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ABSTRACT 

The purpose of this study was to investigate the relationship of leadership style, employee 

engagement and job satisfaction during COVID-19 pandemic among employees in 

selected courier services company in Kuching, Sarawak. The objectives of the study were 

to examine the relationship between leadership style and employee engagement during the 

COVID-19 pandemic, and to examine the relationship between leadership style and 

employees’ job satisfaction during the COVID-19 pandemic. Kahn’s Theory of 

Engagement and Vroom Expectancy Theory were applied to gain in-depth understanding 

of this field of study. The population size was around 70 and the sample size was 55. The 

adapted questionnaire was administered to employees of the selected courier services 

company. Spearman’s correlation was used to test the hypothesis and results shows that 

leadership style has a significant relationship with employee engagement and job 

satisfaction during the COVID-19 pandemic. The findings of the study may provide 

useful insight and body of knowledge for future researchers, organization and HR 

practitioners for the purpose of enhancing employee engagement and job satisfaction 

through leadership style. 

 

Keywords: Leadership style, employee engagement, job satisfaction, COVID-19 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background of Study 

 
It is well-known that the postal and courier services notably contribute towards 

Malaysia economy and also offer employment opportunities to the local. Postal and courier 

services is one of the service sector that continuously thrive. According to Noordin, Hasnan 

and Osman (2012), postal and courier services are associated to for example delivery of 

parcels, packages and printed materials. The scope of postal and courier services is defined in 

Table 1. However, Coronavirus disease (COVID-19) has become a crucial issue that hit all 

countries in the world, including in Malaysia. It is unpredictable effecting human health 

system and also affecting the economy. Therefore, Malaysia’s government has declared a 

Movement Control Order (MCO) on 18th March 2020 and, business and stores that considered 

as non- essential were ordered to suspend operations. Postal and courier services has been 

declared by government as one of the essential services and allowed to operate as usual by 

following Standard Operation Procedure (SOP) (Malaysian National Security Council, 2020). 

While other sectors are effected due to COVID-19 pandemic, postal and courier 

services sector is remain expanding. The path towards achievement of the productivity is not 

easy. With the high number of consumers in online shopping platform especially during 

MCO, employees in courier services companies to be pushed to work hard and loaded with 

work overload. Leaders’ leadership style plays a significant parts in engaging employees and 

encouraging job satisfaction among them to maintain the productivity in the workplace as 

well as providing excellent services to the customers. 

Table 1: Definitions for Postal and Courier services 
 

Postal Service 

 

Postal services related 

to letters 

Services consisting of pick-up, transport and delivery services of 

letters, newspapers, journals, periodicals, brochures, leaflets and 

similar printed matters, whether for domestic or foreign 

destinations, as rendered by the national postal administration. 

Postal services   related Services consisting of pick-up, transport and delivery services of 
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to parcels parcels and packages, whether for domestic or foreign 

destinations, as rendered by the national postal administration. 

Post office counter 

services 

Services rendered at post office counters, e.g. sales of postage 

stamps, handling of certified or registered letters and packets, and 

other post office counter services. 

Other postal services Mailbox rental services, “poste restante” services, and public 

postal services not elsewhere classified. 

 

Courier Service 

 
Multi modal courier 

services 

Services consisting of pick-up, transport and delivery services, 

whether for domestic or foreign destinations of letters, parcels and 

packages, rendered by courier and using one or more modes of 

transport, other than by the national postal administration. These 

services can be provided by using either self-owned or public 

transport media. 

Other courier services Other courier services for goods,  not elsewhere classified, e.g. 

trucking or transfer services without storage, for freight. 

Adopted from Noordin, Hasnan and Osman (2012) 

 
Leadership can be described as an act or ability of a leader in developing individual 

and organizational goals as well as set organization culture to achieve different business goals 

in short-term and long-term period (Gangai & Agrawal, 2017). In other words, leadership 

main focus is to encourage individuals to add more to the overall effectiveness of an 

organization. Leadership styles can be varied across the organization and it can be seen as a 

sequence of managerial attitude, behavior, characteristic and skill. Transformational 

leadership, transactional leadership, autocratic, democratic leadership and participative 

leadership are examples of several types of leadership styles (Al Khajeh, 2018). The 

implementation of an appropriate leadership style can improve an entire organization. 

Chosen leadership style is a tough decision with the high-threat of the global 

community faces nowadays, as it is hard for leader balancing act in moving organization to 

an expected future state without losing sight of those who will get in there (Gandolfi & Stone, 
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2018). Transformational leadership style has proven to be an effective approach to enhance 

the performance and morale of business organization since 1978 (Anderson, n.d). Study by 

Veliu et. al. (2017) revealed that democratic, autocratic and transformational leadership 

positively effects employees’ performance and study by Raziq et. al. (2018) stated that goal 

clarity partially mediates the link in between transformational leadership style and lead to 

success, but not in transactional leadership. The context of this current research is to study the 

relationship of leadership style, employee engagement and job satisfaction during COVID-19 

pandemic at courier services company in Kuching, Sarawak. 

According to Othman et. al. (2017), leadership style contributes in establish a high 

level of employee engagement in the workplace. The success of an organization is highly 

relied on employee engagement as it able to improves performance and productivity 

(Sulamuthu & Yusof, 2018). According to Saks and Gruman (2014), employee engagement is 

a multidimensional motivational process, which ensures the real investment of individual’s 

effort into their work role performance. When employees are convinced that the organization 

gives a good care to them and to their well-being, then employees will certainly be motivated 

to fulfill their duties. The attachment between employees and the workplace is called 

employee engagement (Fristin, Nimran, Al Musadieq & Utami, 2019). In other words, the 

employees feel engaged and care for what they do. Study by Nikolova et. al. (2019), shows 

that employees’ positive perceptions on their work context can be boosted by an engaging 

leader. An organization with a stable engaged workforce assurance the advancement of the 

organization. However, engagement is a difficult process and organization need more time to 

fully develop it especially during the COVID-19 pandemic. Thus, this current research focus 

to study either there is a significant relationship between leadership style and employee 

engagement during the COVID-19 pandemic. 

Nowadays, a leader is the same as a trainer or a coach in which it is really needed to 

have a leader that can face both the challenges of the present time and in the future. Due to 

COVID-19 pandemic, organization is confronting increasingly more unpredictable challenges 

which able to influence the company to achieve better objectives. According to Yagambaram 

(2012), the success of an organization is highly depend on leaders and their leadership style 

to achieve its goals and objectives. Therefore, by using an appropriate leadership style, leader 

can influence employee’s job satisfaction. Job satisfaction can be described as an employee’s 

attitude about his or her job and the organization in which he or she performs the job 

(Mosadeghrad et. al., 2013). It is important to keep the survival of the organization 
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especially during pandemic because it is not easy to make employees to feel constrain and 

become committed. Study by Muthuveloo, Visvanathan and Teoh (2018) resulted with a 

positive significant impact and directly proved that leadership styles indeed are able to 

increase job satisfaction. Thus, this current research focus to study either there is a significant 

relationship between leadership style and job satisfaction during the COVID-19 pandemic. 

Therefore, the aims of this study is to investigate the relationship of leadership style, 

employee engagement and job satisfaction during COVID-19 pandemic among employees in 

courier services company in Kuching, Sarawak. 

1.2 Problem Statement 

 
Leadership is always important (Zed, 2020), however, COVID-19 pandemic appears 

to be a greatest test for the leadership across the world (Dirani, et. al., 2020). COVID-19 

pandemic is a crisis unlike any other in recent times. Nowadays, employee engagement has 

become very important to leadership due to the pandemic (Chanana & Sangeeta, 2020). 

According to Othman, Hamzah, Abas and Zakuan (2017), leadership style contribute to boost 

high levels of employee engagement in the workplace. The way leaders act or respond to the 

crisis will depend on their own decisions to meet basic needs of the customer while ensuring 

the employees well-being because many employees are facing challenges with new work 

environment during pandemic (Dirani et. al., 2020). However, a new normal due to the 

pandemic crisis can be the biggest challenge for the leader to engage employees. This 

problem needs to be addressed due to this situation not only will negatively affects 

employees’ productivity but also to the financial performance of organization. In this study, 

researcher will examine the relationship between leadership style and employee engagement 

during the COVID-19 pandemic. 

Job satisfaction is the determining factor for business productivity (Shurbagi, 2014). 

According to Asghar and Oino (2018), leadership style is vital to motivate employees and 

increasing their satisfaction level. Individuals with high job satisfaction have more positive 

feelings about their job than individuals who are dissatisfied with their job (Rahman et. al., 

2019). Currently, the leadership style in its application tend to be challenging for a leader in 

encouraging job satisfaction among employees during the pandemic crisis. As the weight of 

work is additionally high, the pressure of work is also high and this is the reason of 

employee’s dissatisfaction towards work (Mazeed et, al., 2019). Job dissatisfaction in new 

work setting or new work policies due to the pandemic could occur and able lead to loss in 



5 
 

productivity as well as declining the performance of employees. Therefore, in this study, 

researcher will examine the relationship between leadership style and employees’ job 

satisfaction during the COVID-19 pandemic. 

For empirical gap, most of the previous studies examined the relationship of 

leadership style and employee engagement, and the relationship of leadership style and job 

satisfaction were done in various work settings such as business organization, service sector, 

military and small and medium enterprises (SMEs) (Grant, 2019; Gangai & Agrawal, 2017; 

Rahman et. al., 2019; Yagambaram, 2012). These studies generally indicate those 

relationships in the context of their countries and also some in Malaysian context, but least 

study indicate it in courier services company (Fauzan, 2018). In view of this gap, there is a 

need to establish a study on the relationship of leadership style, employee engagement and 

job satisfaction in the courier services company. 

Besides that, this study was undertaken based on the recommendation of past research 

by Barden (2017) to understand the relationship of leadership style, employee engagement 

and job satisfaction. Limited number of research founded in studying the links between 

leadership style, employee engagement and job satisfaction. Related study by Fauzan (2018) 

revealed a positive relationship between leadership style, employee engagement and job 

satisfaction. Based on the previous studies, where the relationship of leadership style and job 

satisfaction were investigated (e.g Hijazi et. al., 2016; Rahman et. al., 2019; Shurbagi, 2014), 

employee engagement was not analyse and vice versa (e.g Othman et. al., 2017; Soieb, et. al., 

2015; Gangai & Agrawal, 2017). Researcher aimed to overcome this existing gap. 

Therefore, the recent study was designed to study the relationship of leadership style, 

employee engagement and job satisfaction during the COVID-19 pandemic among the 

employees in courier services company in Kuching, Sarawak. While the business is adapting 

to the new normal, courier services company continue to carry on its responsibility and serve 

the nation as an essential service provider during this tough time. 
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1.3 Research Objectives 

 
This research is aims to investigate the relationship of leadership style, employee 

engagement and job satisfaction during COVID-19 pandemic. This research intends to 

achieve the following specific objectives. 

i. To examine the relationship between leadership style and employee engagement during 

the COVID-19 pandemic. 

ii. To examine the relationship between leadership style and employees’ job satisfaction 

during the COVID-19 pandemic. 

1.4 Research Questions 

 
i. Is there any significant relationship between leadership style and employee engagement 

during the COVID-19 pandemic? 

ii. Is there any significant relationship between leadership style and employees’ job 

satisfaction during the COVID-19 pandemic? 

1.5 Research Hypothesis 

 
i. There is a significant relationship between leadership style and employee engagement 

during the COVID-19 pandemic (Adapted from Devi & Narayanamma, 2016). 

ii. There is a significant relationship between leadership style and employees’ job 

satisfaction during the COVID-19 pandemic (Adapted from Shurbagi, 2014). 

1.6 Conceptual Framework 
 

 

Figure 1: Conceptual framework 
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Based on Figure 1, this current research will study on the relationship between 

leadership style which is the independent variable, and ‘employee engagement and job 

satisfaction’ which are the dependent variables. 

1.7 Definition of Terms 

i. Leadership 

Conceptual definition 

According to Northhouse (2010), leadership is defined as an action in which individual 

effects a group of individuals to achieve a general goals. 

Operational definition 

The ability of a leader in directing, guiding and influencing behavior of workers towards 

accomplishment of goals in organization. 

 

ii. Leadership style 

Conceptual definition 

Leadership style is a leader’s certain psychological latitude or behavior acquired during 

interaction and handling his or her operatives (Abbas, 2017). 

Operational definition 

Refer to the leader’s attitude when providing direction, implementing plans and 

motivating people in the workplace. 

 

iii. Employee engagement 

Conceptual definition 

The ability and willingness of employees to contribute in their position to make the 

organization successful (Vorina et. al., 2017). 

Operational definition 

Refer to the employees’ feeling of passionate and committed to put effort into their 

work. 

 

iv. Job satisfaction 

Conceptual definition 

Defined as individual attitude either favorable or unfavorable resulted such as in relation 

from their job, individual characteristics and relationship with colleagues (Rahman et.al., 2019). 

Operational definition 

Refer to employee sense of accomplishment in his or her expectations and experience 

derives from the job. 
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1.8 Significance of Study 

The study on the relationship of leadership style, employee engagement and job 

satisfaction during the COVID-19 pandemic among employees in courier services is to help add 

information in the system of knowledge and documentation to the public. The results of this 

study can act as a reference or guidance for future generations or future researcher. Besides that, 

the finding of this study can help to highlight the significant relationship of leadership style 

towards employee engagement and job satisfaction in organization. Appropriate leadership style 

should be implement in the organization to help individuals meet both their work engagement 

and satisfaction. This support able to create a feeling of appreciation among employees. 

 

1.9 Limitation of Study 

The study on the relationship of leadership style, employee engagement and job 

satisfaction during the COVID-19 pandemic is only covered one courier services company that 

located in Kuching, Sarawak. Through the research, only employees from Pos Laju Stutong 

Branch in Kuching, Sarawak be selected as the participant and the results could not be used to 

generalize the whole employees of courier services companies in Malaysia. Besides that, the 

amount of research or past study regarding the investigation of the connection between 

leadership style, employee engagement and job satisfaction are limited to act as references.
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

 
This chapter reviews the literature related to the leadership style, employee 

engagement and job satisfaction. This chapter will discuss the variables related to the study, 

the theory that will explaining the study and the past research studies to support the 

hypotheses of this research study. 

2.2 Leadership style 

 
Veliu, Manxhari, Demiri and Jahaz (2017) stated that leadership styles is an 

appearance of cross situational behavioural consistency in which its concept and definition 

may perceived differently by individual, or situation, to the other. According to Behrendt et. 

al. (2017), the word “leadership” is defined as the relationship between the one’s who lead 

and those who take the choice to follow, while it referring to the behavior of managing and 

organizing the activities of a group of people towards a common goal. Therefore, Cummings 

et. al. (2018) stated that in general, leadership styles can be describe as focusing on human 

relationships or task completion. Leaders can use different styles to influence the followers 

(Keskes, Sallan, Simo & Fernandez, 2018). 

There are three dominant styles of leadership and they are transformational, 

transactional and laissez-faire leadership styles (Abidakun & Ganiyu, 2020). 

Transformational leaders focus to the development needs of each follower and solve the 

problem by helped them view the old problems in new ways to motivate, nurture, awaken and 

inspiring the followers to make extra efforts in order to achieve team goals (Purwanto et. al., 

2020), meanwhile, transactional leadership does not bind leaders and followers in any way of 

collaboration (Azizah, et. al., 2020). Laissez-faire leadership style refer to the leaders that 

simply distribute the task to the followers and allow them to determine the outcome of the 

task, and is satisfied with the outcomes that are produced, regardless of the quality (Nowak, 

Pavelock, Ulrich & Wolfskill, 2019). 

Wren (2018) mentioned that leadership style is important for a leader to integrate the 

aspirations of employees in the organization and at the same time to create opportunities that 

will enable them to engage within any type of organizational culture. Past study by Mulugeta 

and Hailemariam (2018) indicates that leaders are bold in striving for high potential and 
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standards, trust and higher level of commitment; affective commitment, followed by 

normative commitment and continuance commitment respectively. It is verified that 

transformational leadership had a significant relationship with outcomes in terms of 

effectiveness, satisfaction, extra effort and organizational commitment (Asrar-ul-Haq & 

Kuchinke, 2016). Along with this claim, transformational leaders seems to be more self- 

confident to guide toward a culture of engagement (Batista-Taran, Shuck, Gutierrez & Baralt, 

2013). 

2.3 Employee engagement 

 
It is declared that the origins and growth of interest in employee engagement when 

Kahn (1990) proposed first academic paper on employee engagement (Guest, 2014). Kahn 

have introduced the concept of personal engagement and disengagement and discussed that 

personally engaged individual is associated to his work and to the coworkers (Handa & 

Gulati, 2014). According to Anitha (2013), Kahn described employee engagement as a 

behavioral perspectives based on three dimensions of physical, emotional and cognitive 

engagement. Such individuals will truly reveal their real identities, thoughts, feelings and 

identify themselves to their work roles if they remain physically, cognitively and emotionally 

present at the workplace.  

The term of engagement is defined differently by scholars. Accoding to Schaufeli and 

Bakker (2004), employee engagement is referred as a positive and satisfying work related 

attitude that is categorized by three dimensions which are vigor, absorption and dedication. 

Osborne and Hammoud (2017) mentioned that dedicated and meaningful work enables 

employees to realize how valuable they are within the organization and makes them engaged. 

Shuck et. al. (2017) defined employee engagement as a positive, active, work-related 

psychological state operationalized by the maintenance, strength, and direction of cognitive, 

emotional and behavioral energy. Cheema, Akram and Javed (2015) described employee 

engagement as supporting employees in their work roles while allowing them to communicate 

themselves cognitively, emotionally and physically. In the organization, employees show 

numerous levels of personal engagement based on three types of attributes; cognitive, 

emotional and physical (Handayani et. al., 2017). In other words, displaying these attributes 

means individual is fully engaged and in the conditions of cognitively alert, emotionally 

attached and physically involved. 
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Besides that, study on employee engagement has been variously reported as essential 

such as for affective organizational commitment, employee performance, employee turnover 

intention, job satisfaction and motivation (Jaiswal, Pathak & Kumari, 2017; Khin & Lee, 

2019; Aditama & Riyanto, 2020; Jena et. al., 2017 and Jha & Kumar, 2016). The engaged 

employee referred to the individual who is ready to make extra efforts for the success of the 

organization (Stoyanova & Iliev, 2017). Moreover, according to Agyemang and Ofei, (2013), 

engaged employees regularly or frequently perceive that their work environments and 

organizational cultures are positively affect their physical and psychological well-being at the 

workplace. In addition, engaged employees also mind to care about their workplace, job and 

will continue improving themselves to reach the organization’s goals (Liu, et. al., 2017). 

Based on past study by Wan Sulaiman and Zahoni (2016), UWES-17 version has 

been tested in Malaysia context and it provide an initial evidence that the instrument can be 

used to measure work engagement in Malaysia. However, the factor structures of job 

performance, turnover intention and job meaningfulness were slightly different that the 

original version. The common measurement used by the researchers to measure employee 

engagement is Utrecht Work Engagement Scale or also known as UWES-9 by Schaufeli, 

Bakker and Salanova in 2006. A cross national study conducted by Schaufeli, Bakker and 

Salanova (2006) revealed that the original 17-items of UWES can be shortened to 9-items 

and valid to measure employee engagement. Studies have been done by researchers to test the 

validity and reliability of using UWES-9 to measure employee engagement and the result 

appears better than the original UWES-17 version (Mills, Culbertson & Fullagar, 2012, and 

Kulikowski, 2017). 

2.4 Job satisfaction 

 
Different researchers have different concepts towards defining job satisfaction (Aziri, 

2011). Locke (1976) defined job satisfaction as a positive emotional state of feeling resulted 

from jobs in which indirectly fulfill individuals’ value towards their jobs (Tan, Rajah & Wan 

Yusoff, 2014). Oravee, Zayum and Kokona (2018), defined job satisfaction as an emotional 

response towards numerous aspect of one’s job. Nidadhavolu (2018) stated that job 

satisfaction is the degree to which employees admire their work, while, Aziri (2011) 

mentioned that job satisfaction referred to employees’ sense of achievement and success on 

the job. Thus, the term of job satisfaction is used to express the feelings of employees 

whether they are happy and satisfy, and or whether the job are fulfilling their desired and 
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needs (Shuvro, Saha & Alam, 2020). However, it is impossible to satisfy every need and 

expectation of employees because they may have different kinds of need and expectations. It 

is important for the organization to understand that employees have their own requirements 

and personal interest that need to be considered (Shmailan, 2016). 

Oravee, Zayum and Kokona (2018) mentioned that “job satisfaction is a main element 

that determines how the overall performance of the organization will be”. Topic on job 

satisfaction has been associated with several organizational aspects such as leadership, 

performance, attitude and moral (Nidadhavolu, 2018). Consequently, employees that 

performed help leaders to generate excellent organizations (Shmailan, 2016) because thriving 

organizations determined by the excellent performance of their workforces to meet business 

objectives. As such, leaders should not ignore the important of employee job satisfaction in an 

organization (Appiah, 2019). According to Souba (2011), an effective leadership stimulate a 

shared vision, encourage and enable others to act. Plus, in managing and leading the 

organization, the leaders would be more understand on what and how their leading style 

influencing employees and reasons to have a good leadership style (Choi, Yusof, Tan & Low, 

2014). 

2.5 Theory related to study 

 
Kahn’s Theory of Engagement 

 

Researcher applied theory of engagement developed by Kahn (1990) to acknowledge 

the relationship of leadership style and employee engagement. Kahn (1990) defined employee 

engagement as controlling of workforces in the organization to their work roles, in 

engagement, people employ and express themselves physically, cognitively and emotionally 

during role performances (Anitha, 2013). Kahn (1990) also added that three psychological 

engagement circumstances are important to the employee to be rightly engaged in terms of 

meaningfulness, safety and availability. According to Soane et. al. (2012), the theory of 

employee engagement by Kahn study on the work role that come out with chances to meet 

needs and channel for engagement through adjustment of s e l f  and role, and expression of 

self-in-role. Thus, in other words, individual-level work role provides a focus for engagement. 

Leaders are required to execute engagement approaches in order to influence 

employees in increasing their work performance and productivity (Bakker & Albrecht, 

2018; Kahn, 1990). Study by George and Joseph (2014) extended on Kahn’s (1990) theory of 
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engagement have identified that leaders need to work toward attaining engaged employees if 

they desire organizational success. Amah and Sese (2018) stated that engaged employees 

apply themselves fully in body, soul and emotion to their assigned roles and performing extra 

role activities which is not required in their job responsibilities but that are important for 

superior organizational productivity. According to Macey et. al. (2009, as cited in Gruman & 

Saks, 2011) mentioned that organization can gain a competitive advantage through employee 

engagement. 

Thus, the attitude and actions of the leaders can enhance employee engagement or 

cause disengagement (Zahid & Ozyapar, 2017). A manager is support to be an effective and 

efficient leader in managing an organization (Abbas, 2017). Therefore, Kahn (1990) 

presented that leadership have large possibilities in influencing employee feelings of 

psychological safety by allowing a supportive environment in which they will feels secure to 

fully engage in a task (Popli & Rizvi, 2016). According to Rana et al. (2014), psychological 

condition of safety in vice versa enhance the employee’s engagement level. 

Thus, the theory of employee engagement by Kahn (1990) will helps to understand 

the relationships of leadership style and employee engagement. It aligns with this current 

study as leaders can affect employee engagement (Popli & Rizvi, 2016), (Abbas, 2017) and 

Grant (2019). 

Vroom’s Expectancy Theory 
 

Researcher used the Vroom’s expectancy theory (1964) by Victor Vroom to 

understand the relation of leadership style and job satisfaction. The expectancy theory 

originally developed by Vroom (1964) to describe the process of individuals used to make 

decisions on various behavioral choices (Chiang et. al., 2008). Vroom defined the term ‘job’ 

as workers’ instant work task and work role in a specific work organization and based on the 

theory, job satisfaction is clarified as the positive emotional reaction that an employee has 

about his or her achievement of job value (Thiagaraj and Thagaswamy, 2017). Cakmak et. al. 

(2015), mentioned that expectancy theory specified the strength of a readiness to react in a 

particular way is depends on the strength of an assumption that the act will be followed by a 

given result as well as on the attractiveness of the end result to the individual. According to 

Thiagaraj and Thagaswamy (2017), satisfied employees likely to apply more effort and impart 

positively to the effectiveness and efficiency of their organization. 
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Study by Park and Kim (2017) revealed that the theory can unfold job satisfaction 

from cognitive oriented acceptance in which leader highlighting workers’ expectations and 

perceptions concerning to organizational performance. It deals with the direction aspect of 

motivation in which once behavior is activated, what the behavioral substitute will likely to 

be pursued by the employees (Chiang et. al., 2008). In addition, leaders in directly contact 

with employees either in operational or organizational settings is effecting the possible 

outcomes including employees’ satisfaction and performance. Thus, leadership is related to 

job satisfaction, and job satisfaction perform as a contributor to overall organizational 

performance (e.g Asencio & Mujkic, 2016; Dabke, 2016; Kellis & Ran, 2013). 

2.6 Past study 

 
Hypothesis 1: There is a significant relationship between leadership style and employee 

engagement during the COVID-19 pandemic. 

The previous research of Nikolova, Schaufeli and Notelaers (2019) stated that an 

engaging leader may encourage employees’ positive perceptions of their job context. 

Engaged leaders could provide a key example and role model which forms employee 

engagement (Gutermann et. al., 2017). Thus, leaders are in charge on engagement (Ibrahim & 

Falasi, 2014). According to Huang et. al. (2016), the authority of leaders in engaging 

employees are also include of providing a promising or favourable working conditions which 

is safe, supportive, meaningful and empowering. Employee engagement is clearly visible in 

the leadership style of an organization where employees are anxious to outperform with their 

best talents and strengths in the organization (Sulamuthu & Yusof, 2018). Study by Popli and 

Rizvi (2016) revealed that there is a significant relationship between leadership styles; 

transformational and transactional leadership styles, and employee engagement. An empirical 

study doned by Gangai and Agrawal (2017) argued that transformational leadership has a 

strongly positive significant relationship with employee engagement compared to 

transactional leadership and laissez-faire leadership styles. To conclude it, the literature 

reviews strongly support the first hypothesis that there is a significant relationship between 

leadership style   and employee engagement during the COVID-19 pandemic. 






