3.14.4 Relationship between Transactional Leadership Styles and Employee Motivation
	A leader can motivate employees, among others, by allowing employees to participate in decision-making, creating a harmonious atmosphere, and working relationships that trust and respect each other. Different leadership styles will undoubtedly colour ...
	3.14.5 Relationship between Employee Engagement and Organizational Performance
	This segment highlights review articles about Employee Motivation and Organizational Performance that were published in various worldwide journals. Uddin et al., 2016 conducted a study on the effect of formal coaching on employees' work motivation, or...
	Furthermore, when contrasted with a similar study in Finland, wages are the most significant element of Motivating employees in both countries.
	Likewise, Niko's sales performance was greatly affected by the quality of supervision, increased employee commitment, level of education, the condition under which they perform their obligations, the quality and management of operations, and the numb...
	In any case, utilizing the correlation coefficient, the examination discovers that organizational performance had a huge positive impact on the work environment and facilitation. Likewise, the outcome of regression analysis found that two elements had...
	3.14.6 Relationship of Transformational Leadership Styles, Work Motivation, and Organization Performance
	The early approaches to theories of employee motivation supposed that if firms were constantly changing, they might not be practical or improve performance because employees require routines to work effectively to improve organisational performance (C...
	Especially before the rapid change in the business environment, the capability to adjust effectively and quickly towards change events is now becoming a critical concern of leaders and managers. As a result, nowadays, scholars have widely acknowledged...
	3.14.7 Relationship of Transactional Leadership Styles, Work Motivation and Organization Performance
	A leader can motivate employees, among others, by allowing employees to participate in decision-making, creating a harmonious atmosphere, and working relationships that trust and respect each other. Different leadership styles will undoubtedly colour ...
	Work motivation can be measured by three indicators, namely individual needs, personal preferences and work environment, found to have a moderate to strong correlation with the dependent variable employee performance. The level of effort is what someo...

	4. conclusion
	5. lIMITATIONS AND FUTURE Recommendations
	References

