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ABSTRACT

The study has examined the impact of Transformational Leadership on Job Involvement among the employees of Engineers

India Limited (EIL). The primary data for the study was collected using a standardized questionnaire. Sample consists of 100

employees of different level working in Engineers India Limited through convenience sampling technique. Pearson correlation

and regression analysis were carried out for analysis of data with the help of SPSS. Results showed moderate positive relationship

between transformational leadership & Job involvement. Transformational leadership positively influence job involvement in

the company.
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INTRODUCTION

In the contemporary realm, corporate and professional culture
is changing more hastily, which force managers and leaders to
have mandate leadership skills to cope up with the changes at
workplace. It is important to have those leaders who can take
decision quickly, motivate and encourage others effectively
and efficiently to keep up with these fast changing competitive
demands. Leaders must hold themselves responsible and
accountable for their influence on the employees and
organisation as whole. Therefore choosing the right Style of
leadership plays a substantial role in making employees content
and involved in the job.

It the literature it is emphasised that in comparison to
Transactional leadership; Transformational leadership is highly
recognised and practised in  modern organisations.
Transformational leaders have great capability to increase the
performance beyond expectations as it induces changes at
individual level by enhancing the spirits and determination to
involve at workplace to get good performance at organisational
level. Leaders understand their employees’ know-how,
strengths, and weakness to make them more involved by
aligning the task that optimizes their performance.

LITERATURE REVIEW

Burns (1978) first introduced transformational leadership, later
it is extended by Bass 1995 where he discussed the difference
between transformational and transactional leadership. Bass
introduced four-leadership style in his theory i.e. idealized
influence, inspirational motivation, intellectual stimulation; and
individualized consideration. Under idealized Influence style
of leadership, employees trust, respect leaders, and consider
him as their ideal and role model. Under Intellectual Stimulation
style, followers are forced to think out of the box to enhance
creativity, to explore new opportunities and things. Under

Individualized Consideration style, employees are getting
support & encouragement from their leaders to get unique
contribution from them at individual level. Under Inspirational
Motivation style, leaders can influence the behaviour of
followers.

Transformational Leadership doesn’t mean thinking differently,
but it refers to an alternative way of looking at circumstances.
Transformation in itself refers to the change in the nature of
the organisation. So there is a strong need to introduce change
to the organisational culture which in turn will affect its values,
norms, processes, structures etc. Transformational Leadership
indicates that managers should be able to take the
responsibilities irrespective of their levels. Transactional
leadership behaviours (Bass, 1985) focus at better monitoring
and controlling employees by giving them monetary and non
monetary motivation like rewards, management by exception
(active) and management by exception (passive).

According to Judge & Bono 2000, transformational leaders
prepare employee to handle challenging assignments by
providing them with higher levels of autonomy and
participation in decision-making (Kark, Shamir et.al. 2003;
Piccolo and Colquitt 2006) and increased opportunities to
express themselves (Liu, Zhu & Yang 2010). Transformational
leaders are courageous, value driven, lifelong learners, believe
in people, and have the ability to deal with complexity,
ambiguity, and uncertainty (Tichy & Devanna, 1986). Many
researchers revealed that leadership is related to organisational
outcomes such as job performance, creativity, commitment etc
(Avolio, Bass, et.al., 2004; Dumdum, Lowe, & Avolio, 2002;
Kouzes & Posner, 2002). Through transformational leadership
style employee can get the ways to reduce workplace stress
&breakdown (Gill et.al. 2006).
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Hesami & Fakoori (2015) investigated research on “The
relationship between leadership styles with the job involvement
of employees in order  to provide an appropriate
model”emphasised the existence of relationship between
leadership style & job involvement at Islamic Azad University
of Bushehr.

Roberson & Strickland (2010) found significant positive
relation between charismatic leadership and work engagement,
between work engagement and OCB, and between charismatic
leadership and OCB.

Ali et.al. (a) (2013) explored the research and found that
transformational leadership influence job involvement
positively within the Middle East Countries.

Liu et al. (2010) claim that transformational leaders facilitate
the voice behaviour of subordinates by providing them with
encouragement and support to be confident in putting forward
new ideas.

Extension of job character tic model recognised the importance
of leadership style in managing and shaping subordinate
perceptions of their jobs, and how this may enhance employee
involvement and motivation (Ali et.al. (b) 2013).

Brown (1996) found a positive relationship between job
involvement and job characteristics such as autonomy, skill
variety and leadership behaviours such as the extent to which
the leader encourages subordinate participation in decision-
making and communicates their ideas

Individuals who have high levels of job involvement tend to
consider their job to be a central part of their identity and an
important part of their lives. As a result, performing well in
their job is central to the self-esteem of such individuals (Lodahl
and Kejner 1965)

Padhy & Rupa (2015) investigated the Impact of
Transformational Leadership on Job Involvement and
Organizational Commitment and found positive significant
relationship between the three variables considered under this
study. It was claimed that Transformational leadership style is
the best approach to be used for any organization which leads
to job involvement & organisational commitment.

Asrar-ul-Haq & Kuchinke (2016) explored the impact of
leadership styles on employees’ attitude towards their leader
and performance and it was found that transformational
leadership and employee performance outcomes are positively
related to each other in a significant way whereas laissez-faire
leadership style claimed negative relationship with employee
performance outcomes

Rana, Malik & Hussain (2016) examined two aspects of
transformational leadership that is, Idealized Influence
(attributed) and Intellectual Stimulation and two aspects of
transactional leadership, that is, Contingent Reward and
Management by Exception (active). The results revealed that
they are the positive predictors of job involvement among

teachers and considered as stronger predictor that helps in
finding the job involvement, as compared to the
transformational leadership style.

Several studies indicated that transformational leadership, when
compared to transactional results in higher levels of satisfaction,
commitment, organizational citizenship behaviour, cohesion,
job involvement, performance, satisfaction with the leader and
leader effectiveness (Avolio & Bass,1999; Barbuto, 1997;
Covin & Kolenko, 1997; Hartog& Van Muijen, 1997;)

Executive, managers, supervisors and team leaders recognize
the value that comes from increased employee involvement.
They often struggle with how to get that involvement. To get
success in the organisation, leadership plays important role
that will increase employee involvement and drive gains in
productivity, quality and workplace morale. Job involvement
of employees is vital at workplace as they can provide valuable
input, improve quality, reduce wastage, and build strong
relationships with others. In order to get employees involved,
the leader needs to be involved first. 

OBJECTIVES OF THE STUDY

a) To investigate the relationship between Transformational
Leadership and Job Involvement

b) To examine the impact of Transformational Leadership
on Job Involvement

RESEARCH HYPOTHESES

H
a
1: There is a significant relationship between

Transformational leadership and Job involvement.

H
a
2: There is a significant impact on Transformational

leadership on Job involvement.

RESEARCH METHODOLOGY

Research Framework

In this study, Transformational Leadership is considered as
independent variable and Job Involvement is considered as
dependent variable.

Methodology for Data Collection

Both primary & secondary data have been used. Primary data
has been collected through a questionnaire. Secondary sources
used were journals, research papers and articles

Measurement Items

Questionnaire consisting of two sections related to the
transformational leadership & job involvement to quit. Scale
of transformational leadership consist of 30 and 10 items were
used to measures job involvement

Sampling Technique

The sampling technique used for the research is convenience
sampling.
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Sample Size

The sample size for data collection was 100. Sample includes
employee of EIL

Data Analysis Tools & Technique

Data analysis has been done with the help of SPSS software
by using correlation & regression analysis technique

RESULT & DISCUSSION

Reliability Analysis of Questionnaire

Cronbach’s alpha value for transformational leadership is 0.870
and Job involvement is 0.766 which indicate internal
consistency in the questionnaire.

Demographic analysis

Table 1 depicts the demographic analysis of the respondents.
It shows that out of total 100 respondents, 39 are male and 61
are females. According to the age wise category of respondents
there are 28 respondents which are below 25 years,
37respondents are lies between the age group of 25-35years,
21 respondents are lies between the age group of 35-50 years
and rest 10 are above the age of 50 years According to the
Income Level 28% respondents income is 25K per month, 43%
income is in between 25k – 50 k Graduates and 27% income
level lies above 50K According to marital status out of 100
respondents 45 % are married and 55% are unmarried.
According to level of employee’s 44% of employees belongs
to executive level and remaining 56 % of employees belongs
to managerial level.

Table 1: Demographic Profile of Respondents

S.No Variable No of respondent 

Gender   

1 Male 39 

2 Female 61 

 Total 100 

Income   

1 Upto 2500 pm 28 

2 2500- 50,000 pm 43 

 Above 50,000 27 

 Total 100 

Marital Status   

   

1 Married 45 

2 Unmarried 55 

 Total 100 

Age   

   

 Below 25 years 32 

 25-35 years 37 

 36-50 years 21 

 Above 50 years 10 

 Total 100 

Level of employee   

1 Managerial Level 56 

2 Non- managerial Level 44 

3 Total 100 
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HYPOTHESIS TESTING

Hypothesis 1

Table 2 indicates the value of R = 0.419 and P = 0.000 which
is less than 0.05 level of significance. Therefore we accept our
alternate hypothesis from which we can conclude that there is
statistically positive moderate significant relationship between
Transformational leadership and Job involvement.

Hypothesis 2

Table 3 depict the value of R square and adjusted R square
which indicate the proportion of variance of dependent variable
that is collectively explained by independent variable. Table 4
depicts that 17.6% of variability in the job involvement
explained by transformational leadership which mean that there
are certain other variables which are not included in our study,
on which job involvement of employee depends. Table 3 tells
us whether our regression model explains a statistically
significant proportion of the variance.

Table 4 depicts that F value i.e. 17.151 which is more than the
critical F value at 5% level of significance and p value (0.000)
is less than 0.05 level of significance. This indicates that our
model is statistically significant.

Table 5 provides the value of beta coefficients, t-statistics, and
significance value. From this table we can also get our

regression equation which is as follows

Y = a+bX

Y = 18.668 + b (0.153)

Where,

X = Transformational Leadership

Y=Job Involvement

CONCLUSION

Based on the results of the correlation between the variables
of the study it is concluded that the transformational leadership
and job involvement was significantly positively related to each
other . These results are consistent with previous studies which
carried out by Hayward et.al. (2004); and Uygur and Kilic,
(2009).

The study discovered that Transformational leadership style
influences Job involvement of employee. However, by going
the results it can be assumed that there are still other leadership
style or may be other factor, left unexplored in the study might
have influence on Job involvement. Literature also emphasised
that it is always better to use different style of leadership rather
only one according to the demand of the situation and
organisation.

Table 2: Relationship between Transformational Leadership and Job Involvement.

 Job involvement. 

Pearson Correlation 0.419 

Sig. (2-tailed) 0.000 Transformational Leadership  

N 100 

Table 3: Regression Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 0.419a 0.176 0.164 4.63915 

Table 4 : ANOVA with Transformational Leadership and Job Involvement

Model Sum of Squares df Mean Square F Sig. 

Regression 337.891 1 337.891 17.151 0.000 

Residual 1930.699 98 19.701   

Total 2268.590 99    

Table 5 : Coefficient Table Between Transformational Leadership and Job Involvement

Unstandardized Coefficients Standardized 
Coefficients 

Model 

B Std. Error Beta 

T Sig. 

(Constant) 18.668 4.158  4.490 0.000 

Transformational Leadership  0.153 0.037 0.386 4.141 0.000 
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MANAGERIAL IMPLICATIONS

The results of the study have vital implications for managers.

1. Transformational Leadership Style” can bring effective
results in EIL as it can help to enhance creativity,
commitment, pride, faith & interest of their employees.

2. This can provide employees a sense of belongingness
towards the organisation.

3. Managers should focus on employees’ involvement at
job as it is significantly related to job burnout, stress,
anxiety.

4. It is found in the literature that Transformational leaders
can handle the challenges of technological changes that
occur in the organizations in a better way as compared
to transactional or laissez faire leaders (C.B. Crawford).
Therefore company should consider this aspect to
enhance effectiveness.

5. By using this leadership style an organisation can get a
devoted workforce which definitely is useful to consider
making efforts towards developing ways of transforming
organization through leadership.

6. Transformational leadership is very difficult to trained
or taught because it is a combination of many leadership
theories so for organization it is a time taking and cost
incurring task.

7. Followers might be manipulated by leaders and there
are chances that they lose more than they gain. Therefore
it is important for organisation to use multiple leadership
style according to the situation and demand of the
organisation.
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