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This master's thesis provides a comprehensive analysis of the complex interplay between 

transformational leadership, motivation, and job satisfaction while addressing a gap in the 

current research landscape, specifically focusing on the mediating role of intrinsic and 

extrinsic motivation between transformational leadership and job satisfaction. The data 

analysis, collected through a questionnaire and processed using IBM SPSS and IBM AMOS 

software, reveals key insights into the factors that influence employee motivation and, 

indirectly, job satisfaction. Notably, "Vision," "Innovative thinking," "Empowerment," 

"Supportive leadership," "Staff development," and "Lead by example" emerge as pivotal 

drivers of motivation and, subsequently, job satisfaction. Importantly, the findings indicate 

that there is no direct effect of transformational leadership on employees' job satisfaction. 

This observation leads to the conclusion that remote leadership during the Covid-19 

pandemic did not significantly alter employees' perceptions and judgments regarding their 

motivation. However, it may have influenced the primary leadership drivers that directly 

impact job satisfaction. The study also identifies specific intrinsic and extrinsic motivation 

factors that strongly influence job satisfaction. The most influential intrinsic motivation 

factors include "Working overtime without pay," "Job worth the effort," "Work satisfaction," 

and "Very satisfied with job." On the other hand, the most relevant extrinsic motivation 

factors are "Compensation motivation system," "Promotion possibilities stimulate to work 

hard," "Enthusiastic salary level," and "Existing promotion possibilities." 

Furthermore, the research reveals that intrinsic motivation mediates the relationship between 

transformational leadership and the first job satisfaction scale (27-31), while extrinsic 

motivation mediates the relationship between transformational leadership and the second job 

satisfaction scale (32-37). Additionally, the study finds no substantial gender-based 

differences in how subordinates evaluate their leaders or rate intrinsic and extrinsic 
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motivation factors and job satisfaction factors. As expected, the results show that flexible 

and creative workplaces are more successful in implementing transformational leadership 

compared to highly hierarchical and bureaucratic organizations. 

Despite its valuable insights, the master's thesis acknowledges several limitations. It is cross-

sectional in nature, relying solely on quantitative data collection. Multicollinearity issues 

exist among the variables of the intrinsic and extrinsic motivation scales with the first (27-

31) and second (32-37) job satisfaction scales respectively, which were addressed through 

multiple linear regression analysis by separating highly correlated items. Moreover, 

contextual factors may influence the results, introducing a level of complexity. Future 

researchers have to keep in mind these limitations. 
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1 Introduction 

 

With this master thesis, I aim to investigate one of the most critical concepts in the business 

world, leadership. Leadership has been the subject of extensive study over many years, as it 

is deemed one of the foundational elements of a company's success. By persuading followers 

to reshape their perceptions of workplace priorities, leaders play a pivotal role in 

organizational management (Giddens, 2018). Consequently, a leader's actions can exert a 

substantial influence on how followers conduct themselves in the workplace (Adebayo, 

2005). 

Providing a backdrop to the concept of leadership, it is arguably one of the most significant 

yet historically least comprehended subjects in the realm of human sciences. Leadership is 

crucial for two principal reasons. First, leadership serves as the linchpin for organizational 

effectiveness, addressing the challenge of orchestrating group efforts. Robust leadership is 

instrumental in the prosperity of organizations, encompassing governments, businesses, 

educational institutions, healthcare facilities, and armed forces. When organizations thrive, 

it positively impacts the economic and psychological well-being of their employees. Second, 

and perhaps even more crucial from an ethical perspective, ineffective leaders inflict 

substantial suffering upon those under their authority. (Hogan & Kaiser, 2005) 

Leadership also entails the art of persuading others to temporarily set aside their personal 

interests and work collectively for the greater good of the group (Avolio, Sosik, Jung, & 

Berson, 2003, p. 287). The essence of leadership predominantly revolves around the ability 

to assemble and sustain a team that surpasses its competitors, with attributes such as 

integrity, decisiveness, competence, and vision taking center stage (Kouses & Posner, 2002; 

Lord, Foti, & DeVader, 1984). In this thesis, my emphasis is on transformational leadership, 

as prior research indicates its significant impact on both employee motivation and job 

satisfaction (Jung, Wu & Chow, 2008; Barbuto Jr, John, 2005). Following an analysis of this 

concept, it becomes evident that numerous studies have explored the connections between 

transformational leadership and employee motivation as well as transformational leadership 

and employee job satisfaction. However, none have analyzed the mediating role of 

motivation in enhancing employees' job satisfaction under transformational leadership. 
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One of the primary objectives of this thesis is to delve deeper into this mediation analysis, 

thereby contributing to the existing body of knowledge. This analysis holds significance for 

several reasons. Firstly, it reveals the underlying mechanisms through which 

transformational leaders can bolster job satisfaction. Secondly, it aids in the identification of 

specific intrinsic and extrinsic motivation factors that serve as critical pathways for this 

positive influence. By understanding these dynamics, organizations can tailor their 

leadership strategies to optimize both employee motivation and overall job satisfaction, 

resulting in improved performance and organizational success. 

Moreover, given the recent advent of the COVID-19 pandemic, I intend to assess the impact 

of remote leadership and the influence of digital interactions on motivation and job 

satisfaction. The pandemic compelled companies to adopt remote working practices for 

extended periods, but the effects of this shift on employee motivation and job satisfaction 

remain uncertain. 

Lastly, I plan to investigate potential gender-based differences in leaders' perceptions and 

evaluations of their male and female subordinates. The evolving roles of women, especially 

following the COVID-19 pandemic, have been a subject of recent research, particularly 

concerning leadership positions (MacDougall, Valley, Adler, Bettel, Param, Schmidt, & 

Suppa, 2017). Notably, recent studies have disclosed that only 4.8% of CEOs of TSX-listed 

companies are women (McDougall, Valley, Jeffrey, 2021). However, no research has yet 

explored whether leaders' evaluations differ based on the gender of their employees. 

In summary, my research holds significance in shedding light on how men and women 

evaluate leaders in different business sectors, and how the role of leadership has evolved 

after the COVID-19 pandemic. This research aims to highlight the primary advantages and 

disadvantages related to employee motivation and job satisfaction, offering constructive 

feedback to leaders on how to enhance their roles based on the perspectives of their 

employees. 
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1.1 Research gap 
 

Because transformational leadership is an established field of study, prior research has 

extensively examined its relationship with various aspects, including motivation (Barbuto 

Jr, John, 2005), emotional intelligence (Harms & Credé, 2010), employee well-being (Liu, 

Siu & Shi, 2010), job satisfaction (Medley & Larochelle, 1995), productivity (Masi & 

Cooke, 2000), and structural empowerment (Boamah, Laschinger, Wong & Clarke, 2018). 

While the existing literature has explored these aspects, some research gaps have come to 

light, which I intend to investigate. 

Firstly, one notable gap is related to the different evaluations and perceptions of leaders in 

various sectors, with a focus on the role of subordinates' gender. Historically, top leadership 

positions were predominantly held by men. Although the gender gap has decreased in recent 

years, there is still a disparity. My objective is to delve into the unknown aspects, specifically 

how transformational leadership is perceived and evaluated differently by men and women, 

and whether there are notable differences in their perceptions. This topic presents an 

opportunity to understand how leaders should adapt to diverse perceptions. 

Secondly, despite numerous studies on transformational leadership and employee 

motivation, there is a lack of research analyzing the mediating role of motivation in 

enhancing the job satisfaction of employees under transformational leadership. Investigating 

this mediation could provide valuable insights into the dynamics of these factors. 

Finally, considering the recent COVID-19 pandemic and the extensive adoption of remote 

work, I plan to explore the moderating impact of remote leadership and how digital 

interactions affect motivation and job satisfaction post-pandemic. The prolonged period of 

remote work may have altered some drivers of motivation and job satisfaction. Following 

previous studies (e.g. Carless, Wearing & Mann, 2000), I will employ the classical 

Multifactor Leadership Questionnaire (MLQ) developed by Bass & Avolio (1995) to 

measure leadership in my study. To assess the impact of remote leadership, I will analyze 

the differences in the evaluations of transformational leaders before and after COVID-19. 

With companies transitioning back to in-person work while maintaining remote options, the 

question arises: has remote leadership improved employee motivation and job satisfaction? 

This study aims to shed light on this evolving landscape. 
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1.2 Research problem 

 

This paragraph delves into the domain of transformational leadership, its impact on 

employee motivation and job satisfaction, and the evolving research landscape surrounding 

this leadership style. Previous studies have extensively examined the defining behaviors and 

characteristics of transformational leaders. Additionally, research has explored how 

contextual factors, including industry norms, organizational culture, structural 

empowerment, and organizational commitment, influence the effectiveness of 

transformational leadership practices. However, despite the extensive body of knowledge on 

this topic, the rapidly evolving world, exemplified by the recent Covid-19 pandemic, calls 

for an examination of the effects of remote transformational leadership on motivation and 

job satisfaction. 

Furthermore, while transformational leadership is widely regarded as a supportive, 

empowering, and inspiring style, there remain critical questions about how different types 

of employees, such as high-performers, low performers, new hires, and middle or top 

managers, respond to transformational leadership practices. It is acknowledged that some 

employees may resist transformational leadership, feeling overwhelmed by the pressure to 

change or being pushed too hard in a particular direction. Their individual needs and 

preferences might not always align with the transformational approach. Therefore, it is 

imperative to investigate the potential limitations and drawbacks of transformational 

leadership and develop strategies to mitigate them, preventing company failure and 

employee dissatisfaction. 

Additionally, the thesis emphasizes the importance of understanding the contexts and 

industries where transformational leadership is most commonly implemented and where it 

proves to be most effective. Research has indicated that in highly bureaucratic or hierarchical 

organizations, transformational leadership practices may not yield the same positive 

outcomes as they do in more flexible and innovative environments. Thus, there are remaining 

research gaps that need to be addressed. The thesis aims to contribute to filling these gaps in 

knowledge. 
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1.3 Research Questions 
 

 

In this thesis there is one research question and three research sub-questions:  

RQ: What are the major transformational leadership factors and how much do they affect 

employees’ motivation and job satisfaction? 

Research sub-questions 

• What is the impact of remote leadership, especially during covid-19 on employees’ 

motivation and job satisfaction? 

• Are there differences in how males and females evaluate and perceive 

transformational leaders and how can this affect employees’ motivation and job 

satisfaction? 

• How much motivation mediates the relationship between transformational leadership 

and employees’ job satisfaction? 

My analysis is composed of 1 research question and 3 research sub-questions to identify 

what are the main variables that can affect the motivation and job satisfaction of people at 

different company levels and to see if there is a pattern among different companies in 

different contexts, environments, and business sectors. My goal is to see if my results are 

consistent with the current literature and implement new findings related to the mediation 

role of motivation in improving job satisfaction. I hope that the results of the analysis will 

be useful for all the companies that are struggling to achieve corporate goals and for 

companies in which the employees’ motivation and job satisfaction are poor or low. At the 

same time, I’m going to highlight the main differences between males and females 

concerning how nowadays they evaluate and perceive transformational leaders and what 

moderation impact remote leadership has had on motivation and job satisfaction. 
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Framework of the analysis: 

 

 

Figure 1: Framework of the analysis (Source: Author) 

 

 

1.4 Research method 
 

In terms of research philosophy, this study will adopt a positivist approach. This choice is 

driven by the objective and impartial nature of the research, which involves the analysis of 

existing literature and the quest for results that are generalizable and replicable. The research 

method employed will be deductive in nature, aligning with the intention to begin with 

established theories derived from scientific papers and subsequently develop and test 

hypotheses. Primary quantitative data will be collected to test those hypotheses. The 

deductive approach is well-suited for this study due to the ample existing literature that 

provides a foundation for theory and hypothesis formulation. The objective is to validate 

existing hypotheses from prior research while introducing novel contributions to the current 

body of knowledge. It is acknowledged that one potential challenge with this approach is the 

availability of an adequate amount of data. 

In terms of research strategy, data will be primarily collected through surveys. This method 

is considered cost-effective and capable of yielding data from a substantial sample size. To 
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ensure the effectiveness of the survey, it is imperative that the questions are clear and 

straightforward, facilitating ease of comprehension and completion. Additionally, the study 

may also incorporate the collection and analysis of secondary data, as they can be relatively 

accessible and expedite the research process. However, the availability of relevant data on 

the specific research topic should be verified. This study is characterized as cross-sectional 

in nature, as it will focus on a single point in time for analysis. 

 

Now I start introducing the leadership topic giving an overview of the characteristics and 

effects of the main leadership styles but for my research I’ll focus on transformational 

leadership and its impact on employees’ motivation and job satisfaction. After that, I will 

give an overview of the historical situation concerning the gender role in leadership positions 

and the effect that remote leadership has had on employees during covid-19 pandemic. 

Finally, I will proceed in analyzing the data collected through the survey and I’ll provide my 

findings, managerial suggestions and conclusions. 

 

2 Premise and quick overview 
 

 

This master thesis aims to provide a comprehensive analysis of leadership, its connection to 

employees' motivation and job satisfaction, and strategies for their enhancement. 

Specifically, it focuses on transformational leadership and its potential to improve 

motivation and satisfaction within organizations in comparison to other leadership styles. 

Before starting with the literature review part, I want to introduce the leadership topic 

highlighting important results that clearly justify my reasons for proceeding with further 

analysis concerning the important mediation effect of employees’ motivation. Indeed, Dirks 

and Ferrin's (2002) meta-analysis revealed consistent links between trust in one's boss and 

several positive leadership outcomes, such as enhanced job performance, job satisfaction, 

and organizational commitment. According to Mintzberg (1973), effective leaders and 

managers take quick action on their decisions and make judgments all day long, so the 

quality of those decisions increases over time. When compared to transactional leadership, 
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the transformational one may be thought of as leadership’s holy grail. (Sime, 2019) Bold, 

inventive, and potent contagious actions are consistently displayed by transformational 

leaders. Examples include taking advantage of opportunities when they arise, being a role 

model for ongoing self-improvement, asking questions, requesting and offering feedback, 

taking chances, taking care of one's physical and mental wellbeing, giving guidance and 

appreciating others' efforts. (Wilson, 2020) The transformational leadership strategy entails 

activities that cause subordinates to alter their values, objectives, and aspirations (House, 

Woyke, & Fedor, 1988). 

Despite that, leaders are not always positive, and they can sometimes have negative 

consequences for the company. Indeed, Leslie and Van Velsor (1996) summarized the 

literature on unsuccessful managers in terms of four themes: (a) poor interpersonal skills 

(being insensitive, arrogant, cold, aloof, and overly ambitious), (b) inability to complete 

tasks (betraying trust, failing to follow through, and being overly ambitious), (c) inability to 

build a team, and (d) difficulty transitioning from one position to another after promotion. 

Nonetheless, past findings suggest that a more talented team will perform better than a less 

talented team, other things being equal and talented employees are identified through 

effective recruitment strategies and selection processes. In particular those who are willing 

to work to the best of their abilities are motivated employees, making them the second factor 

in organizational effectiveness, indeed a motivated team will perform better than a 

demoralized team when all other factors are equal. (Hogan & Kaiser, 2005) So with these 

claims it is evident that the effectiveness of management is directly correlated with the 

amount of motivation inside a team or company (Harter et al., 2002). 
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2.1 Literature review and hypotheses development 

 

 

2.1.1 Definitions of leadership - introducing the different definitions 

and concepts. 

 

As a key component of organizational dynamics, leadership comprises a wide range of 

definitions and ideas that all revolve around influencing, motivating, and guiding people to 

work together toward common objectives. To effectively lead a team, a person must combine 

their interpersonal skills with their strategic thinking and motivational abilities. While 

numerous theories and models give diverse viewpoints on leadership styles, qualities, and 

behaviors, the overriding theme emphasizes the importance of leaders in promoting positive 

change, encouraging innovation, and developing cohesive teams. Here I summarized the 

main definitions of the most used leadership styles.  

Table 1: Main definitions of leadership (Source: Author) 
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Numerous authors have claimed that because of our evolutionary history, we are both self-

centered (Dawkins, 1976) and able to care about the welfare of our social group (Eibesfeld, 

1989; Hogan, 1978), maybe because individual survival can occasionally depend on group 

survival. The difference between a person's short-term and long-term self-interests must be 

understood; activities that benefit the group also benefit the long-term welfare of the 

individual. But history sadly reveals that without external threats, people tend to prioritize 

their immediate interests. A past study gives context for leadership knowledge (Hogan, 

Curphy & Hogan, 1994). Its definition of leadership includes convincing others to put aside 

their personal concerns to work for a shared objective that is crucial for the duties and welfare 

of a group. Leadership is persuasion, not domination; those who can force others to perform 

their will due to their position of authority are not leaders. Only when others voluntarily take 

on a group's objectives as their own for a while can leadership occur. There is a causal and 

definitional relationship between leadership and team performance, and leadership is thus 

concerned with creating cohesive and goal-oriented teams. (Hogan, Curphy, Hogan, 1994)  

Many taxonomies of leadership traits have been set out, starting with the Ohio State research 

in the 1940s and 1950s. The list by Yukl et al. is the most comprehensive, indeed it covers 

14 types of leadership conduct, including problem-solving, consulting, recognizing, 

supporting, managing conflict and team building, networking, delegation, developing and 

mentoring, and rewarding. Most definitions of leadership center on two functions: providing 

directions and exercising influence. Leaders try to motivate others to achieve shared goals, 

in particular, they act to give common sense and direction toward an objective without 

merely imposing goals on followers. Leaders work and help other people by defining the 

best conditions that enable them to work effectively. Finally, leadership should be intended 

as a function and not a role because it includes a set of functions that can be done by different 

people in different functions of the organization. (Leithwood & Riehl, 2004) There are 

different types of leadership styles but for this thesis I’ll focus on transformational 

leadership. In short, I’ll describe the others. 

Concerning Laissez-faire leadership, it can be defined as the absence of leadership. 

Laissez-faire leaders tend to cede their authority, avoid adopting stances or making choices, 

delay to act, and are frequently unavailable when they are required. This style of leadership, 

while conceptually similar to management-by-exception (passive), results in a lack of action 

even when rectification is required. (Harms, Credé, 2010) 
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In relation to transactional leadership, I can introduce it starting from the assumption made 

by Pounder (2001) and Kim and Shim (2003) where transactional leadership is driven by 

expectations, with a focus on basic and external satisfaction in response to those demands. 

It has a fair standard approach for controlling, which entails an exchange of benefits with 

the aim of maintaining organizational stability. According to Robbins (2003), transactional 

leadership develops goal orientations through task request and role definition, and it can also 

lead and motivate followers through similar actions. In order to get respect and support from 

these actions, leaders must first recognize and reward subordinates' efforts as well as meet 

their relevant demands. Corrective punishment should be administered properly whenever 

subordinates engage in incorrect behavior (Bass, 1997). So, leaders intervene only when 

problems occur, and they act punishment or corrective actions to restore the workflow. This 

is called management-by-exceptions where leaders intervene with predefined actions to 

counter specific types of failures. At the same time, they want to maintain the status quo 

without encouraging extraordinary work. In this type of environment, transactional leaders 

provide only negative feedback because they act only in situations of failure, and this does 

not promote or support personal or professional development or job performance. (Bass, 

1985; 1990) As opposed to transformational leadership, instead of looking to the future and 

imagining a thrilling and challenging future, transactional leaders frequently attempt to 

uphold the status quo and manage their employees. As transactional leadership is built on 

risk aversion and maintaining the status quo, it can be claimed that it has a negative 

relationship to entrepreneurial activity because it does not encourage people to investigate 

and seize chances. Moreover, followers attempt to limit themselves to conformity and doing 

only what the leaders have instructed them to do rather than investigating and seizing 

chances (Boerner, Eisenbeiss, & Griesser, 2007; Moss & Ritossa, 2007; Ryan & Tipu, 2013). 

A transactional leader closely analyzes the performance of the followers and looks for any 

deviations, mistakes, and errors to maintain stability in the company. (Afsar, Badir, Saeed, 

Hafeez, 2017) 

Charismatic leadership is associated with a leader's ability to cultivate symbolic influence, 

emphasizing the capacity to inspire and captivate others (Barbuto Jr, J. E., 2005). The 

concept of charismatic leadership was first introduced by Weber (1947), who proposed that 

it arises from the conviction of followers or subordinates in the extraordinary capabilities of 

the leader. Early research on charismatic leadership predominantly focused on the study of 

political and international leaders (Burns, 1978; House, Spangler & Woycke, 1991). Studies 
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in this area have consistently revealed significant correlations between follower dedication, 

trust, and commitment and the presence of charismatic leadership (Howell & Frost, 1989; 

Lowe et al., 1996). 

Authentic leadership is characterized by six key dimensions, as outlined by Avolio and 

Gardner (2005): positive moral perspective, self-awareness, balanced processing, relational 

transparency, positive psychological capital, and authentic behavior. Leaders who embody 

authenticity are deeply aware of their strengths, knowledge, beliefs, and values, and they 

demonstrate these attributes openly and sincerely (Avolio et al., 2004). They engage in 

transparent communication with their followers, sharing insights into their own values, 

vulnerabilities, and limitations (Ilies et al., 2005). Moreover, authentic leaders exhibit strong 

psychological resilience, manifesting traits of self-assurance, optimism, hope, and 

adaptability (Luthans & Avolio, 2009). 

Ethical leadership entails the demonstration of behavior that adheres to normative standards 

through personal conduct and interpersonal engagement. This involves not only the display 

of appropriate behavior but also the active encouragement of such conduct among followers 

through interactive communication, reinforcement, and decision-making processes (Brown 

et al., 2005). According to Brown et al. (2005), ethical leadership is composed of two 

fundamental elements: the presence of certain traits, representing the moral character of the 

leader, and the demonstration of corresponding behaviors, reflecting moral management. 

Key attributes such as honesty, social responsibility, justice, and the conscientious 

consideration of the consequences of one's actions are identified as markers of ethical 

leadership. 

Ethical leaders are esteemed by their subordinates as exemplars due to their credibility, 

integrity, and genuine concern for the well-being of their employees (Stouten et al., 2012). 

Their subordinates are afforded opportunities for feedback, increased job autonomy, and a 

deeper understanding of the significance of their tasks (Piccolo et al., 2010). This conducive 

environment fosters a sense of respect, support, and care among employees, compelling them 

to reciprocate by cultivating positive attitudes, such as enhanced job satisfaction, as noted 

by Dirks and Ferrin (2002) and Kacmar et al. (2011). 

In relation to servant leadership. “The servant-leader is servant first. It begins with the 

natural feeling that one wants to serve. Then conscious choice brings one to aspire to lead” 
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(Greenleaf, 1970). According to Spears (2010) servant leadership is composed of 10 

characteristics: listening, empathy, healing, awareness, persuasion, conceptualization, 

foresight, stewardship, commitment to the growth of others, and building community. 

Servant leadership is focused on followers and from this we can see the main difference with 

transformational leadership in which leaders are more focused on corporate goals and 

motivate followers to support those goals (Stone, Russell, Patterson, 2003). However, we 

can also notice that there are several common elements between the two leadership forms 

like needing vision, trust and service, credibility, and influence (Bass, 2000).  

Finally, there is authoritarian leadership that identifies the behavior that “asserts absolute 

authority and control over subordinates and demands unquestionable obedience” (Cheng, 

Chou, Wu, Huang, & Farh, 2004, p. 91). Within this framework, there exists a concept 

known as abusive supervision, a form of negative contextual performance involving actions 

detrimental to subordinates' well-being and motivation to fulfill essential job tasks (Tepper, 

2007). This authoritarian approach involves exerting control through norm establishment, 

structural enforcement, compliance rewarding, and noncompliance threat (Aryee et al., 

2007). Understanding authoritarian leadership necessitates delving into Machiavellianism 

(Christie & Geis, 1970), an underlying tendency impacting contextual performance, 

particularly abusive managerial behavior. Machiavellian individuals, more inclined to 

manipulate and exploit others (House & Howell, 1992), play a vital role in comprehending 

abusive managers. Their propensity for manipulative strategies underscores their desire for 

interpersonal control (Wilson, Near, & Miller, 1996). Indeed, there is a 

clear distinction between the leader and the followers, and authoritarian leaders often make 

choices on their own with little or no involvement from the rest of the group (Khan, Khan, 

Qureshi, Ismail, Rauf, Latif & Tahir, 2015). In practical terms, Pelligrini Scandura and 

Jayaraman (2010) assert that authoritarian leaders maintain hierarchical control, demanding 

follower dependence and obedience. Aryee et al. (2007) emphasizes their enforcement of 

rules, administration of incentives and penalties, and focus on "personal dominance" (Tsui, 

Wang, Xin, Zhang, & Fu, 2004). This leadership style encompasses task assignment, 

instructions delivery (Bond & Hwang, 1993), and the setting of high performance standards 

(Cheng et al., 2004; Wang, Chiang, Tsai, Lin, & Cheng, 2013). Aryee et al. (2007) further 

contends that within hierarchical systems, subordinates feel compelled to submit to 

legitimate authoritarian dominance or risk repercussions. Consequently, this dynamic often 

leads to discomfort, oppression, and hostile interactions between subordinates and 
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supervisors (Wu et al., 2012). Resultantly, subordinates subjected to authoritarian leadership 

often limit their actions to mere compliance, adhering to explicit requirements to be 

perceived as "good" workers, devoid of socio-emotional rewards and motivation to exceed 

these standards (Chen et al., 2014). The prominent perception of authoritarian leaders as 

abusive stems from their inclination to exert personal dominance and performance control 

through threats and intimidation (Kiazad, Restubog, Zagenczyk, Kiewitz & Tang, 2010). 

This view aligns with the existing literature, where the adverse impact of authoritarian 

leadership on subordinates and the less creative decision-making process is well-

documented (Zhang & Xie, 2017). To conclude, authoritarian leadership is most effective in 

circumstances when there is limited opportunity for collaborative decision-making or where 

the leader is the most knowledgeable member of the group (Khan, Khan, Qureshi, Ismail, 

Rauf, Latif & Tahir, 2015). 

 

2.1.2 Transformational leadership 
 

 

According to Burns in 1978 transformational leadership has been described as an ongoing 

process, whereby “leaders and followers raise one another to higher levels of morality and 

motivation beyond self-interest to serve collective interests” (20) (Hoch, Bommer, Dulebohn 

& Wu, 2018), and from this definition transformational leadership has been studied for 

several years until now where it is considered the best leadership style to enhance 

organizational innovation in comparison to other leadership forms and this identifies a series 

of adaptive leadership behaviors (Lowe, Kroeck, & Sivasubramaniam, 1996; Gardner & 

Avolio, 1998; Howell & Avolio, 1993). Transformational leadership is composed of 5 

different elements: charisma, idealized influence, inspirational motivation, intellectual 

stimulation, and individualized consideration (Bass et al., 2003). 

The term "charisma" describes a leader's capacity to inspire pride, build relationships of 

respect and trust, and fosters optimism (Bass & Avolio, 1989; Bass, 1985). The followers of 

charismatic leaders are excited, aroused, and inspired (Yammarino & Bass, 1990). Through 

their capacity to speak with passion and conviction, charismatic leaders may engender a 

vision and motivate followers to work towards a common objective. Charismatic leaders are 
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able to build an environment of engagement and motivation by using their charisma as a tool 

for inspiration and persuasion. This can drive the success of an organization. (Bass et all., 

2003) 

The “idealized influence” element of transformational leadership refers to the leader acting 

as a role model and personifying the principles and values that are significant to the followers 

and the organization as a whole. This element entails the leader's capacity to motivate and 

build pride in followers by exhibiting traits like integrity, idealism, and courage. Idealized 

influence also involves the leader being regarded as admirable and trustworthy, and the 

followers attaching favorable traits to the leader. This element is essential for forging a 

powerful emotional connection between the leader and the followers and motivating them 

to work toward a common goal. (Bass et all., 2003) 

The extent to which leaders motivate and inspire followers by establishing difficult goals 

and expressing confidence in achieving those goals is referred to as “inspiring motivation”. 

This means that, by giving their followers' work purpose and a sense of challenge, 

transformational leaders exhibit behaviors that inspire and drive people around them. A 

sense of unity is created. There is enthusiasm and hope present. The leader involves the 

group in imagining desirable future conditions. In addition to establishing clear expectations 

that followers wish to meet, the leader also exhibits a dedication to the team's objectives and 

shared vision (Hinkin & Tracey, 1999). 

Then, the degree to which leaders instead exhibit behaviors that encourage followers to 

question their presumptions, think creatively, take risks, and contribute intellectually is 

referred to as “intellectual stimulation”. A leader who is intellectually stimulating regularly 

presents his or her team with fresh, difficult concepts that are meant to inspire them to 

reconsider conventional wisdom (Bass, 1985; Bass & Avolio, 1990). It makes subordinates 

more conscious of issues, their own ideas and imagination, and their own beliefs and ideals. 

Subordinates' conceptualization, comprehension, and analysis of the issues they encounter 

and the solutions they come up with serve as indicators of intellectual stimulation 

(Yammarino & Bass, 1990). 

The degree to which a leader offers socio-emotional support while also attending to the 

wants and concerns of his or her followers is known as "individualized consideration". This 

entails coaching, staying in touch frequently, motivating people to reach their full potential, 
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and giving them power. (Harms, Credé, 2010) While a leader's charisma may inspire 

followers to join a mission or objective, the leader's application of individualized 

consideration also makes a substantial contribution to each follower reaching their maximum 

potential (Yammarino & Bass, 1990). Individualized consideration includes elements of 

coaching and mentoring, offers ongoing feedback, and connects the person's present needs 

with the organization's mission (Bass, 1985; Bass & Avolio, 1990). Individualized 

consideration is comparable to the Ohio State concept of consideration (Bryman, 1992). 

Bass and Avolio (1997) suggest three transactional leadership elements in addition to the 

subdimensions of transformational leadership: contingent reward, management-by-

exception (active), and management-by-exception (passive). The degree to which leaders 

interact with followers in accordance with the principles of economic and emotional 

exchange is referred to as contingent reward. The leader lays forth specific objectives and 

demands, and he or she rewards followers for striving to achieve them. The degree to which 

a leader actively watches for errors made by followers and seeks to fix them is known as 

management-by-exception (active). The term "management-by-exception" (passive) 

describes managers who wait for errors to happen before taking action to fix them. (Harms, 

Credé, 2010) The difference between the two is that the leader in the active form looks for 

deviations, whereas the leader in the passive form waits for issues to arise (Hater & Bass, 

1988). 

By going beyond their self-interests for greater community interests, transformational 

leaders make sure that people challenge the status quo and are intellectually stimulated. To 

impact their creative behaviors, transformational leaders encourage and inspire their 

followers to achieve their entrepreneurial goals (Dvir, Eden, Avolio, & Shamir, 2002). 

Leaders with a transformational style are aware that in order to encourage followers to be 

innovative, they must give them a clear vision, inner strength, and self-assurance so that they 

can persuasively advocate for the best course of action as opposed to conventional wisdom 

or established practices (Malloch, 2014). Optimistic and enthusiastic about these unique 

ideas, transformational leaders transform existing systems (Elkins & Keller, 2003; Müceldili 

et al., 2013). To bring about change, transformational leaders must be able to express a 

compelling vision, participate in the creation of creative processes, propose and carry out 

radical ideas, and support distributed learning (Afsar, Badir, Saeed, Hafeez, 2017). 
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To gain a comprehensive understanding of how transformational leadership motivates 

individuals, the JD-R model developed by Demerouti et al. (2001) has been employed. This 

model delves into two distinct categories of job characteristics: job demands and job 

resources, both of which play a pivotal role in optimizing employee performance. Job 

demands encompass various physical, mental, and organizational aspects of the work 

environment (Demerouti et al., 2001). When these demands pose challenges in task 

completion and lead employees to expend their mental, physical, and emotional resources, 

they can become sources of stress (Bakker & Demerouti, 2007). Examples of job demands 

include role-related issues (such as overload, ambiguity), interpersonal difficulties, and 

organizational limits. In contrast, job resources encompass a range of material, 

psychological, and organizational elements that support individuals in their work 

(Demerouti et al., 2001). These resources can take on various forms, including emotional, 

cognitive, and physical support. For instance, resources such as social support, job control, 

appreciation, and skill discretion aid employees in fulfilling their responsibilities while also 

enhancing their job performance and fostering personal and professional growth and well-

being (Bakker & Demerouti, 2007; Schaufeli & Bakker, 2004). 

 

 

2.1.3 Transformational leadership effects on employees’ motivation 
 

 

This section delves into the concept of motivation and its relationship with transformational 

leadership. Motivation can be defined as “an internal state ... giving rise to a desire or 

pressure to act” (Westwood, 1992, p. 288). There are 2 general classes of motivation: 

intrinsic and extrinsic. Intrinsic motivation is defined as motivation to engage in a task or 

activity for its own sake whereas with extrinsic motivation engagement occurs for 

instrumental reasons, such as reward (Linnenbrink and Pintrich, 2002). While intrinsic 

motivation emphasizes the joy and internal fulfillment gained from a particular activity, 

extrinsic motivation focuses on the reasons that are goal driven such as winning a 

competition, garnering praise and approval or receiving an award or payment (Thomson & 

Jaque, 2016). 
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These two classes can also be linked to two forms of motivation that capture the main reasons 

to perform a job that are autonomous and controlled motivation (see Deci & Ryan, 2000; 

Gagné & Deci, 2005, for reviews). When employees engage in their work for the intrinsic 

joy and satisfaction (intrinsic motivation) or because they personally believe that a task is 

important or valuable, this is an example of autonomous motivation (identified regulation). 

The term "controlled motivation" refers to actions taken in response to pressure from either 

an internal or external source, such as when employees carry out their duties to boost their 

sense of self-worth or to avoid stress and guilt (introjected regulation), or in response to 

demands, threats, or rewards from an outside source (external regulation). Past results 

indicate that overwork was favorably associated with controlled motivation, whereas job 

control was positively associated with autonomous motivation (Jungert, Van den Broeck, 

Schreurs & Osterman, 2018). 

Herzberg's theory identifies two critical factors influencing motivation, commonly known 

as "motivators" and "hygiene factors." The absence of satisfactory hygiene factors typically 

signifies external job design elements that lead to employee dissatisfaction. These elements 

may encompass aspects such as management style, the work environment, corporate 

policies, compensation, and interpersonal relationships with colleagues. Conversely, 

intrinsic motivators within the job context involve factors like personal achievement, 

opportunities for growth, responsibility, and recognition. It is noteworthy that intrinsic 

elements have long been acknowledged as pivotal drivers of employee motivation. 

(Herzberg et al.’s, 1959) 

The theory states that by improving occupations along five dimensions, organizations can 

promote positive work attitudes and higher work quality. These include variety (the extent 

to which a job requires the use of a variety of different skills and talents), identity (the extent 

to which a task must be completed from beginning to end with a visible outcome), 

significance (the extent to which a job has a significant impact on other people's lives), 

autonomy (the extent to which a job provides substantial freedom), and feedback (the degree 

to which the job provides clear information about performance levels). (Hackman & 

Oldham, 1976, see appendix 1) 

Past findings imply that leaders can affect perceived core characteristic levels by altering the 

words, images, and symbols that are utilized to convey meaning at work. In this way, 

transformational actions can be used to stretch followers in such a way that views of the core 
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characteristics are promoted through the alteration of regular job assignments and 

interactions. (Piccolo & Colquitt, 2006) 

Transformational leadership also fosters independent motivation in workers through job 

resources, enabling them to fully value their work. It would appear from this that job 

resources encourage an internalization process (Deci & Ryan, 2000) that enables employees 

to internalize their leader's values and aims as their own. (Fernet, Trépanier, Austin, Gagné, 

Forest, 2015) Transformational leaders in order to foster motivation can also show that they 

take care of their employees offering them opportunities for advancement in their careers. 

This is a key motivator that can push work involvement, but this employee motivation will 

be lost if they do not see their prospects for growth materialize. (Moynihan & Pandey, 2007) 

A previous study highlights that transformational leaders influence the extent to which 

individuals perceive their work activities as significant and self-congruent, increasing 

motivation for better performance, particularly in easy tasks. This positive impact extends 

to enjoyment and work satisfaction. (Bono & Judge, 2003) 

Leaders' promotion of self-efficacy, their influence on employees' performance and efforts 

(Eden, 1992), and their ability to increase commitment to the leader's vision and mission 

(Masi & Cooke, 2000, see appendix 2) also play a pivotal role in fostering employee 

motivation. 

When leaders exhibit transformational virtues such as integrity, tenacity, competence, 

vision, and credibility, and these virtues are perceived by employees, there is a strong 

correlation between these leadership qualities and enhanced motivation, job performance, 

and organizational commitment (Kouzes & Posner, 2002; Lord, Foti, & DeVader, 1984). 

According to Baah and Amoako (2011), leaders who display transformational behaviors and 

nurture motivational factors, such as the nature of the work, a sense of accomplishment, 

recognition, responsibility, and opportunities for personal growth and advancement, help 

employees determine their worth in relation to the organization's values. This fosters 

motivation levels and ultimately increases internal happiness, which, in turn, enhances 

overall job satisfaction. The provision of appropriate incentives and recognition within an 

organization creates a positive working environment, motivating individuals to perform at 

their best (Freedman, 1978). Recognition, in particular, plays a pivotal role as employees 

perceive it as a sign of value and gratitude, leading to heightened productivity within the 
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organization. Employees are motivated by things like commitment to the company, job 

stability, good pay, comfortable working conditions, discipline, participation, recognition, 

and support with personal issues. For dedicated employees, acknowledgment is essential to 

maintain their engagement, motivation, and commitment. In summary, transformational 

leaders hold a pivotal role in these motivational processes. (Danish & Usman, 2010) 

Considering the previous theory section, I can develop the first hypothesis as confirmation 

of the previous literature findings: Transformational leadership has a positive direct impact 

on employees’ motivation. 

 

 

2.1.4 Transformational leadership effects on employees’ job 

satisfaction 

 

 

This section provides an exploration of the concept of job satisfaction and its 

interconnectedness with transformational leadership. Job satisfaction is defined as “the 

extent to which people are satisfied with their work” (Warr, 2002, p. 1). Hoppock (1935), 

extends this definition incorporating emotional, physical, and environmental well-being, 

indicating that job satisfaction level can be determined by asking employees how satisfied 

they are with their jobs. Then they can make a subjective evaluation either in its entirety or 

with respect to its different attributes. Job satisfaction can be categorized into two 

dimensions: internal and external. 

In the internal one, employees demonstrate how much they are satisfied with the values, 

sense of duty, social status, positions, autonomy, and self-esteem that the tasks themselves 

have sparked. In the external one, employees' levels of satisfaction are reflected in things 

like income, promotions, appreciation and affirmation from superiors, and interactions with 

coworkers that result from assignments. (Chen, 2002; Weiss et al., 1967; Feng, 1997)  

Additionally, there was a positive correlation between job status and all three categories 

(overall, intrinsic and extrinsic) of job satisfaction scores. High-status workers are more 
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likely to have their motivational and hygienic needs met by their jobs since these jobs are 

more likely to offer variety, power, and recognition in addition to providing adequate 

compensation and benefits and good physical working conditions (e.g. a personal office). 

Furthermore, research demonstrates that while the productivity and job satisfaction of 

subordinates under transformational leadership are higher than those under transactional 

leadership, there is a lower rate of resignation. (Chang, & Lee, 2007) Positive relationships 

exist between transformational leadership and the enhancement of subordinates' working 

conditions, fulfillment of demands, and executed performance (Liu et al., 2003). This 

connection underscores the substantial positive influence of leadership on employee job 

satisfaction (Chang, & Lee, 2007). 

Robbins (2003) asserts that the management function of leadership primarily revolves 

around effectively managing employee behavior while also explaining and predicting 

employee productivity, turnover rates, and job satisfaction. Seashore and Taber (1975), who 

developed models examining causal variables influencing job satisfaction, emphasize that 

all aspects of the internal organizational environment, including organizational climate, 

leadership styles, and interpersonal relationships, can significantly impact an employee's 

level of job satisfaction.  

Further research indicates that managers who embrace the transformational leadership style 

not only receive higher ratings from their superiors but also garner greater opportunities for 

job promotions. This style of leadership encompasses traits such as recognizing and 

appreciating employees, attending to their individual needs, offering guidance and support, 

utilizing leadership skills to fulfill unit requirements, and providing team-oriented 

assistance. Conversely, managers who fail to adequately acknowledge and support their 

employees, display an inability to address issues effectively, and offer criticism rather than 

assistance during challenging times contribute to employee dissatisfaction. (Chiok Foong 

Loke, 2001). 

Further research indicates that transformational leaders are more likely than transactional 

leaders to elicit greater job satisfaction and longer employee associations, with particular 

significance in nursing staff. These findings have significant economic implications for 

businesses because they show that transformational leadership encourages employee 

retention and reduces turnover. (Medley & Larochelle, 1995) Similarly, Hater and Bass 
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(1988) report that subordinates under transformational leaders exhibit higher motivation and 

satisfaction. These findings have been confirmed also by Masi, R. J., & Cooke, R. A. (2000). 

The capacity to motivate staff to go above and beyond what is expected of them at work is 

a trait of charismatic and influential leaders. To be successful, transformational leaders must 

give their team members a clear understanding of their mission, how their work contributes 

to the organization's larger goals, a sense of dedication to those goals, and guidance on how 

to inspire others to follow. The findings imply that access to information, control over 

practice-supporting resources, and participation in organizational decisions all help to 

increase job satisfaction particularly in nursing environments. (Boamah, Laschinger, Wong 

& Clarke, 2018) The study's findings are in line with the transformational leadership theory, 

which emphasizes the importance of the leader in creating conditions that foster employee 

satisfaction and productivity (Bass, 1998). 

Furthermore, transformational leaders that create the right and supportive working 

environment, taking care of the employees’ needs, fostering relationships with coworkers, 

balancing their workload, and improving their career chances to grow can have a positive 

impact on their final job satisfaction. (Boamah, Laschinger, Wong & Clarke, 2018) 

The workplace environment holds significant sway over job satisfaction, particularly for 

employees operating in challenging conditions. The management and in particular 

transformational leaders play a pivotal role in enhancing workplace conditions, aligning the 

job satisfaction of challenging conditions employees with those in standard conditions. 

(Bakotic & Babic, 2013) A study by Tariq et al. (2013) points out that in the telecom sector, 

several factors, including workload, salary, stress at work, and family issues linked to one's 

job, can cause an employee to become dissatisfied, which then causes turnover. This is also 

verified by the opinion of people working in different sectors for example in banking, 

university and telecommunication where they think that creating a good working 

environment can play an important role in improving job satisfaction (Raziq & 

Maulabakhsh, 2015). 

Enhancing employee job satisfaction involves factors such as opportunity offered (Kinzl et 

al., 2005) worker involvement, supervisory support, and employee esteem, which not only 

reduce workplace stress but also elevate job performance (Babin & Boles, 1996). 

Opportunities for achievement, personal development, job rotation, involvement in decision-
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making (Imper et al., 1990; Rice & Schneider, 1994), and autonomy at work (Hall, Pearson, 

& Carroll, 1992; Poulin & Walter, 1992) foster job satisfaction, particularly for teachers and 

those seeking professional and personal growth. Transformational leadership's capacity to 

instill a sense of duty and intellectual stimulation inherently promotes job satisfaction. This 

leadership style encourages independence and responsibility, leading to greater work 

fulfillment and satisfaction. (Emery & Barker, 2007) 

According to these findings I can develop the second hypothesis that should confirm the 

current literature: Transformational leadership has a positive direct impact on employees’ 

job satisfaction. 

 

2.1.5 Elements mediating the impact between transformational 

leadership and job satisfaction 
 

 

In this subchapter the aim is to analyze how transformational leadership plays a role in 

enhancing job satisfaction through mediation of various elements. Focusing on team and 

self-efficacy (Appendix 3), employees are more likely to experience job satisfaction when 

they perceive themselves as valuable members of an effective team, where their colleagues 

are knowledgeable and competent in addressing workplace challenges (Nielsen, Yarker, 

Randall & Munir, 2009). 

Another element that can improve employees' job satisfaction, closely connected to 

transformational leadership, is trust in the leader. The literature outlines two main 

perspectives on the nature of trust: the character-based perspective and the relationship-

based perspective (Liu, Siu, Shi, 2010). Trust is defined as "the readiness of a party to be 

vulnerable to the acts of another party based on the anticipation that the other will perform 

a certain action significant to the trustor, irrespective of the ability to monitor or control that 

other party" (Mayer et al., 1995, p. 712). Applied to the leader-follower relationship, 

confidence in the leader can be viewed as the followers' readiness to be open and vulnerable 

in their interactions with their leaders. When followers have faith in their leaders, they are 

more likely to be "willing/obliged to be exposed" to them. (Liu, Siu, Shi, 2010) 
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From the character-based perspective, followers are more likely to feel secure and 

comfortable when they believe their leaders possess the necessary skills, moral character, 

and compassion (Mayer et al., 1995). This is because leaders are responsible for various 

tasks that significantly impact followers' job satisfaction, including performance evaluations, 

compensation, promotions, and training (Rich, 1997). Conversely, when followers lack trust 

in their leaders, they are more likely to experience psychological distress, which 

subsequently affects their job satisfaction (Dirks & Ferrin, 2002). 

From the relationship-based perspective, followers also tend to feel secure and comfortable 

when they believe their leaders genuinely care about their well-being. According to the 

previously presented arguments, trust in a leader is linked to higher levels of job satisfaction, 

reduced perceptions of work-related stress, and fewer signs of stress. About this a prior study 

found that transformational leadership was associated with lower perceived work stress and 

stress-related symptoms, trust in the leader, self-efficacy, and job satisfaction. (Liu, Siu, Shi, 

2010) 

Another aspect to take into consideration is the basic need satisfaction, because when these 

needs are not satisfied, employees could lose motivation and enjoyment in their work really 

fast. Basic need satisfaction involves the demands for autonomy, competence, and 

relatedness that are regarded to be the three most important basic needs in the self-

determination theory (SDT) (Jensen & Bro, 2018, see Appendix 4). 

According to some theories, these demands are just as crucial for healthy psychological 

functioning as food, shelter, and water are for our physical wellbeing. (Deci & Ryan, 2000). 

Individuals' need to act in a way that is consistent with their own interests, make their own 

decisions, have the freedom to express their feelings, and take the initiative in their own 

actions is known as the demand for autonomy. Independence should not be associated with 

the need for autonomy, which is about volition. (Ryan, 1995) The need for competence 

relates to a person's sense of mastery and effectiveness (Deci & Ryan, 2000). People's needs 

for competence are met when they are allowed to work on difficult activities that will help 

them refine their abilities and when they are able to adapt to hard, ever-changing 

environments.  

Finally, the need to form supportive relationships and alliances with others is a component 

of the need for relatedness (Baumeister & Leary, 1995; Deci & Ryan, 2000). Leader support, 
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transformational, and authentic leadership satisfy the fundamental demands, whereas 

abusive supervision satisfies the opposite. (Jungert, Van den Broeck, Schreurs, Osterman, 

2018) It has been found that employees can perceive the value in their work, relate to the 

reason they are doing it, and/or find enjoyment in it when their basic requirements for 

autonomy, competence, and relatedness are met (Deci & Ryan, 2000). The evidence is that 

team members may be crucial in boosting employee motivation in addition to contextual 

factors like organizational features or job design and social components like leadership (Van 

den Broeck et al., 2016).  

Moreover, within the realm of nursery environments, literature review has revealed that 

transformational leadership yields a positive impact on employees' job satisfaction by means 

of structural empowerment (Appendix 5). According to Kanter (1977, 1993), structural 

empowerment refers to the social structures within the workplace that enable individuals to 

perform their work in meaningful ways. Kanter's perspective suggests that having power 

involves the capacity to mobilize people and resources to achieve organizational and work-

related objectives. He argues that power is derived from having access to essential 

knowledge, resources, opportunities, and support in the workplace. The degree to which 

employees have built a network of allies within the organization (informal power) and 

possess roles with substantial discretion, visibility, and relevance to organizational 

objectives (formal power) facilitates these forms of empowerment. Consequently, 

employees are better equipped to carry out their responsibilities when they have access to 

these work environments. For instance, when employees have access to information or 

knowledge and the ability to participate in organizational decisions, they experience 

increased engagement and job satisfaction. Furthermore, research has identified the 

improvement of the work environment as a vital element for employee retention. (Boamah, 

Laschinger, Wong & Clarke, 2018) 

These findings align with the principles of transformational leadership, which emphasize the 

leader's role in creating conditions that enhance employee satisfaction and productivity 

(Bass, 1998). Employee empowerment has been associated with various workplace and 

organizational outcomes, including job satisfaction (Manojlovich & Laschinger 2002), 

autonomy (Laschinger et al. 1997), trust (Laschinger et al. 2000), respect (Laschinger & 

Finegan 2005), burnout (Laschinger et al. 2003), and the intention to remain in a position 

(Nedd 2006). (Appendix 5) 
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Previous research has demonstrated that empowering behaviors exhibited by leaders have a 

positive impact on empowerment, subsequently influencing employee engagement and 

burnout (Greco et al. 2006). The combined effect of leader empowering behaviors and 

workplace empowerment has led to reduced job strain and improved work performance 

(Laschinger et al. 1999), underscoring the pivotal role of leadership behavior in promoting 

positive work-related outcomes. In practice, as suggested by prior research, managers must 

emphasize transparency, balanced decision-making, self-awareness, and high ethical 

standards to enhance employee job satisfaction and performance. These findings suggest that 

managers who prioritize openness, equitable decision-making, self-awareness, and high 

ethical standards successfully raise their employees' perception of workplace empowerment, 

subsequently enhancing productivity and job satisfaction. Workplace empowerment 

involves providing employees with access to information, resources, support, and 

opportunities for learning and growth, enabling them to effectively carry out their 

responsibilities. (Wong, Laschinger, 2013) 

So, to wrap up everything, according to the findings of the current literature there are a lot 

of elements that mediate the relationship between transformational leadership and job 

satisfaction but none of them analyzed the mediation impact of the motivation. For this 

reason, I come up with the third hypothesis that differently from the first two, it’s only an 

assumption: Transformational leadership has a positive impact on employees’ job 

satisfaction through the mediation effect of motivation. 

It is important to note that while transformational leadership may not be a universally 

applicable style across all contexts, countries, business models, and employee 

characteristics, it is the focus of this research due to its association with successful CEOs 

and entrepreneurs. Forbes acknowledges transformational leadership as one of the most 

desirable leadership styles among many others. (Sime, 2019) Transformational leaders have 

the ability to uplift the morale and motivation of their followers, inspiring them to work for 

the collective good rather than solely for personal gain. The outcomes of transformational 

leadership are highly sought after by both followers and the organization as a whole. This 

leadership style cultivates innovation, which serves as a fundamental driver of success and 

growth within a company, thus yielding a high return on investment. In addition to enhancing 

individual performance, transformational leadership also improves overall organizational 

performance and job satisfaction. (Griffith, 2004, see Appendix 6)  
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We can now define one of the negative aspects of great motivation that must be avoided to 

preserve physical and mental well-being and prevent depression. In this context, a common 

downside of high motivation is workaholism (Appendix 7). Workaholism is associated with 

many detrimental effects, both within and outside the workplace, making it an addiction-like 

form of self-destruction that jeopardizes the physical and mental health of employees 

(Morkeviciuté et al., 2019). 

Schaufeli et al. (2009) defined workaholism as an inclination to work excessively hard and 

become preoccupied with work, leading to obsessive working patterns. A key characteristic 

of workaholism is the strong internal motivation to work, accompanied by a substantial time 

and energy commitment to work-related activities (Ng et al., 2007; Shimazu et al., 2011). 

Behaviorally, workaholics dedicate an excessive amount of time and effort to work-related 

tasks. Those prone to workaholism exhibit a cognitive dimension, continuously thinking 

about work even when not on the job (Schaufeli et al., 2009). Previous research suggests that 

highly motivated individuals are more likely to develop workaholism (Stoeber et al., 2013). 

Motivators for workaholics often include the pursuit of status, peer recognition, and approval 

from superiors (Spence & Robbins, 1992). This is evident in their inclination to seek roles 

that may lead to pay raises, promotions, or other external indicators of value (Malinowska 

et al., 2018). Furthermore, it is generally accepted that people who overwork may do so to 

bolster their self-esteem and alleviate feelings of guilt, shame, or anxiety (Porter, 2004). 

Some employees voluntarily invest extensive hours in their jobs because their professional 

activities align with their personal needs, aspirations, and beliefs (Malinowska et al., 2018) 

(Appendix 7). 

Notably, some workaholics genuinely enjoy their jobs, viewing them as enjoyable, fulfilling, 

essential, or intriguing activities (Van Beek et al., 2011). However, a defining characteristic 

of workaholics is their inability to work with focused dedication (Morkeviciute et al., 2019). 

They often struggle to delegate tasks to others, excessively pushing themselves without a 

valid reason (McMillan & O'Driscoll, 2004) and denying their own fatigue (Van Wijhe et 

al., 2013). 

Transformational leaders, on the other hand, employ organizational strategies to support 

employees in "working smarter, not harder." These leaders firmly believe in their 

workforce's capacity to generate superior ideas collaboratively (Liu, 2018). They also 
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demonstrate trust in their team's ability to complete tasks efficiently (Wang et al., 2017), 

which can lead to more efficient work. This approach reduces the likelihood of workaholism 

(Morkeviciute et al., 2019). As a result, organizations should emphasize the motivational 

contribution of their managers while aiming to reduce excessive levels of workaholism. 

Therefore, it is essential for transformational leaders not to prioritize raising staff motivation 

levels exclusively. To motivate employees rationally and foster a healthy relationship with 

their work, managers should possess extensive knowledge and the required skills. 

(Endriulaitienė & Morkevičiūtė, 2020) 

Overall, creating an organizational environment that prevents individuals from pushing 

themselves in vain can be beneficial for both companies and employees. Managers should 

value their staff's qualities and skills, respect their work, consider their development more 

than just the outcomes, and ensure team members maintain a balance between their 

capabilities and the demands placed on them by the organization, rather than striving to 

exceed those demands (Snir et al., 2006). 

 

2.1.6 Historical situation of gender role in leadership positions 

 

 

Regarding gender roles in leadership positions, historically, men have dominated roles that 

emphasize power, competition, or authority. Conversely, women have often found it easier 

to enter professions that align with traditional feminine stereotypes, such as those involving 

caregiving, support, or the cultivation of interpersonal relationships, such as education 

(Eagly, 1987; Eagly, Wood, & Diekman, 2000; Garcia-Retamero, 2006; López-Sáez, 1994; 

López-Zafra, 1999). This gendered occupational divide has resulted in sex-segregated 

employment (Cejka & Eagly, 1999; Jacobs, 1999). Moreover, studies have indicated that 

traits associated with masculinity, irrespective of the leader's gender, are significant 

predictors of leadership (Powell, Butterfield, & Parent, 2002; Schein, 2001). Historically, 

women encountered discrimination when vying for leadership roles, especially in male-

dominated industries (Eagly, Karau, & Makhijani, 1995; Heilman, 2001; van Engen, van der 

Leeden, & Willemsen, 2001). This is because these positions are seen as being inconsistent 

with women's gender roles. This finding may help to explain other forms of discrimination, 
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such as paying women less than men for doing the same work (Booth, Francesconi, & Frank, 

2003), as well as the low percentage of women in leadership positions within organizations, 

particularly those that are predominantly male (Eagly, 2004; Eagly & Carli, 2003). 

Consequently, women have frequently felt less confident and comfortable in leadership 

positions than their male counterparts, impacting their self-perception as potential leaders 

(van Engen et al., 2001). Research by Agly, Johannensen Schmidt, and van Engen (2003) 

has suggested that female leaders tend to exhibit more transformational leadership behaviors 

compared to male leaders. Notably, core characteristics associated with both typical male 

and female leaders can be compared to identify commonalities and disparities in social 

representations. Regardless of gender, both men and women attribute traits like "fair," 

"competent," "role-model," and "responsible" to typical leaders. However, regarding male 

leaders, men also describe them as "dominant," "competent," "empathic," "decisive," and 

"leading." In contrast, women's core social representations of male leaders emphasize traits 

like "assertive," "self-confident," "factual," "powerful," "networked," "short-tempered," and 

"professional expertise." Notably, both men and women associate female leaders with traits 

like "empathic" and "determined." Men also perceive women in leadership positions as 

"open." As for women, their core attributes for female leaders include "competence," 

"emotional," "professional expertise," "the need to prove themselves," "assertiveness," and 

"understanding". (Tremmel & Wahl, 2023) 

However, gender biases persist, affecting the potential for women to rise in leadership 

positions. There are external causal explanations (such as the need to diversify the personnel) 

for the success of female candidates in fields incongruent with their gender roles, as well as 

in situations where gender is not explicitly mentioned. In such cases, internal causal 

attributions, such as the candidate's abilities and qualifications, are often overlooked. 

(Garcia-Retamero & López-Zafra, 2006) The preconception that men are natural leaders 

contributes to bias against women, particularly in male-dominated contexts. 

Studies have shown that women in the job market must overcome gender-stereotypical 

expectations and beliefs to access leadership positions (Adler, 1994; Eagly, 2004; Hopcroft, 

1996; Jacobs, 1999; Wolf & Fligstein, 1979). Additionally, a 2021 study has revealed that 

while the percentage of companies considering gender in appointments for executive officers 

and leadership positions has increased, some companies choose not to consider gender to a) 

maintain a focus on merit, b) avoid potential candidate selection biases, or c) due to low 
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numbers of officers or low turnover. Other factors contributing to the underrepresentation of 

women in executive positions relate to the stage of business development and the nature of 

the industry, as well as the effectiveness and arbitrariness of goals. (MacDougall, Valley, 

Jeffrey, 2021) Another study by IBM identified reasons for women's limited presence in 

leadership positions, including resistance to change, lack of accountability, sexism, 

assumptions about women's leadership interest, reluctance among men to share leadership 

responsibilities with women, and employee preferences to work under male leadership 

(IBM, 2021). While extensive research has focused on the evolution of women's leadership 

roles over the years, little is known about how male and female subordinates perceive 

transformational leadership regardless of the leader's gender. The question of which gender 

tends to perceive leaders as more transformational remains unanswered. 

 

 

2.1.7 Remote leadership effect on motivation and job satisfaction 
 

 

Remote leadership is a relatively novel concept, emerging during the COVID-19 pandemic, 

and as such, there is limited theoretical research on this topic. Virtual or remote leadership, 

as defined by (Bartsch et al., 2020; Huang et al., 2010), pertains to leading in a 

(geographically) dispersed work environment where employee interaction relies on digital 

tools. Notably, a connection can be drawn between remote leadership and employees' job 

motivation through Herzberg's two-factor theory of motivation and hygiene (Herzberg et al., 

1993; Deci and Ryan, 2000, 2008). This is because job motivation is intrinsically linked to 

job satisfaction and the satisfaction of three fundamental needs: autonomy, competence, and 

relatedness, with employees' perception of these needs determining their intrinsic motivation 

for task accomplishment (Breaugh et al., 2018). Fulfilling these needs also contributes to a 

robust sense of job satisfaction. 

In the context of remote leadership, it should be regarded as a dissatisfier according to 

Herzberg's two-factor theory. When the level of supervision falls below desirable levels, job 

dissatisfaction arises, subsequently hindering motivation and productivity. (Herzberg, 1959; 

Herzberg et al., 1993) This is particularly true for employees working remotely who perceive 
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themselves as self-reliant and accountable for their own mental and physical health. Issues 

negatively impacting motivation and job satisfaction include a lack of social connections 

leading to feelings of loneliness, misunderstandings resulting from virtual communications 

(Cacioppo et al., 2006), and physical health problems due to unhealthy behavioral patterns. 

Notably, a study conducted in Norway and Denmark indicated that employees working from 

home experienced increased autonomy and productivity due to reduced control exerted by 

managers and supervisors, which ultimately led to enhanced performance. (Sonnenschein, 

Hagen, Rostad & Wiik, 2022) Conversely, some employees felt compelled to work remotely 

against their will, leading to a sense of reduced autonomy and diminished intrinsic 

motivation, a sentiment potentially felt more acutely by women due to their disproportionate 

share of household duties during the pandemic (Yang et al., 2021). 

Stress levels also emerged as a concern, given the increased reliance on digitalization, which 

raised the requirements for information technology needed to carry out tasks from home and 

subsequently heightened stress levels for certain employees who perceived the work as more 

demanding (Tarafdar and Gordon, 2007). With regard to the three basic needs (autonomy, 

competence, and relatedness), they were only partially met during the COVID-19 pandemic. 

Despite increased autonomy among employees working from home, there was a reduced 

sense of motivation and relatedness among coworkers, contributing to mental health issues 

such as depression and anxiety. (Sonnenschein, Hagen, Rostad & Wiik, 2022) 

In this context, a study conducted during the COVID-19 pandemic highlighted the crucial 

role of remote leaders in enhancing employees' job satisfaction during remote work through 

the mediation of work-life balance and trust (Al Dilby & Farmanesh, 2023) (Appendix 8). 

High levels of trust foster open communication between staff and their leaders, contributing 

to job satisfaction and allowing leaders to optimize it (Zargar et al., 2019). Work-life balance 

is another essential factor, and leaders who prioritize it by offering organizational support 

and promoting a positive work atmosphere foster individual well-being (Bouwmeester, Kok, 

2018; Rashmi, Kataria, 2021). 

In response to a crisis, virtual leaders address their workforce's needs by providing 

autonomy, competence, and support, which favorably impact job satisfaction through work-

life balance and trust, further motivating employees. These findings align with the job 

demand-resource model. (Poulose and Sudarsan, 2017; Dousin et al., 2019) Considering that 

my analysis has been conducted immediately after the COVID-19 pandemic, a comparison 
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between leaders' evaluations before and after COVID will be instrumental in assessing how 

results have evolved and understanding the impact of remote leadership. 

 

3 Methods and data 

 

 

3.1 Research methodology 

 

 

Concerning the methodology that I used to collect the data, considering that I decided to use 

a quantitative research method, I opted for a survey to reach as many people as possible. I 

think that this is the best solution to get useful insights. After that considering that in the 

literature review part, I collected insights and findings from companies in multiple sectors 

that operate in different environments I decided to send questionnaires to different 

companies as well that operate in different businesses. The main reason for this is that in this 

way I can get more data because there are no restrictions concerning the company type and 

secondly, I can see if there is a pattern concerning individual sectors. 

Beyond that, I have thought that the best solution was to gather primary data not only from 

employees but also from middle and top managers and interns to have a broad overview of 

different points of view and analyze what are the best management styles for different 

behaviors, characteristics and types of “employees”. The survey was created through Google 

form and then I decided to spread it through LinkedIn to as many entrepreneurs and 

employees as possible to reach a higher number of answers. I also opted for an English 

survey with Italian translation only to reach mainly people from my mother country that is 

Italy but also to spread it everywhere. The choice of not translating it into other languages 

could probably affect my research because many people could have decided not to fill in the 

questionnaire. After all, it was not written in their mother tongue. 

Despite that, I think that not having country restrictions has allowed me to reach a higher 

number of respondents. Concerning the data analysis methodology, I’m going to use IBM 

SPSS as a tool to analyze the data collected, in particular I’ll show correlation tables in order 
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to give an overview of the main correlations among the different variables, and then I’ll run 

regression analysis to assess the robustness of my model and to identify whether the 

relationships among the variables are strong or not through the analysis of the P-value 

between the independent and dependent variables. Furthermore, I’ll also conduct an 

Exploratory Factor Analysis (EFA), Confirmatory Factor Analysis (CFA) and Structural 

Equation Modeling (SEM) using IBM AMOS in order to test the main hypothesis of the 

study implementing a Bootstrap analysis to identify the presence or absence of motivation 

mediation in increasing job satisfaction. Once getting the results, I’ll proceed with the 

discussion, and I’ll come up with managerial suggestions. In this research, the dependent 

variables are employees’ motivation and employees’ job satisfaction, while the independent 

one is the leadership style used.  In my research, I also included some control variables like 

age, gender, employment level, nationality, level of education, and business sector as 

different dummy variables. 

Concerning the ethical issues, considering that I’ll collect the data through surveys, I’ll treat 

them according to the GDPR and the regulation (EU) 2016/679 of the European Parliament 

and the Council concerning the protection of individuals about the processing of personal 

data, as well as the free circulation of such data. I’ll use these data only for my research and 

I’ll grant that the data will be anonymous, and they will not be disclosed to anyone else. 

 

3.2 Questionnaire design 
 

 

In my questionnaire I collected a total of 111 correct and valid answers from people that 

operate in different sectors, with different educational backgrounds, different ages, and 

company roles. The questionnaire contained elements of the classical Multifactor Leadership 

Questionnaire (MLQ) developed by Bass &Avolio (1995) in order to evaluate the 

transformational leadership dimensions (charisma, idealized influence, inspirational 

motivation, intellectual stimulation, and individualized consideration). In my survey, the 

questions from 8 to 15 are related to this section. Example items are: 

• Your leader communicates a clear and positive vision of the future; 

• Your leader treats staff as individuals, supports and encourages their development; 
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• Your leader gives encouragement and recognition to staff; 

• Your leader fosters trust, involvement and cooperation among team members; 

• Your leader encourages thinking about problems in new ways and questions 

assumptions; 

• Your leader is clear about his/her values and practices what he/she preaches; 

• Your leader instills pride and respect in others and inspires me by being highly 

competent. 

To measure intrinsic and extrinsic motivation, I used an established measurement scale that 

was implemented in a previous study in order to evaluate the motivation of employees 

belonging to a division of a Dutch company listed at the Amsterdam Stock Exchange (Van 

Herpen, Van Praag & Cools, 2005). Example items of extrinsic motivation can be found 

from question 15 to 21 and those are: 

• The manner in which I am compensated ensures that I am motivated to give the 

fullest effort possible; 

• There are enough promotion possibilities to stimulate me to work hard; 

• I'm satisfied with the way in which my compensation is determined; 

• I'm satisfied with the promotion possibilities existing in the company; 

• I get the feeling that the company finds it important to have a solid and clear 

compensation system; 

• I'm enthusiastic about my salary level; 

• I find the compensation system to be motivating. 

Concerning intrinsic motivation, example items of the scale can be found from question 22 

to 26 and those are: 

• If it's really necessary I'm prepared to work overtime even if I don't get paid for this 

specifically; 

• I get much satisfaction from the work I do; 

• My job is worth the effort; 

• I'm very satisfied with my job; 

• I often have to force myself to go to work. 
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To measure job satisfaction, I decided to use two different measurement scales. The first 

measurement scale is more related to the enjoyment that workers experience every day in 

task completion (Brayfield & Rothe, 1951; Thönissen, 2009). This scale is very reliable and 

it has been used in high quality previous studies (Bono & Judge, 2003; Walumbwa, Avolio 

et al., 2008). Example items can be found from question 27 to 31 and those are: 

• Most days I am enthusiastic about my work; 

• I feel fairly satisfied with my present job; 

• I find real enjoyment in my work; 

• Each day at work seems like it will never end; 

• I consider my job rather unpleasant. 

The second measurement scale instead is related to the index of work satisfaction (IWS) 

built based on Maslow’s and Herzberg’s theories of work satisfaction (Medley & Larochelle, 

1995). Example items of the scale can be found from question 32 to 37, and those are: 

• Rate your professional status; 

• Rate your interaction with coworkers; 

• Rate the organizational policy; 

• Rate your level of autonomy; 

• Rate the level of pay; 

• Rate your task requirement. 

The full questionnaire and all the items used to measure these elements can be seen in 

appendix 15. 

It is important to point out that the first measurement scale of job satisfaction is very similar 

to the intrinsic motivation measurement scale. This is because they are measuring the same 

elements that are the foundation of both intrinsic motivation and job satisfaction. Indeed, the 

intrinsic pleasure of going to work and completing daily tasks that are meaningful for the 

workers and relevant for the company being at the same time satisfied, it is the main 

foundation that determine intrinsic motivation and job satisfaction. Of course, then there can 

be personal preferences for each worker, in fact for example some workers prefer stability 

and monotony with low level of uncertainty and responsibility during the completion of daily 

tasks while other more ambitious workers may prefer to take on and experience challenging 

tasks, having higher level of responsibility because they feel intrinsically motivated when 
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they complete difficult jobs and because they can learn new things. So, the first job 

satisfaction measurement scale rates similar items of the intrinsic motivation scale exactly 

for this reason, indeed the goal is to determine if the intrinsic pleasure of the job also 

determines job satisfaction. The second job satisfaction measurement scale instead, takes 

into consideration other dimensions different from the intrinsic job pleasure, indeed it 

measures the complementary dimensions that employees experience inside the company. So, 

it is a sort of holistic view of satisfaction that ranges from personal status to the pleasure to 

work with the current company policies, also considering the overall atmosphere and 

relationship with colleagues. To conclude these two scales measure different dimensions and 

elements that involve the pure job satisfaction and despite personal workers preferences the 

goal of my study among other things is to identify if intrinsic and extrinsic motivation play 

an important role in determining job satisfaction. 

 

3.3 Data analysis methods 
 

 

In relation to data analysis, I decided to run a correlation and linear regression analysis in 

order to see the relationship among the variables of the main elements of my study and to 

test also the robustness of my model from a statistical point of view. Beyond that in order to 

give more reliability to my data I decided to run also a structural equation modeling (SEM) 

after a preliminary exploratory factor analysis (EFA) and a confirmatory factor analysis 

(CFA). Both EFA and CFA are required in order to identify which variables to include in 

the study, how many factors to include in the model and which procedure to select to fit the 

model (Fabrigar, Wegener, MacCallum & Strahan, 1999). As the name implies, EFA is 

exploratory in nature because neither the investigator nor the variables are known in 

advance. In other words, it enables the researcher to investigate the key dimensions in order 

to develop a theory or model from a sizable collection of latent constructs that are frequently 

represented by a set of items. 

Contrarily, in CFA that is a form of structural equation modeling, the researcher employs 

this approach to evaluate a given theory or model and, in contrast to EFA, has assumptions 

and expectations based on priori theory regarding the number of factors and which factor 

theories or models best suit. (Pett, Lackey, Sullivan, 2003; Thompson, 2004; Swisher, 
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Beckstead, Bebeau, 2004) In their discussion of sample sizes, a number of textbooks refer 

to the work of Comrey and Lee: With 100 as poor , 200 as fair, 300 as good, 500 as very 

good, and 1000 or more as excellent (Gorsuch, 1983; Tabachnick, Fidell, 2007) Before 

extracting the factors, in the EFA the tests include Kaiser-Meyer-Olkin (KMO) Measure of 

Sampling Adequacy and Bartlett's Test of Sphericity. The KMO index has a range of 0 to 1, 

with 0.50 being considered appropriate for factor analysis. Concerning the Bartlett's Test of 

Sphericity, it is significant when (p < .05), and only in this case factor analysis should be 

used. (Hair, Anderson, Tatham, Black, 1995; Tabachnick, Fidell, 2007) 

Finally, before starting the confirmatory factor analysis, it is fundamental to proceed with 

the factors’ extraction. At this point Hair et al. note that most factor analysts frequently 

employ numerous criteria (Hair, Anderson, Tatham, Black, 1995). These extraction criteria 

and methods, include Kaiser's criteria (eigenvalue > 1 rule) (Kaiser, 1960), the Scree test 

(Cattell, 1966), the cumulative percent of extracted variance, and parallel analysis (Horn, 

1965). Beyond that, the possibility that a variable may be related to more than one factor 

should be taken into consideration when determining how many factors you will analyze 

your data using. Rotation produces a more understandable and straightforward solution by 

maximizing high item loadings and minimizing low item loadings. The two most popular 

rotation methods are oblique rotation and orthogonal rotation. Both rotation choices provide 

researchers with a variety of methodologies to choose from, such as oblique oblimin/promax 

or orthogonal varimax/quartimax. (Williams, Onsman, & Brown, 2010) The most popular 

rotational method used in factor analysis, which generates factor structures that are 

uncorrelated (Costello, Osborne, 2005), is orthogonal Varimax rotation, initially introduced 

by Thompson. (Thompson, 2004) As opposed to this, oblique rotation results in factors that 

are correlated, which is believed to produce more accurate results when studying human 

behavior or when the evidence does not support priori assumptions. (Costello, Osborne, 

2005) 

Confirmatory Factor Analysis (CFA) falls under the umbrella of structural equation 

modeling, primarily dedicated to exploring measurement models. Its primary focus lies in 

analyzing the relationships among observed indicators, which could be in the form of test 

items, test results, or behavioral observation ratings, and underlying latent variables or 

factors. CFA is specifically aimed at identifying the specific number and nature of factors 

responsible for accounting for the variations and interrelationships within a set of indicators. 
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In essence, CFA serves as a powerful tool for understanding the intricate interplay between 

observed and latent variables, enabling researchers to uncover underlying patterns and 

structures within complex datasets. (Brown & Moore, 2012) In CFA the most commonly 

used global goodness of fit indexes are the Tucker-Lewis index (TLI), standardized root 

mean square residual (SRMR), root mean square error of approximation (RMSEA), and 

comparative fit index (CFI). The results of simulation studies performed by Hu and Bentler 

(1999) propose the following standards for acceptable model fit in one of the more 

comprehensive and frequently referenced examinations of cutoff criteria: (a) SRMR values 

are near or below .08; (b) RMSEA values are near or below .06; and (c) CFI, IFI and TLI 

values are near or above .95. 

Finally, together with the linear regression analysis I decided to run a structural equation 

model (SEM) as a quantitative method approach to test my hypothesis and to see the 

leadership impacts on employees’ intrinsic and extrinsic motivation and job satisfaction but 

also the mediation impact of motivation on job satisfaction. Indeed, the complex associations 

examined in this work are ideally suited for SEM analysis, including any indirect effects like 

mediation and moderation (Williams et al., 2009; Hox, 2013). SEM has been likened to a 

blend of exploratory factor analysis and multiple regression techniques, as highlighted by 

Ullman (2001). This statistical approach encompasses a set of methodologies that facilitate 

the examination of the intricate relationships existing between one or more independent 

variables (IVs), whether they are continuous or discrete, and one or more dependent 

variables (DVs), which may similarly assume either continuous or discrete forms. Latent 

variables (unobserved, not directly observable) and measurable variables (directly observed) 

are both possible for IVs and DVs. SEM is also known as path analysis, CFA, simultaneous 

equation modeling, causal analysis, causal modeling, and analysis of covariance structures. 

The latter two are actually unique SEM subtypes. (Ullman & Bentler, 2012) According to 

Hair et al. (2019), the model enables estimation of associations between latent variables as 

well as relationships between observable variables. 
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3.4 Reliability and validity in a quantitative study 

 

 

In a quantitative study like this is extremely important to test both the reliability and validity 

if I want to give relevance and importance to my study. Doing that can give more credibility 

to my results and I allow future researchers to deep dive into my analysis in order to find 

other meaningful insights. I can define validity as the degree to which a concept is precisely 

quantified in a quantitative study. Reliability instead relates to the consistency of a measure. 

Concerning validity there are three major categories. 

The first, known as "Content validity," examines whether the measurement tool 

comprehensively encompasses all the necessary aspects associated with the variable of 

interest. Within this category, "Face validity" constitutes a specific subset, involving 

consultations with experts to ascertain whether the measurement instrument accurately 

captures the intended concept it seeks to measure. Moving forward, the second critical aspect 

is "Construct validity," which involves the ability to derive test results from the specific 

subject being investigated. A research instrument's construct validity can be established 

through three distinct types of evidence, namely homogeneity, convergence, and theory 

evidence. Lastly, "Criterion validity" serves as the ultimate measure of an instrument's 

validity, encompassing any other tool that measures the same variable. Determining the 

extent to which various instruments evaluate the same variable typically involves the 

performance of correlations. Criterion validity can be measured using three approaches: 

convergent validity, divergent validity, and predictive validity. (Heale & Twycross, 2015) 

Concerning reliability, although it cannot be precisely calculated, it can be estimated using 

various techniques. Three main characteristics define reliability. Firstly, “Homogeneity” (or 

internal consistency) refers to the degree to which each item on a scale measures the same 

construct. Secondly, “Stability” pertains to the consistency of results obtained when an 

instrument is repeatedly tested. Lastly, “Equivalence” involves ensuring the consistency of 

responses from different users of an instrument or between different forms of the instrument. 

(Heale & Twycross, 2015) 
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For the purpose of my research, in order to test the reliability and validity of my results I’m 

going to calculate the Cronbach alpha and composite reliability (CR). Cronbach alpha is the 

most common test to evaluate the internal consistency of an instrument. This value is a 

number between 0 and 1, but good scores of reliabilities can be achieved when Cronbach 

alpha is 0.7 and higher. (Lobiondo-Wood, Haber, 2013; Shuttleworth, 2015) The value of 

alpha increases as test items become more correlated with one another. High coefficient 

alpha does not, however, always imply good internal consistency. This is because the length 

of the test has an impact on alpha as well. The value of alpha decreases if the test length is 

too short. (Nunnally, Bernstein, 1994; Streiner, 2003) As a result, the test should be expanded 

to include additional items testing the same concept in order to improve the alpha (Tavakol 

& Dennick, 2011) Concerning composite reliability, it evaluates the degree to which a scale's 

items are correlated with one another, demonstrating the scale's reliability (Hair et al., 2017). 

Higher values typically denote higher reliability levels. In the context of exploratory 

research, for instance, reliability scores ranging between 0.60 and 0.70 are generally 

considered "acceptable," while values falling between 0.70 and 0.90 are seen as "satisfactory 

to good." However, scores of 0.95 and above pose a challenge, implying potential item 

redundancy that can compromise construct validity (Diamantopoulos et al., 2012; Drolet and 

Morrison, 2001). Moreover, reliability levels surpassing 0.95 increase the likelihood of 

unfavorable response patterns, such as straight lining, leading to overstated correlations 

between the error terms of the indicators (Hair, Risher, Sarstedt & Ringle, 2019). 

 

3.5 Sample and population composition 

 

 

In the context of the sample composition under analysis, this section provides a 

comprehensive overview of the characteristic attributes associated with the principal control 

variables employed in the study. To commence, the sample comprises a total of 111 

individuals, consisting of 38 males and 73 females, as illustrated in (Figure 2). Noteworthy 

is the diverse nationality composition, encompassing individuals from various countries, 

including Italians, other Europeans, and non-Europeans, as depicted in (Figure 3). 
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Regarding age, respondents were initially questioned about their precise age, which was 

subsequently categorized into four distinct age ranges: 18-25, 26-35, 36-45, and >46, to 

facilitate its use as a control variable. This categorization revealed a predominant distribution 

within the 18-25 age group, while the other age clusters also exhibited substantial 

representation, as exemplified in (Figure 4). 

Furthermore, the educational background of the analyzed individuals is noteworthy, with a 

majority holding university degrees, bachelor's degrees, or a combination of bachelor's and 

master's degrees, alongside high school graduates, as illustrated in (Figure 5). Detailed 

findings pertaining to the respondents' answers are available in the appendix (Appendix 9). 

Given the extensive survey comprising 40 questions, it is not feasible to present responses 

for each individual question. Nevertheless, it is evident that a significant proportion of 

respondents acknowledge the impact of their leaders on their job satisfaction, ranging from 

"A little" to "A lot." 

Concerning the influence of leadership on work motivation, our sample consistently 

indicates that the greater impact falls within the "A little" to "A lot" spectrum. Additionally, 

concerning the mediating effect of work motivation on job satisfaction, our analysis reveals 

that respondents perceive their motivation to exert a substantial impact, falling within the "A 

lot" to "Extremely" range (Appendix 9). 

 

Figure 2: Gender representation of the sample analyzed (Source: Author) 
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Figure 3: Nationality representation of the sample analyzed (Source: Author) 

 

Figure 4: Age range representation of the sample analyzed (Source: Author) 

 

Figure 5: Education level representation of the sample analyzed (Source: Author) 

 

 

3.6 Data collection 
 

 

In terms of data collection methodology, the development of my questionnaire drew from a 

foundation of questions utilized in prior studies. The questionnaire encompassed a total of 

40 questions, predominantly employing a 5-point Likert scale format. An analysis of the 
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filtered data indicates that individuals occupying various roles within companies assess 

transformational leadership styles using the Multifactor Leadership Questionnaire (MLQ) 

within a range of 3.3 to 4. Notably, interns, on average, offered the highest evaluation, with 

an average score of 4.05, while regular employees rated their supervisors at an average of 

3.34. Of particular interest is the self-evaluation by entrepreneurs who, based on responses 

to my questionnaire, rated themselves at an average score of 3.96, exceeding the scores 

assigned by their subordinates. This finding aligns with the broader trend observed in 

previous studies, where the self-evaluation of leaders is very often higher compared to the 

scores given to them by subordinates (Bass, Avolio, 1996) (see Table 2). 

Turning to evaluations of leaders by individuals with varying educational backgrounds, the 

lowest scores were attributed to high school graduates, with an average of 3, while 

individuals with PhD degrees assigned the highest scores, averaging 3.89. This variance in 

scores can be attributed to the nature of the roles held by high school graduates, who often 

occupy positions with limited benefits and incentives, especially within certain Italian 

companies. Indeed, the survey revealed that nearly all high school graduates held positions 

as employees in the public sector, such as kindergarten teachers, or in companies 

necessitating technical expertise. This outcome may be linked to the demanding technical 

work combined with limited rewards in such roles, potentially contributing to the lower 

evaluations. Additionally, public sector and technical companies, as well as industries 

requiring less intellectual skills and greater technical proficiency, tend to adopt more 

hierarchical and bureaucratic organizational structures. Consequently, leaders in these 

contexts often adopt authoritarian leadership styles characterized by strict adherence to rules 

and minimal flexibility. 

As anticipated, the evaluation of leadership styles within highly bureaucratic workplaces, 

such as education, hospitals, and manufacturing sectors, yielded lower levels of 

transformational leadership compared to more adaptable and innovative work environments. 

This observation aligns with previous assertions, as hospitals have been noted to exhibit 

limited receptivity to transformational leadership (Bass, 1999). 

Lastly, with regards to gender, the survey gathered 38 responses from males and 73 from 

females. The evaluation of their supervisors' leadership styles did not reveal substantial 

differences, with women providing an overall evaluation score of 3.52, compared to men's 

score of 3.53 (see Table 2). 
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Table 2: Leader evaluation 

Source: Author 

Shifting our focus to extrinsic motivation, the analysis reveals noteworthy insights. 

Managers exhibited the lowest levels of extrinsic motivation, with an average score of 2.89, 

indicating that they are less influenced by factors such as promotion opportunities and salary 

compared to individuals in other company roles. This finding may be attributed to the fact 

that individuals in managerial positions, having attained top-tier roles, are less inclined to 

seek further career advancement opportunities. Additionally, managers tend to receive 

satisfactory salaries, potentially leading them to take their compensation for granted, given 

the substantial responsibilities associated with their positions. Notably, minor variations in 

salary, particularly when it is already high, have limited impact on extrinsic motivation, in 

contrast to situations where salaries are lower. 

An intriguing observation is that entrepreneurs scored the highest in this category, 

warranting further investigation into the motivating factors behind this trend. 

Regarding the influence of educational background, the results affirm that individuals with 

only a high school degree exhibit the lowest levels of extrinsic motivation, with an average 

score of 2.63. This outcome can be attributed to the hierarchical nature of certain sectors and 

roles, as well as positions demanding manual and technical expertise over intellectual 
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knowledge. Individuals with high school degrees often find themselves at the lower rungs of 

organizational hierarchies, where benefits and compensation systems provide limited 

stimulation, and promotion opportunities are less frequent. Consequently, dissatisfaction 

among workers in these categories contributes to their lower levels of extrinsic motivation 

(see Table 3). 

Table 3: Extrinsic motivation evaluation 

 

Source: Author 

Concerning the intrinsic motivation, I decided to reverse code the last item “I have often to 

force myself to go to work” because higher level of this item does not increase intrinsic 

motivation. So, I opted for reverse coding in order to transform the item from a negative 

measurement to a positive measurement. The main results that I got in this case are that 

entrepreneurs are much more intrinsically motivated with an average score of 4.31 compared 

to the others company roles. This can be explained because founders and co-founders would 

never found a company if they weren't passionate about their business and didn't have love 

for their work. So, this confirms that they are intrinsically motivated. Beyond that there is 

also the economic investment, and the fear of losing the initial capital invested to found a 

company which is generally very high, contribute to increase the intrinsic motivation 

because if someone loves what he does, the more he believes in what he does and the more 

he invests in the business and as a consequence also his responsibility increase. In relation 

to people’s educational degree, I found that workers with PhD have the highest score (4.20) 

while workers with high school degrees have the lowest one (3.24). This is easily explainable 
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because if someone has no passion for what he does, or does it reluctantly would not continue 

with the university in getting a degree for a work that he doesn’t care. So, people with PhD 

decide to specialize in a high degree of detail because they are passionate about what they 

do unlike high school graduates who are low intrinsically motivated. (Table 4) 

Table 4: Intrinsic motivation evaluation 

 

Source: Author 

Finally, looking at the job satisfaction, as before in the intrinsic motivation, in order to 

calculate the average job satisfaction, I decided to reverse code two items of the established 

measurement scale, “each day at work seems like it will never end” and “I consider my job 

rather unpleasant” because as before lower value of these two items, positively contribute to 

improve job satisfaction levels. Presenting the result that I got, I can see that concerning the 

company roles, the entrepreneurs showed higher results with an average of 4.05. This result 

can be explained because it is natural that an entrepreneur that invests resources, effort and 

time in founding his own company, feels satisfied about the work that he does every day. 

There is the same similarity considering the people’s educational degree where only people 

with high school degree have an overall job satisfaction of 3.38 that is just below the average 

for the same reasons that I explained before. (Table 5) 
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Table 5: Job satisfaction evaluation 

 

Source: Author 

Finally, according to the overall answers collected it seems that the leadership’s impact on 

both motivation and job satisfaction can be classified between “A little” and “A lot”, while 

the motivation’s impact on job satisfaction can be classified between “A lot” and 

“Extremely” (Appendix 9). 

These are the results coming from the analysis of the answers collected through the 

questionnaire. Now it’s useful to analyze which are the main variables that mostly explain 

these results through a correlation and regression analysis in IBM SPSS. 

 

4 Findings 
 

 

In this chapter I’ll present the primary outcomes of my analysis. As I previously stated, I 

used IBM SPSS for the analysis after meticulously refining the data. Correlation tables and 

SPSS regression analysis' major findings are summarized in the discussion that follows. 

While I highlight important correlations and regressions between variables, the key to my 

research is EFA, CFA and SEM which determines what are the magnitude of the 

relationships, among the main elements of my study that are leadership, employee’s intrinsic 

and extrinsic motivation and employee’s job satisfaction. The relationships are made 

unveiled in this chapter, which may also offer fresh and updated insights. Correlation tables 
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provide context for the findings, regression analysis adds statistical robustness, while EFA, 

CFA and SEM together verify the fundamental hypothesis of my work. 

In the context of presenting the primary findings, this section offers an overview of the 

comprehensive correlation and regression table. As anticipated, the analysis reveals a 

positive correlation between leadership and both employee motivation and the two job 

satisfaction dimensions. Importantly, these correlations are substantively robust and 

statistically significant at the 0.01 level. This statistical significance is underscored by the 

presence of Pearson coefficients that are not only positive but also accompanied by a double 

star. Specifically, the correlation between leadership and extrinsic motivation registers at 

0.611**, while the correlation with intrinsic motivation stands at 0.591**. 

Turning to the domain of job satisfaction, the association between leadership and the first 

job satisfaction scale (27-32) shows a correlation coefficient of 0.560**, while the 

correlation with the second scale (32-37) is 0.497**. The same positive correlation pattern 

is evident in the relationship between extrinsic and intrinsic motivation with both job 

satisfaction scales. Remarkably, these correlations are robust and attain statistical 

significance at the 0.01 level. Specifically, the extrinsic motivation correlates at 0.435** 

with Job Satisfaction (27-32) and 0.659** with Job Satisfaction (32-37). In parallel, intrinsic 

motivation exhibits even stronger correlations with Job Satisfaction (27-32) at 0.905** and 

with Job Satisfaction (32-37) at 0.583**. (Table 6) 

Table 6: Overall correlation table 

 

Source: Author 

** correlation is significant at the 0.01 level (2-tailed) 

* correlation is significant at the 0.05 level (2-tailed) 
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Regarding the regression analysis, the findings align with the established correlation 

patterns, offering further insights into the relationships under examination. In the context of 

the association between leadership and both intrinsic and extrinsic motivation, the results 

consistently mirror those of the correlation analysis. Specifically, the unstandardized Beta 

coefficients are positively oriented, measuring 0.541 for intrinsic motivation and 0.585 for 

extrinsic motivation, both of which achieve statistical significance at the 0.001 level. 

However, when exploring the interplay between leadership, intrinsic and extrinsic 

motivation, and job satisfaction scale 27-31, a nuanced picture emerges. It is noteworthy that 

only intrinsic motivation exerts a statistically significant positive impact at the 0.001 level, 

as indicated by its unstandardized Beta coefficient of 0.879. Conversely, neither leadership 

nor extrinsic motivation demonstrates statistical significance in this context. 

Shifting the focus to the regression analysis involving leadership, intrinsic and extrinsic 

motivation, and the job satisfaction scale of 32-37, distinct patterns come to light. In this 

scenario, both intrinsic and extrinsic motivation emerge as potent predictors, showcasing a 

positive and highly significant relationship at the 0.001 level, with an unstandardized Beta 

coefficient of 0.206 and 0.288 respectively. However, it is worth noting that leadership does 

not exhibit statistically significant relationship within this particular context. (Table 7) 

The strong correlation and regression values between the intrinsic motivation measurement 

scale and the job satisfaction scale (27-31) suggest a certain degree of multicollinearity. This 

is because the two measurement scales analyze the same aspect of the job that is at the core 

of both measurement scales. This aspect is the intrinsic pleasure that the worker perceives 

accomplishing daily tasks. The items of both scales are focused on measuring this dimension 

that consequently is a determinant part of both intrinsic motivation and job satisfaction. For 

this reason, both measurement scales have similar items that determine a degree of 

multicollinearity. 
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Table 7: Overall regression table 

 

Source: Author 

P-value: 

• <0.001, 3 stars, very strong relationship from a statistical point of view 

• <0.01, 2 stars, good relationship from a statistical point of view 

• <0.05, 1 star, the relationship between the two variables is low but still significant 

from a statistical point of view. 

 

In light of these findings, the next step is to delve into an analysis of the key determinants 

that significantly influence employee motivation and job satisfaction. To ensure both the 

statistical robustness of my model and the strength of relationships between variables, I 

opted for a linear regression approach, aligning with the framework I established. However, 

due to multicollinearity issues arising from the employed measurement scales for intrinsic 

and extrinsic motivation, where certain questions assessed similar constructs, I conducted 

separate regression analyses. This approach aimed to mitigate multicollinearity concerns, as 

reflected by Variance Inflation Factors (VIF) exceeding 3, by segmenting items into distinct 

linear regression analyses. The correlations among different items were identified through 

factor analysis (refer to Appendix 10, 11, 12, 13). 

This tailored segmentation successfully maintained VIF values below 3 and ensured the 

consistency of results. Throughout these regression analyses, I included four control 

variables—gender, age, education, and job role—to provide a more comprehensive 

understanding of the outcomes. Nevertheless, prior to conducting the analytical regression 

analyses, it was imperative to validate the measurement model through both Exploratory 
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Factor Analysis (EFA) and Confirmatory Factor Analysis (CFA). The ensuing subchapter 

will present the primary findings derived from these analyses. 

 

 

4.1 Verify the measurement model 

 

 

In this chapter I’ll discuss the main results obtained with the confirmatory factor analysis 

(EFA). With this EFA the goal was to identify the main factors with the greatest estimates 

to load for the Confirmatory Factor Analysis (CFA). To run the EFA I used at the beginning 

the Direct Oblimin with Kaiser Normalization as a rotation method but considering the fact 

that none of the factors loaded had a correlation greater than 0.5 I assumed that my factors 

were Orthogonally related and so I opted for the Varimax rotation method. Beyond that as a 

method of extraction I used the principal components method to extract 5 factors (leadership, 

intrinsic and extrinsic motivation and the two job satisfaction scales) and finally I decided 

to suppress the small coefficients with an absolute value below 0.3. Considering that some 

items of the intrinsic motivation scale are similar to the items of the first job satisfaction 

scale (27-31), the rotated component matrix mixed my items, but nevertheless, I decided to 

stick with the original division to respect the original measurement scales of the different 

studies. The main results that I obtained are that all the factors extracted have an Eigenvalue 

greater than 1, ranging from 2.302 to 5.018 and their extracted variance ranged between 38% 

and 71%. Overall, I can say that all the factors are well represented indeed the extracted 

variance across all the factors is around 63%. Concerning the Barlett’s test of sphericity, I 

found that it is statistically significant because for all the 5 factors extracted it has a P-value 

< 0.001, meaning that the correlation among the different items is very high. Beyond that I 

decided to run the Kaiser-Meyer-Olkin to test the sampling adequacy and for all the 5 factors 

extracted the KMO is greater than 0.7, ranging from 0.702 to 0.907. This is very good 

because the KMO is at least greater than 0.6 that is the value recommended by 

Metsämuuronen (2009). Finally analyzing the Cronbach alpha, for all the 5 extracted factors 

there is a very good internal consistency, indeed it ranged from 0.684 to 0.933, so except for 
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the second job satisfaction scale (32-37) where deleting question 33, the Cronbach Alpha is 

0.684, for all the other factors Cronbach Alpha is greater than the value of 0.7 recommended 

by Hair et al., 2019. However, considering that 0.684 is very close to the threshold value of 

0.7, it is possible to consider reliable also the second job satisfaction scale. (Table 8) 

Table 8: Exploratory Factor Analysis (EFA) 

 

Source: Author 

 

Now I’m going to analyze the Confirmatory Factor Analysis (CFA) that has been conducted 

using SPSS AMOS version 26. Running the CFA allows me to evaluate and validate the fit 

of the measurement model. Indeed, I decided to run the CFA, including both job satisfaction 

measurement scales in order to determine which variables and factors have the greatest 

impact on them. Result shows that after multiple iterations including several covariances 

among the different items I came up with a perfect fit model. The main parameters of the 

model fit are the follows: CMIN = 295.458, DF = 286, CMIN/DF = 1.033, RMSEA = 0.017, 

PClose = 0.993, AIC = 591.458, CFI = 0.996, SRMR = 0.056, TLI = 0.995 and IFI = 0.996. 

These parameters satisfy the threshold required for a good model fit because all the values 



61 
 

are within the cutoff criteria, indeed CMIN/DF is between 1 and 3, CFI is greater than 0.95, 

SRMR is lower than 0.08, RMSEA is lower than 0.06 and PClose is greater than 0.05.  

Beyond that, to confirm the good fit of the model I checked also the Average Variance 

Extracted (AVE) and the Composite Reliability (C.R.) in order to investigate the construct 

reliability, convergent validity and discriminant validity. Concerning the composite 

reliability, the scores ranged from 0.614 to 0.924 meaning that the internal consistency of 

the model is good (Hair et al., 2019). Looking at the Average Variance Extracted, all the 

factors in the model except for the second job satisfaction scale (32-37) have a value greater 

than 0.5, indeed AVE ranged from 0.297 to 0.639. This means that according to Fornell & 

Larcker, 1981 except for the job satisfaction scale (32-37), all the other factors show 

convergent validity. So, it is possible to confirm that 4 out of 5 elements in the model have 

passed the reliability and discriminant validity test. Beyond that running the model I can see 

that the standardized loading factors are satisfactory because all of them are greater than 0.7 

except for 1 item of the job satisfaction measurement scale (27-31) that is “Each day at work 

seems like it will never end” where the loading factor is 0.515, 1 item of the intrinsic 

motivation measurement scale that is “If it's really necessary I'm prepared to work overtime 

even if I don't get paid for this specifically” where the loading factor is 0.509, and 3 of the 

remaining 4 items of the job satisfaction scale (32-37) respectively in question 32, 34, 37. 

Anyhow, considering that overall the model has a very good fit and that the composite 

reliability is satisfactory for all the factors I decided to keep all the remaining variables of 

the second job satisfaction scale (32-37) for the structural equation modeling, especially 

because their P-Value is lower than 0.001. (Table 9) 
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Table 9: Confirmatory Factor and Reliability Analysis (CFA) 

 

t-value = ** Items constrained for identification purposes 

Source: Author 
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4.2 Findings of the relationship between leadership and employees’ 

motivation 

 

4.2.1 Relationship between leadership and employees’ extrinsic 

motivation 
 

 

In this subsection, I will outline the main findings regarding the relationship between 

leadership factors and extrinsic motivation. I will discuss the correlation table to examine 

the associations among individual variables and then delve into the linear regression 

analysis. According to my results, I observed a robust and highly significant positive 

correlation between all leadership factors and the seven items related to extrinsic motivation. 

The Pearson correlation coefficients consistently showed positive values with two stars, 

indicating a strong and significant correlation at the 0.01 level. Furthermore, all correlation 

coefficients for individual items exceeded 0.250, suggesting a positive medium-to-high 

correlation (see Appendix 14A). 

Considering the R-Square values for each linear regression analysis (0.424, 0.443, 0.460, 

0.460, 0.432, 0.458), the average R-Square across the six regression analyses was 0.446. 

This means that approximately 44.6% of the variance in average extrinsic motivation can be 

explained by the selected leadership variables, indicating good statistical robustness in my 

model. 

Examining the unstandardized Beta values, I observed a consistently positive relationship 

between the dependent variable (extrinsic motivation) and all independent variables 

(leadership characteristics). This suggests that higher levels of these leadership 

characteristics are associated with higher levels of extrinsic motivation. Among these 

characteristics, "vision," "lead by example," and "innovative thinking" showed strong and 

statistically significant relationships with average extrinsic motivation. The average P-Value 

across the six regression analyses was lower than 0.05 for "vision" and "innovative 

thinking," signifying one star, and lower than 0.01 for "lead by example," signifying two 

stars. 
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The positive and statistically significant relationship between "vision" and average extrinsic 

motivation underscores the importance of organizations developing and communicating a 

compelling vision. To enhance extrinsic motivation, leaders should articulate a clear and 

inspiring vision that aligns with employees' values and aspirations. Consistent 

communication of the vision and helping employees understand their role in achieving it can 

establish a sense of purpose and direction. 

Regarding "Lead by example," the positive relationship with average extrinsic motivation 

highlights the influence of leaders' behavior in motivating employees. Leaders should model 

desired behaviors and attitudes, demonstrating commitment, integrity, and professionalism. 

Effective communication, transparency, and visible commitment to organizational values 

can motivate and inspire employees to strive for excellence. 

The positive relationship between "innovative thinking" and average extrinsic motivation 

suggests that organizations should encourage and reward employee creativity and innovative 

contributions. Leaders can foster this by creating a culture that values and promotes 

innovation, granting autonomy and resources for exploring new ideas. They have various 

options to nurture a culture of continuous improvement, such as establishing innovation 

programs, encouraging cross-functional collaboration, or recognizing innovative 

achievements through bonuses. 

However, the other leadership factors did not exhibit statistically significant impacts on 

average extrinsic motivation, as indicated by P-Values exceeding 0.05, implying no 

relationship with the dependent variable. Notably, I found one negative and statistically 

significant relationship between "Age (>46)," one of the control variables, and average 

extrinsic motivation. This suggests that employees aged over 46 tend to be less influenced 

by extrinsic motivation factors, implying that younger individuals may be more motivated 

by such factors. (See table 10) 
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Table 10: Average results of the regression analysis between the average extrinsic 

motivation and leadership factors 

 

Source: Author 

 

4.2.2 Relationship between leadership and employees’ intrinsic 

motivation 
 

 

In this subsection, I will provide an overview of the impact of leadership factors on intrinsic 

motivation factors. Similar to the previous section, a strong positive correlation is evident in 

this relationship, and it is highly significant at the 0.01 level for all intrinsic motivation items 

except one, namely "Forced to go to work." The Pearson correlation coefficients are 

consistently positive, exceeding 0.300, and are marked with two stars to denote their strong 

and significant correlation (see Appendix 14B). 

Turning to the linear regression analysis, the average R-Square value across the six 

regression analyses (0.433, 0.466, 0.490, 0.432, 0.419, 0.461) is 0.450. This implies that 
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approximately 45.0% of the variance in average intrinsic motivation can be explained by the 

selected leadership factors, indicating good statistical robustness in my model. 

Analyzing the specific leadership factors, I observed a strong positive relationship with four 

of the seven factors: "Empowerment," "Lead by example," "Staff development," and 

"Supportive leadership." For "Empowerment," the relationship is not only positive but also 

very strong from a statistical perspective, as the average P-value is lower than 0.001, 

signifying three stars. This indicates that when leaders grant employees more autonomy, 

decision-making authority, and opportunities for skill development and growth, their 

intrinsic motivation experiences significant growth. This finding underscores the importance 

of fostering a culture of empowerment within organizations, where employees feel trusted, 

involved in decision-making, and have ownership over their work. 

Regarding "Lead by example," I found a positive and strong relationship from a statistical 

standpoint, as the average P-value is lower than 0.01, indicating two stars. This suggests that 

when leaders exemplify desired behaviors, values, and work ethic, while also expecting the 

same from their employees, they create a positive work environment that inspires employees 

to emulate these qualities. Organizations should prioritize leadership development programs 

that emphasize the importance of role modeling and exhibiting behaviors consistent with the 

organization's values and goals. 

In the case of "Staff development," the relationship is also positive and strong from a 

statistical perspective, with two stars, as the average P-value is lower than 0.01. This implies 

that to enhance employees' intrinsic motivation, businesses should implement initiatives 

aimed at improving employees' skills, knowledge, and professional growth through training, 

workshops, seminars, mentoring activities, and other professional development 

opportunities provided by the organization. It is crucial to accurately assess employees' 

development needs and aspirations and regularly evaluate the effectiveness and impact of 

these initiatives. 

Lastly, "Supportive leadership" exhibits a strong positive relationship, marked with three 

stars due to the P-value being lower than 0.001. To foster supportive leadership, 

organizations should invest in leadership development programs that emphasize guidance 

and recognition, highlighting the importance of creating a supportive work environment. 

These programs can offer training and resources for leaders to develop essential skills like 
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active listening, empathy, coaching, and relationship building, which contribute to 

enhancing employees' sense of autonomy, competence, and relatedness—key drivers of 

intrinsic motivation. To recognize and reward supportive leadership behaviors, 

organizations should align their performance management and recognition systems. 

Among the control variables, "Age (26-35)" shows a positive and statistically significant 

relationship with average intrinsic motivation. This suggests that younger employees tend to 

be highly motivated in their jobs and experience more job satisfaction compared to their 

older counterparts. (See table 11) 

Table 11: Average results of the regression analysis between the average intrinsic motivation 

and leadership factors 

 

Source: Author 

An important aspect to highlight is that within the established intrinsic motivation 

measurement scale, the item "Forced to go to work" exhibits a negative correlation, which 

is not statistically significant concerning all the leadership items (see Appendix 14B). This 

negative correlation underscores the significance of maintaining a healthy work-life balance. 

Companies should actively promote such balance by offering flexible work schedules, 

encouraging employees to take breaks, and prioritizing employee well-being. This can be 
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accomplished by implementing flexible work arrangements, including options for remote 

work, flexible scheduling, and supportive policies for parental leave and caregiving. 

Additionally, managers should play a role in encouraging employees to utilize their entitled 

vacations and personal days to prevent burnout and support their overall well-being. In 

summary, my results are promising, as they indicate that the leadership within companies 

does not negatively impact employees' motivation by making them feel compelled or forced 

to go to work. This highlights the importance of fostering a work environment that values 

and prioritizes the well-being and work-life balance of employees. 

 

 

4.3 Findings of the relationship between leadership and employees’ 

job satisfaction 

 

 

In this subsection, I will delve into the second part of my study, specifically examining the 

correlation table and conducting a linear regression analysis to understand the impact of 

leadership factors on average job satisfaction. The results reveal that, once again, most items 

within the job satisfaction measurement scale exhibit a strong and statistically significant 

correlation with all the selected leadership items. This strong correlation is evident as the 

Pearson coefficient is consistently positive and marked with one or two stars (see Appendix 

14C). The only exceptions to this pattern are "Interaction with co-workers" and "Level of 

autonomy," which do not display a statistically significant correlation with the leadership 

items, as indicated by the absence of stars. 

Notably, two job satisfaction factors exhibit a strong negative correlation with leadership 

factors: "Each day at work seems like it will never end" and "Job is rather unpleasant." 

(Appendix 14C) 

Turning to the linear regression analysis, when examining the R-Square values for each of 

the six regression runs (0.420, 0.451, 0.473, 0.436, 0.427, 0.451), the average R-Square of 

the model is approximately 0.443. This means that around 44.3% of the variance in average 
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job satisfaction can be explained by the chosen leadership factors. Thus, from a statistical 

perspective, the model appears robust. 

Analyzing the specific leadership factors, I identified that four out of the seven factors have 

a statistically significant relationship with average job satisfaction. These factors are 

"Empowerment," "Supportive leadership," "Staff development," and "Lead by example." 

Starting with "Empowerment," my analysis shows a positive and statistically significant 

impact, albeit a relatively low one, as indicated by the positive unstandardized Beta and an 

average P-value lower than 0.05 (one star). Empowerment involves granting employees 

authority, autonomy, and responsibility, allowing them to make decisions and take 

ownership of their work. This practice is associated with increased engagement, motivation, 

and satisfaction, as employees feel empowered to contribute ideas, take initiative, and make 

meaningful contributions. 

For "Staff development," my analysis reveals a positive and strong statistical relationship, 

marked by a positive unstandardized Beta and an average P-value lower than 0.01 (two 

stars). Staff development focuses on enhancing employees' skills, knowledge, and 

capabilities, and it plays a crucial role in improving job satisfaction. Companies should 

prioritize such initiatives to demonstrate commitment to their employees' growth and career 

advancement. Offering learning programs, training sessions, and professional development 

activities can effectively communicate these opportunities, leading to higher loyalty and job 

satisfaction. 

Regarding "Supportive leadership," the regression analysis indicates a positive and strong 

statistical relationship, with an average P-value lower than 0.01 (two stars). Supportive 

leadership involves leaders who actively demonstrate care, concern, and support for their 

team members, fostering a positive work environment characterized by trust, respect, and 

psychological safety. These elements significantly impact job satisfaction, emphasizing the 

importance of training leaders to promote open communication, recognize individual 

strengths, and encourage collaboration. 

Finally, "Lead by example" is found to have a positive but relatively low statistically 

significant impact, with a P-value lower than 0.05 (one star). This aspect of leadership 

pertains to leaders demonstrating the behaviors, values, and work ethics they expect from 

their employees. When leaders exhibit integrity, accountability, professionalism, and a 
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strong work ethic, they inspire and motivate their employees to emulate them, thus creating 

a positive work culture. By setting a benchmark for desired performance, leaders contribute 

to higher job satisfaction. 

Among the control variables, the same pattern as observed in the case of intrinsic motivation 

emerges. The control variable "Age (26-35)" shows a positive and statistically significant 

impact on average job satisfaction, suggesting that younger individuals tend to experience 

higher job satisfaction and greater enjoyment in the workplace compared to older employees. 

(See table 12) 

Table 12: Average results of the regression analysis between the average job satisfaction and 

leadership factors 

 

Source: Author 

In this analysis, two elements consistently exhibit a negative correlation: "Each day at work 

seems like it will never end" and "Job is rather unpleasant" (see Appendix 14C). This 

negative correlation suggests that these specific leadership factors effectively address and 

reduce the aspects of work that contribute to employees feeling that time drags or that their 

job is unenjoyable. Acting on factors, such as the nature of tasks, lack of variety, or low 
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autonomy, have a substantial influence in reducing employees’ perception of each day as 

never-ending. 

This finding brings good news for leaders, as it indicates that their leadership style is either 

not correlated or negatively correlated with employees' perception of their job as 

monotonous and unpleasant. To enhance overall job satisfaction, leaders should shift their 

focus to organizational factors like task design, introducing task variety, and providing 

opportunities to increase autonomy. These measures can help break the monotony of work 

and improve employees' satisfaction by addressing these specific challenges. 

Additionally, the strong negative correlation observed between leadership factors and job 

unpleasantness implies that these particular leadership qualities directly address and reduce 

the factors contributing to a negative perception of the job. Again, this is a positive finding 

for leaders. To make the job more enjoyable and fulfilling, leaders should concentrate on 

creating a positive work environment, ensuring fair policies, and fostering positive team 

dynamics. These actions are more likely to contribute to a more pleasant work atmosphere. 

Turning to elements with low and weak correlations with leadership factors, we observe 

"Interaction with co-workers" and "Level of autonomy." The former's weak correlation may 

be attributed to the complexity of interpersonal relationships at work, which can be 

influenced by various factors beyond those analyzed, such as individual personalities, team 

dynamics, and organizational culture. To improve satisfaction in this area, organizations 

should focus on cultivating a positive and collaborative work environment, promoting 

effective communication, and offering opportunities for team-building activities. 

Regarding the latter element, autonomy, which encompasses various dimensions like 

freedom in decision-making, flexibility in work methods, and control over tasks, may be 

influenced by factors outside the purview of specific leadership attributes. The degree of 

autonomy can be shaped by organizational policies, cultural norms, and industry standards 

collectively, making it less responsive to changes in these leadership qualities. Some aspects 

of autonomy may be more strongly influenced by leadership factors than others, resulting in 

an overall diluted correlation. For instance, a leader may encourage autonomy in decision-

making but not necessarily in task selection. 
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4.4 Findings of the relationship between motivation and job 

satisfaction 

 

 

4.4.1 Relationship between extrinsic motivation and job satisfaction 

 

 

In this final part of the analysis, I explore the correlation between intrinsic and extrinsic 

motivation and employees' job satisfaction. First, I focus on the relationship between 

extrinsic motivation factors and average job satisfaction. 

From the correlation analysis, it is evident that there is a strong positive correlation between 

most extrinsic motivation factors and job satisfaction factors, indicated by positive Pearson 

coefficients with two stars, except for "Each day at work seems like it will never end," "Job 

is rather unpleasant," "Interaction with co-workers," and "Level of autonomy." These 

elements with strong negative or low correlation are consistent with those previously 

analyzed concerning the direct impact of leadership factors on job satisfaction factors. 

(Appendix 14D) 

The negative correlation observed in "Each day at work seems like it will never end" is 

attributed to the perception that monotonous or repetitive tasks make time pass slowly. 

Extrinsic motivation factors like compensation, salary, or promotion possibilities have a 

great impact, improving the overall work experience. 

Regarding "Job is rather unpleasant," extrinsic motivators help to overcome negative work 

environment factors. Job satisfaction is influenced by a range of factors, including task 

significance, autonomy, feedback, and growth opportunities. Anyhow, despite extrinsic 

motivators typically focus on individual rewards, can directly lower job unpleasantness. 

The low correlation in "Interaction with co-workers" stems from the complexity of social 

interactions at work, influenced by personal relationships, team dynamics, and 

organizational culture. Extrinsic motivation factors, primarily geared toward individual 

rewards, may have a limited impact on shaping these intricate social interactions. 
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Similarly, the very low and statistically insignificant correlation observed in the "Level of 

autonomy" may be because compensation is perceived as more closely tied to individual 

performance and outcomes than to the level of autonomy. As for promotion possibilities, 

career advancement may be influenced by criteria like seniority, qualifications, or 

organizational needs rather than the level of autonomy, leading to this diluted correlation. 

(Appendix 14D) 

Moving on to the regression analysis, the R-square values for each linear regression (0.480, 

0.457, 0.473, 0.436, 0.485, 0.513) suggest that approximately 47.4% of the variance in 

average job satisfaction can be explained by the chosen extrinsic motivation factors. This 

highlights the robustness of the statistical model. 

Analyzing the main extrinsic motivation factors, we find that four out of the seven factors 

have a statistically significant relationship with job satisfaction: "Compensation system 

motivation," "Promotion possibilities stimulate me to work hard," "Enthusiastic salary 

level," and "Existing promotion possibilities." 

Starting with "Compensation system motivation," it has a statistical positive but relatively 

low impact on job satisfaction (P-value <0.05, 1 star). This factor signifies that when 

employees perceive their compensation as motivating and performance-related, it reinforces 

their efforts, stimulates performance, and enhances job satisfaction. To create a motivating 

compensation system, companies should align compensation with performance, conduct 

regular reviews and adjustments, and offer incentives that inspire employees to excel. 

"Promotion possibilities stimulate me to work hard" exhibits a strong positive correlation 

with job satisfaction (P-value <0.01, 2 stars). Employees who see clear opportunities for 

advancement and career growth within the organization tend to be more engaged and 

committed to their jobs. To leverage this factor, businesses should establish transparent 

promotion processes, offer skill enhancement opportunities, and communicate potential 

career development paths to employees. 

"Enthusiastic salary level" also has a strong positive impact on job satisfaction (P-value 

<0.01, 2 stars). When employees perceive their salary level as satisfactory and motivating, 

it positively affects their financial security and overall well-being. To maintain this 

satisfaction, companies should regularly benchmark salaries, offer competitive 
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compensation packages, provide performance-based incentives, and consider individual 

preferences and market standards. 

"Existing promotion possibilities" may have a relatively low impact but is still statistically 

significant (P-value <0.05, 1 star). Employees' perception of realistic promotion 

opportunities within the organization is an important driver of job satisfaction. Companies 

can foster a culture of internal mobility and growth by communicating internal job openings, 

encouraging employee applications, and establishing fair selection processes. 

Among the control variables, "Age (26-35)" exhibits a positive and statistically significant 

relationship with job satisfaction, suggesting that younger individuals perceive higher job 

satisfaction compared to older employees, and extrinsic motivational rewards play a 

significant role. (Table 13) 

Table 13: Average results of the regression analysis between the average job satisfaction and 

extrinsic motivation factors 

 

Source: Author 
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4.4.2 Relationship between intrinsic motivation and job satisfaction 
 

 

In this final part of the subchapter, we delve into the relationship between intrinsic 

motivation factors and average job satisfaction. 

The correlation table reveals a highly positive and statistically strong correlation for almost 

all intrinsic motivation factors with job satisfaction. These factors are indicated by positive 

Pearson coefficients with two stars, except for "Forced to go to work" and "Interaction with 

co-workers." The latter job satisfaction factor seems to be less influenced by intrinsic 

motivation factors. This observation is consistent with expectations. (See Appendix 14E) 

Analyzing the main intrinsic motivation factors, it is evident that all factors exhibit a positive 

correlation with job satisfaction, except for "Each day at work seems like it will never end" 

and "Job is rather unpleasant." This aligns with expectations because these two factors 

signify employees' perception that time passes slowly at work, indicating a lack of 

engagement and motivation. The negative correlation suggests that employees with higher 

intrinsic motivation tend to be more absorbed in their tasks, experiencing a state of flow, and 

feeling that time passes quickly at work. This implies that employees experiencing intrinsic 

motivation find greater meaning and purpose in their work, resulting in a positive and 

enjoyable working experience. (See Appendix 14E) 

According to my analysis, considering the R-Square for each linear regression (0.639, 0.709, 

0.689), the average R-square of the model is 0.679 meaning that approximately 67.9% of the 

variance in the average job satisfaction can be explained by the intrinsic motivation factors 

chosen. This high R-square value signifies a robust and substantial relationship between 

intrinsic motivation factors and job satisfaction. 

Among the intrinsic motivation factors only "Forced to go to work" shows a negative 

correlation with average job satisfaction because the unstandardized Beta is negative. This 

is intuitive because it reflects employees feeling obligated rather than motivated to go to 

work, indicating a lack of autonomy and choice. High levels of stress and feeling forced to 

work are associated with low job satisfaction, indicating an inversely proportional 

relationship. Businesses can address this by fostering a culture of empowerment and 

autonomy, allowing employees to have a voice in decision-making processes, providing 
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opportunities for self-direction, promoting a healthy work-life balance, and ensuring 

employees feel valued and appreciated to mitigate the negative impact on job satisfaction. 

Analyzing the main intrinsic motivation factors further, it appears that four out of the five 

intrinsic motivation factors show a positive and significant correlation with average job 

satisfaction. These factors are "Working overtime without pay," "Job worth the effort," 

"Work satisfaction," and "Very satisfied with job." 

Starting with "Working overtime without being paid," this factor signifies employees 

voluntarily putting in extra hours beyond their regular work schedule without additional 

compensation. Despite its relatively low relationship strength from a statistical point of view 

(P-value < 0.05, 1 star), it has a positive impact on job satisfaction. This result suggests that 

individuals who are intrinsically motivated find fulfillment and enjoyment in their work, 

deriving satisfaction from personal growth and a sense of accomplishment. Businesses 

should consider recognizing and celebrating employees' efforts beyond monetary 

compensation and offer opportunities for personal and professional development to harness 

this motivation. 

"Job worth the effort" reflects employees' perception of their job as valuable and worthwhile. 

This factor has a strong positive correlation with job satisfaction (P-value < 0.001, 3 stars), 

suggesting that when employees believe their work has a purpose and contributes to 

something meaningful, it significantly influences their job satisfaction. Companies can 

promote this by communicating the organization's mission, vision, and values, providing 

clear job descriptions and expectations, and offering opportunities for employees to make a 

difference through meaningful projects or initiatives. 

"Work satisfaction" encompasses various dimensions of job satisfaction, and it also exhibits 

a very strong positive relationship with the average job satisfaction (P-value < 0.001, 3 stars). 

When employees find their work engaging, meaningful, and aligned with their interests and 

values, their overall job satisfaction increases. To nurture high job satisfaction, companies 

should regularly assess employees' feedback, enhance job design by offering diverse and 

challenging tasks, foster a supportive work environment, provide opportunities for skill 

development and advancement, recognize employees' achievements, and promote work-life 

balance and employee well-being. 
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Finally, "Very satisfied with job" is a factor similar to "Work satisfaction" and also shows a 

very strong positive relationship with job satisfaction (P-value < 0.001, 3 stars). This factor 

represents employees' explicit expression of high satisfaction levels with their overall job. It 

encompasses various aspects, including challenging and stimulating job tasks, 

compensation, work-life balance, relationships, and the overall work environment. The 

suggestions to improve job satisfaction are similar to those mentioned earlier: foster a 

positive work environment through open communication, trust, and respect, provide 

competitive compensation and benefits, ensure fair practices, recognize and reward 

employees' contributions, and promote work-life balance and employee well-being. 

Concerning control variables, in this case, it appears that no factor has a statistically 

significant impact on job satisfaction. (See table 14) 

Table 14: Average results of the regression analysis between the average job satisfaction and 

intrinsic motivation factors 

 

Source: Author 
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4.5 Structural Equation Modelling and Hypotheses Testing 

 

 

In this chapter I’m going to present the results obtained in the Structural Equation Modeling 

(SEM) in order to test the three hypotheses of my study that are: 1) the leadership positive 

direct impacts on employees’ motivation; 2) the leadership positive direct impacts on 

employees’ job satisfaction; 3) and the leadership positive impacts on employees’ job 

satisfaction through the mediating effect of motivation. 

When I ran the SEM, in order to test all the three hypotheses of my model I decided to 

include as additional factors four control variables that are female gender, age, education 

and job role. Starting to analyze the R square, I can see that for extrinsic motivation is equal 

to 0.496, so the model explains 49.6% of extrinsic motivation. The R square of intrinsic 

motivation is 0.440 so the model explains 44% of intrinsic motivation, for the first job 

satisfaction scale (27-31) the R square is 0.794, and this means that the model explains 79.4% 

of the first job satisfaction, while for the second job satisfaction scale (32-37) the R square 

is 0.851 so the model explains 85.1%. The last two measures suggest an overfit indeed there 

is a very high correlation between the items of the intrinsic motivation measurement scale 

with the items of the first job satisfaction measurement scale (27-31) and between the items 

of the extrinsic motivation scale with the second job satisfaction scale (32-37). Overall, the 

model fit measures suggest that the model has a perfect fit indeed CMIN is 425.328, DF is 

378, CMIN/DF is 1.125, CFI is 0.982, SRMR is 0.061, RMSEA is 0.034, AIC = 789.328, 

TLI = 0.976 and the PClose is 0.955. So, all the measures are within the cutoff criteria. 

(Table 15) 

Considering the good fit of my model I can test my hypotheses: 

Hypothesis 1: Leadership has a positive direct impact on both employees’ intrinsic and 

extrinsic motivation 

Concerning the relationship between leadership and extrinsic motivation the standardized 

estimate is 0.642*** with a P-value lower than 0.001, while the relationship between 

leadership and intrinsic motivation has a standardized estimate of 0.675*** with a P-value 

lower than 0.001. So, I can confirm that for both intrinsic and extrinsic motivation the impact 
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of leadership is positive and very significant from a statistical point of view indeed, when 

leadership increases by one unit, extrinsic motivation increases by 0.642 units, while 

intrinsic motivation increases by 0.675 units. 

These results provide us the confirmation of the first hypothesis “Transformational 

leadership has a positive direct impact on employees’ motivation” that allows us to agree 

with the current state of the art. 

Hypothesis 2: Leadership has a positive direct impact on employees’ job satisfaction 

In this case the relationship between leadership and the first job satisfaction scale (27-31) 

has a standardized estimate of -0.061 without stars, while with the second job satisfaction 

scale (32-37) the standardized estimate is -0.111 without stars. This means that the 

relationship is not significant from a statistical point of view with both of the job satisfaction 

scales because the P-Value is greater than 0.05. Considering this result, hypothesis 2 is not 

supported. 

The results just shown don’t provide confirmation of the second hypothesis 

“Transformational leadership has a positive direct impact on employees’ job satisfaction”. 

This means that my results contrast the current state of the art. The lack of confirmation of 

the current literature may have been caused by the impact that remote working and remote 

leadership have had on employee habits and expectations. In fact, in the past the original 

drivers of leadership had a direct positive impact on job satisfaction but now this hybrid 

working method that mixes online and physical presence in the office may have changed the 

paradigms, the judgment criteria and the expectations that workers have towards of their 

leaders. It may be that employees now have different needs and requirements and expect 

different support and a different leadership style from their leaders that better adapts to the 

new needs. 

Among the control variables according to the SEM results, it seems that female gender has 

a negative statistically significant impact at the 0.05 level with the second job satisfaction 

scale (32-37) because the standardized estimate is -0.146*. Concerning age, it has a negative 

but significant relationship from a statistical point of view at the 0.05 level with the extrinsic 

motivation, indeed the standardized estimate is -0.187*. This means that the older people 

become, the more their extrinsic motivation tends to decrease. Education seems to have a 

positive significant relationship from a statistical point of view at the 0.01 level with the first 
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job satisfaction scale (27-31), indeed the standardized estimate is 0.096**. This means that 

the more educated people are, the more their job satisfaction increases. 

Table 15: Structural Equation Modeling (SEM) 

 

Note: ***p<0.001, **p<0.01, and *p<0.05 

Source: Author 
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Hypothesis 3: Leadership has a positive impact on employees’ job satisfaction through the 

mediation of motivation 

Concerning the third hypothesis I decided to analyze the mediating effect of motivation in 

improving the relationship between leadership and job satisfaction through a Bootstrap 

analysis. Considering that according to Bullock et al., 2010 the parameter estimation could 

be biased by the mediation analysis in particular in relation to the standard errors and t-

values, I decided to perform the Bootstrap running 2000 Bootstrap samples for a bias 

corrected confidence interval level of 95% to counter this bias. The fit indices highlight a 

good fit of my model, indeed the parameters are the same as both the models analyzed before. 

From the Bootstrap analysis, the total effect represented by the combination of the direct 

impact of leadership on job satisfaction and the impact of intrinsic and extrinsic motivation 

on job satisfaction is positive and significant from a statistical point of view with both the 

job satisfaction scales because the P-Value is lower than 0.001. Going deeper into the 

analysis, I discovered that according to the Bootstrap analysis this positive impact is entirely 

given by the indirect effect of the mediation because the direct effect of leadership is not 

significant from a statistical point of view. Indeed, I found that only the intrinsic motivation 

gives a positive statistically significant impact at the 0.001 level on the first job satisfaction 

scale (27-31), while the extrinsic motivation impact is not significant because it has a P-

Value higher than 0.05. Furthermore, I discovered that in relation to the second job 

satisfaction scale (32-37) it is possible to see the opposite impact, indeed the intrinsic 

motivation is not significant because it shows a P-Value of 0.243, while the extrinsic 

motivation is statistically significant because the P-Value is lower than 0.001. 

So, according to my results it is possible to confirm that the third hypothesis: 

“Transformational leadership has a positive impact on employees’ job satisfaction through 

the mediation effect of motivation” is only partially supported, because intrinsic and extrinsic 

motivation have an impact on different aspects and dimensions and not on the whole job 

satisfaction. So, it is possible to confirm that there is a combination impact of both 

motivations on the overall job satisfaction but intrinsic and extrinsic motivation leverage on 

different items of it. This is due to the perspective of the job satisfaction measurement scale, 

because in the first scale (27-31) job satisfaction is measured by the pleasure the workers 

feels in carrying out their job indeed the first job satisfaction measurement scale and the 

intrinsic motivation measurement scale are similar and show a certain degree of 
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multicollinearity, while concerning the second scale job satisfaction (32-37), it is measured 

by other parameters ranging from work atmosphere and relationships with colleagues, to 

wage and work independence and it seems to show a certain degree of multicollinearity with 

the extrinsic motivation measurement scale. Differently from the first two, this third 

hypothesis adds new findings to the current state of the art. (Table 16) 

Table 16: Mediation test using Bootstrap analysis 

 

Note: Bootstrap analysis with a 95% Confidence Interval, Sample = 2000 with replacement. 

Source: Author 
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5 Discussion and managerial suggestions 
 

 

In this chapter I’m going to provide a discussion concerning the main results and findings of 

my analysis and how they link with the current state of the art explained at the beginning, 

underlying the new findings that I discovered and how they can fill the gap in the current 

literature. This should be useful to make order before the final conclusion and suggestions 

for businesses. So, as I explained during the whole thesis, this study is focused on analyzing 

the relationship around the three main elements of my analysis that are 1) the leadership 

impacts on employees’ intrinsic and extrinsic motivation; 2) The leadership impacts on 

employees’ job satisfaction and 3) The mediating effect of intrinsic and extrinsic motivation 

on employees’ job satisfaction. As I explained at the beginning, I set out to investigate “What 

are the major transformational leadership factors and how much they affect employees’ 

motivation and job satisfaction” and “How much motivation mediates the relationship 

between transformational leadership and employees’ job satisfaction”. Beyond that I’m 

analyzing these relationships under the lights of the moderation impact of remote working 

especially after covid-19 and the gender difference perceptions concerning the leadership 

role. 

 

5.1 Discussion of the relationship between leadership and motivation 

 

5.1.1 Discussion between leadership and extrinsic motivation 
 

 

 

Starting my conclusion by examining the influence of leadership factors on employees' 

extrinsic motivation, the Confirmatory Factor Analysis (CFA) and Structural Equation 

Modeling (SEM) underscore a positive, direct impact of leadership on extrinsic motivation. 

This assertion is substantiated by the positive standardized value and the statistically 

significant P-Value at the 0.001 level. Delving deeper into this relationship, my regression 

analysis uncovers that specific leadership factors, namely "Vision," "Innovative thinking," 
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and "Lead by example," wield the most substantial impact. These findings advocate that to 

effectively enhance extrinsic motivation, leaders should undertake several key actions.  

Firstly, leaders must effectively communicate and articulate a compelling vision that inspires 

employees while elucidating the organization's purpose and long-term goals. It is paramount 

that this vision aligns with employees' values and aspirations and is consistently reinforced 

through various communication channels such as meetings, newsletters, and company-wide 

events. 

Moreover, leaders should align their actions with the organization's established values and 

standards, fostering transparency and integrity in decision-making processes, and cultivating 

trust and confidence among employees. Active engagement necessitates clear guidance and 

support from leaders, fostering a collaborative and supportive work environment. 

To bolster extrinsic motivation, leaders should promote a culture of innovation by valuing 

and rewarding new ideas, creativity, and problem-solving skills. Simultaneously, leaders 

should create an environment that encourages risk-taking and learning from failures, integral 

to fostering innovation. Companies play a pivotal role by providing resources and 

opportunities for employees to enhance their innovative thinking capabilities through 

training programs, workshops, and cross-functional projects. Establishing a culture of 

innovation with channels for idea generation, coupled with the provision of resources for 

experimentation and recognition of innovative contributions, is fundamental. 

These findings substantiate existing literature highlighting the correlation between 

transformational leadership traits like integrity, competence, tenacity, and credibility, and 

increased motivation and organizational commitment (e.g., Kouzes & Posner, 2002; Lord, 

Foti, & DeVader, 1984). Furthermore, employee engagement and motivation are facilitated 

when leaders instill a culture that shares corporate values, norms, vision, goals, and 

objectives with all employees (Zareen et al., 2015). Additional support for these findings is 

found in a significant study demonstrating that a leader's vision can empower workers to 

perceive their actions as more meaningful and aligned with their self-concept (Bono & 

Judge, 2003), thereby promoting self-efficacy, which, in turn, enhances motivation and 

influences performance and effort (Eden, 1992). 
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In conclusion, the results underscore the pivotal role of leaders in articulating a clear vision, 

fostering innovative thinking, and setting positive examples to effectively enhance 

employees' extrinsic motivation. 

 

 

5.1.2 Discussion between leadership and intrinsic motivation 

 

 

Regarding employees' intrinsic motivation, both Confirmatory Factor Analysis (CFA) and 

Structural Equation Modeling (SEM) results confirm a positive and statistically significant 

direct impact of leadership at the 0.001 level. Notably, leadership factors such as 

"Empowerment," "Supportive leadership," "Staff development," and "Lead by example" 

emerge as particularly influential. 

These findings yield valuable managerial recommendations for businesses. Firstly, 

empowerment is shown to flourish when employees are granted autonomy, decision-making 

authority, and meaningful work opportunities. Encouraging employees to make decisions 

and take ownership while promoting creativity and innovation can enhance their motivation. 

Secondly, a supportive leadership style is pivotal. Leaders who facilitate open 

communication, provide regular feedback, recognize employee contributions, and 

demonstrate empathy and understanding foster greater intrinsic motivation and meaning to 

the job. 

Thirdly, investing in staff development initiatives, such as training programs, mentoring 

activities, career progression plans, coaching sessions, and skill-building workshops, 

significantly enhances intrinsic motivation. Cultivating a learning culture further encourages 

knowledge sharing, collaboration, and personal development. 

Lastly, leading by example entails setting high performance standards, demonstrating 

expected behaviors and values, and acting as role models. Leaders should inspire trust, 

integrity, professionalism, a strong work ethic, and a culture of continuous learning and 

personal growth. 
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To sustain high levels of employee motivation, continuous assessment and alignment with 

company goals are essential. Employee satisfaction surveys and feedback sessions can help 

leaders understand individual and team-level motivation factors, guiding the implementation 

of appropriate strategies. 

These findings align with existing literature, emphasizing that leaders who enhance job 

dimensions such as variety, identity, significance, autonomy, and feedback can promote 

positive work attitudes and intrinsic motivation (Hackman & Oldham, 1976). This is because 

professions requiring the application of various skills are more relevant and, as a result, 

intrinsically motivating than those requiring the use of only one or two skill sets (Hackman 

and Oldham, 1980). Supportive leadership and staff development are corroborated 

motivators, as a lack of care from leaders or limited career prospects can dampen motivation 

(Moynihan & Pandey, 2007). Transformational leaders, by addressing employees' needs, 

providing autonomy, and acting as motivated role models, can boost motivation (Cetin & 

Kinik, 2015). Furthermore, factors like the nature of the work, appropriate incentives and 

recognition (Freedman, 1978), the sense of accomplishment, responsibility, and 

opportunities for personal growth and advancement all contribute to enhanced motivation 

(Baah & Amoako, 2011). 

 

 

5.2 Discussion of the relationship between leadership and job 

satisfaction 

 

 

Regarding the direct relationship between leadership and employees' job satisfaction, the 

results of both Confirmatory Factor Analysis (CFA) and Structural Equation Modeling 

(SEM) indicate the absence of significant evidence supporting a positive direct impact of 

leadership on improving job satisfaction. The P-Values associated with the direct 

relationship between leadership and both job satisfaction scales exceed 0.05. 

However, the regression analysis reveals that factors such as "Empowerment," "Supportive 

leadership," "Staff development," and "Lead by example" hold considerable sway in 
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enhancing job satisfaction. Remarkably, these are the same factors that stimulate intrinsic 

motivation. This suggests the possibility of an indirect impact on job satisfaction mediated 

through intrinsic motivation. 

Furthermore, it's worth noting that this study considered only intrinsic and extrinsic 

motivation factors in the context of improving job satisfaction. Leadership may exert an 

indirect positive influence on job satisfaction through other factors not explored here, with 

"Empowerment," "Supportive leadership," "Staff development," and "Lead by example" 

emerging as the most influential leadership factors. 

These findings offer a partial alignment with existing literature. While some studies highlight 

a direct positive impact of leadership on job satisfaction, as evidenced by leaders showing 

appreciation, offering guidance, and supporting employees' needs (Chiok Foong Loke, 

2001), others underscore an indirect effect, wherein transformational leadership is positively 

correlated with an improved working environment, satisfaction of demands, and enhanced 

performance (Liu et al., 2003). Subordinates under transformational leadership tend to 

exhibit lower turnover rates, higher productivity, and greater job satisfaction (Chang & Lee, 

2007), with workplace characteristics, workload balance, coworker relationships, and 

professional prospects playing pivotal roles (Boamah, Laschinger, Wong & Clarke, 2018). 

Additional support for a direct impact comes from recent research, emphasizing that job 

satisfaction is heightened when leaders provide control, resource support, and opportunities 

for subordinates to participate in decision-making processes (Boamah, Laschinger, Wong & 

Clarke, 2018). Previous studies have also highlighted the role of opportunities for 

achievement, personal development, job rotation (Imper et al., 1990; Rice & Schneider, 

1994), and autonomy at work (Hall, Pearson, & Carroll, 1992; Poulin & Walter, 1992) in 

enhancing job satisfaction. 

This partial confirmation of the current state of the art could be a consequence of changing 

working habits and the wider implementation of remote working brought about by Covid 

19. Indeed, what seems to have changed is the direct impact of leadership on job satisfaction, 

so probably remote working and more generally remote leadership have impacted the main 

drivers of leadership that originally had a direct positive impact on job satisfaction. For this 

further research and studies need to be conducted. 
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5.3 Discussion of the mediation impact of motivation on job 

satisfaction 

 

 

5.3.1 Mediation impact of extrinsic motivation on job satisfaction 
  

 

Within this subsection, I offer managerial recommendations concerning the mediating 

influence of extrinsic motivation on the relationship between leadership and job satisfaction. 

According to my Confirmatory Factor Analysis (CFA) and Structural Equation Modeling 

(SEM) results, leadership exerts a positive and statistically significant impact on job 

satisfaction when viewed through the lens of extrinsic motivation. This mediation effect 

becomes apparent when considering various facets and dimensions of job satisfaction, 

excluding the intrinsic pleasure derived from task accomplishment. These findings are 

reinforced by Bootstrap analysis, which demonstrates that extrinsic motivation positively 

mediates the relationship between leadership and the second job satisfaction scale (32-37). 

Specifically, the regression analysis reveals that factors such as "Compensation system 

motivation," "Promotion possibilities stimulate me to work hard," "Enthusiastic salary 

level," and "Existing promotion possibilities" significantly influence employees' job 

satisfaction. Compensation emerges as a pivotal determinant of employee satisfaction, 

underscoring the need for organizations to develop transparent, equitable compensation 

mechanisms that align with employee contributions. Strategies may encompass 

performance-based pay structures, recognition programs, and systematic evaluations to 

ensure employees perceive their contributions as adequately rewarded. Leaders can tailor 

compensation packages to individual employee preferences and performance, implementing 

efficient performance evaluation systems that recognize and reward exceptional 

achievements. 

Clear communication of the compensation structure is equally vital to enhance employee 

understanding and satisfaction. Businesses should invest efforts in designing and 

transparently communicating robust compensation systems that delineate salary 

determination guidelines, performance assessment procedures, and opportunities for pay 



89 
 

increases. A fair and transparent compensation determination process hinges upon well-

defined performance evaluation criteria, timely feedback, and inclusive discussions with 

employees when relevant. Regular reviews and updates to compensation policies to align 

with industry standards are essential. 

Compensation, in my view, holds utmost importance across industries, serving as a 

paramount motivator and retention tool, allowing employees to align their aspirations with 

their status. Beyond compensation, the availability of promotion opportunities plays a 

significant role in job satisfaction. To enhance job satisfaction, companies should implement 

clear, transparent, and well-structured career progression plans outlining criteria and steps 

required for promotions. Aligning employees with senior staff members who can provide 

guidance and support their career growth is imperative. This involves defining the requisite 

skills and competencies for each level, offering growth opportunities through training, 

mentorship, cross-functional exposure, and challenging assignments. Regular 

communication regarding promotion possibilities keeps employees engaged and motivated, 

with a focus on internal candidate prioritization when filling vacant positions to enhance 

retention. 

Furthermore, salary levels themselves significantly contribute to heightened job satisfaction. 

Companies should conduct regular salary benchmarking to ensure competitive pay scales 

within the industry, reflecting the value employees bring to the organization. This entails 

evaluating market rates, introducing performance-based bonuses or incentives to reward 

exceptional contributions, and adjusting salaries accordingly. 

Collectively, these findings bridge a gap in the current literature by highlighting the key 

motivational drivers that mediate the impact of leadership on job satisfaction, a previously 

understudied area because of a lack of studies or at least “relevant studies” that focus on that.  
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5.3.2 Mediation impact of intrinsic motivation on job satisfaction 
 

 

Within this subsection, I present managerial recommendations regarding the mediating role 

of intrinsic motivation between leadership and job satisfaction. My Confirmatory Factor 

Analysis (CFA) and Structural Equation Modeling (SEM) results demonstrate that 

leadership positively impacts employees’ job satisfaction, mediated solely by intrinsic 

motivation when job satisfaction relates to the pleasure derived from accomplishing daily 

tasks aligned with personal preferences for challenging or more stable and monotonous 

activities. This finding is corroborated by Bootstrap analysis, revealing intrinsic motivation 

as a positive mediator in the relationship between leadership and the first job satisfaction 

scale (27-31). 

Specifically, the most influential intrinsic motivation factors identified to enhance job 

satisfaction include "Working overtime without pay," "Job worth the effort," "Work 

satisfaction," and "Very satisfied with the job." The positive correlation with "Working 

overtime without being paid" suggests that employees who perceive their work as more 

valuable, appreciate their status, responsibility, and challenging tasks, are willing to work 

overtime without compensation. An alternative explanation could be related to the 

perception of a supportive work environment or the fear of facing adverse consequences like 

reduced promotion opportunities or job security concerns if they decline unpaid overtime. 

Regarding "Job worth the effort," the positive correlation indicates that employees who view 

their jobs as worthwhile tend to exhibit enthusiasm and a positive work attitude, contributing 

to a conducive work environment. Higher autonomy, competitive pay, and challenging tasks 

are associated with an increased perception of effort's intrinsic value. 

"Work satisfaction" is closely linked to positive emotions, including enthusiasm, enjoyment, 

and perceived fairness in the present job. Fostering a sense of purpose, recognizing and 

celebrating employee efforts, offering flexible work arrangements, and acknowledging 

contributions beyond monetary compensation can bolster job satisfaction. 

"Very satisfied with the job" similarly correlates with positive emotions like enthusiasm and 

enjoyment at work, as well as favorable organizational policies, autonomy, challenging 

tasks, and competitive pay. Employees must understand their roles' significance in 
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meaningful projects, receive clear job descriptions and expectations, and work in an 

environment characterized by trust and respect. 

Organizations can assess employee satisfaction levels through surveys or feedback sessions, 

encourage open communication, diversify job roles and responsibilities, promote work-life 

balance, enhance well-being initiatives, and address concerns to boost job satisfaction. 

Furthermore, as there is a dearth of relevant papers on the mediation impact of intrinsic 

motivation on enhancing job satisfaction, these findings contribute novel insights to the 

existing literature. They offer a more nuanced understanding of leadership practices that can 

enhance both intrinsic and extrinsic motivation, subsequently elevating job satisfaction. 

In conclusion, the consistent impact of leadership factors on intrinsic and extrinsic 

motivation, regardless of remote work during the COVID-19 pandemic, underscores the 

stability of these driving forces. Maintaining these essential characteristics amid changing 

circumstances is crucial for employee commitment and well-being. These enduring elements 

also serve as potent tools for sustaining employee engagement and loyalty, pushing 

organizations toward hybrid work models that seamlessly integrate these drivers while 

offering flexible policies that promote work-life balance. 

Ultimately, businesses can cultivate a resilient workforce capable of thriving in various 

conditions by implementing flexible leadership practices and motivational strategies. This 

consistency in driving motivation and job satisfaction enhances employee stability and their 

ability to contribute effectively to organizational objectives. 
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5.4 Final implications 
 

 

To conclude, this comprehensive study yields several significant findings with implications 

for leadership evaluation and its contextual effectiveness. Firstly, it reveals that there are no 

substantial differences in how male and female subordinates rate their leaders regardless 

leaders’ gender. This enrich previous findings suggesting that looking at the leaders’ gender, 

female leaders are generally perceived as more transformational than their male counterparts 

(Bass, Avolio, & Atwater, 1996). This knowledge underscores the importance of recognizing 

leadership effectiveness based on competence, abilities, and qualities rather than gender 

stereotypes, fostering a more equitable work environment. 

Furthermore, the research highlights marginal differences in evaluations of intrinsic and 

extrinsic motivation and job satisfaction based on gender, emphasizing the need for 

personalized motivational strategies tailored to individual preferences. By implementing 

adaptable incentive systems that acknowledge both intrinsic and extrinsic achievements, 

organizations can enhance productivity, employee engagement, and satisfaction, ultimately 

improving organizational performance. 

Another crucial insight emerges from the study's exploration of the contextual nuances of 

leadership effectiveness. Transformational leadership proves more successful in creative, 

flexible work environments compared to bureaucratic and highly hierarchical settings which 

sometimes implement authoritarian leadership styles. Aligning leadership styles with 

organizational contexts is imperative for optimal results, emphasizing the importance of 

flexible leadership approaches. Indeed, according to Gumusluoglu, L., & Ilsev, A. (2009), 

companies should understand that implementing transformational leadership into practice in 

innovative and flexible workplaces can increase employee engagement and innovation. 

Recommendations for businesses include designing specialized leadership development 

programs that expose leaders to diverse scenarios, incorporating contextual leadership 

assessments, and promoting cross-functional teams to encourage collaboration. Open 

communication channels are vital in hierarchical systems to facilitate a smooth transition to 

transformational practices. In creative environments, innovation and independence should 

be recognized and rewarded to sustain innovative behaviors. 



93 
 

Additionally, leadership succession planning should identify leaders with transformational 

qualities and place them in roles requiring adaptive thinking for a seamless continuation of 

effective leadership techniques. 

 

6 Conclusion 
 

 

In conclusion, this investigation has shed light on the intricate connections between 

leadership, motivation, and job satisfaction, contributing significantly to our understanding 

of these dynamics. In this master's thesis, I focused on three vital aspects that interacted with 

each other: how leadership affects intrinsic and extrinsic motivation, its impact on job 

satisfaction, and how motivation mediates these relationships. Additionally, I explored the 

topics of gender perceptions in leadership roles and the contemporary context of remote 

work post-COVID-19, which enriched this study. 

The key takeaway from my research is the identification of specific leadership traits that 

have a significant impact on both intrinsic and extrinsic motivation, subsequently 

influencing job satisfaction. Notably, the factors of "Vision," "Innovative thinking," and 

"Lead by example" emerged as potent drivers of employee extrinsic motivation. This 

underscores the importance of leaders effectively conveying a vision aligned with their 

workforce's values and aspirations. Additionally, it highlights the role of leaders in fostering 

motivating environments through honesty, transparency, and trust-building strategies. These 

findings align with prior research, emphasizing the leadership qualities that ignite motivation 

and organizational commitment. 

Furthermore, my investigation into the dimensions of intrinsic motivation revealed other 

critical elements, with "Empowerment," "Supportive Leadership," "Staff Development," and 

"Lead by Example" as the cornerstones. These leadership practices nurture intrinsic 

motivation by encouraging employee autonomy, growth, and a sense of purpose. The 

managerial implications are straightforward: managers should empower their teams, provide 

avenues for advancement, and embody the values they aim to instill. This aligns with 

existing research highlighting supportive leadership as a foundational element of job 

satisfaction and intrinsic motivation. 
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Crucially, this study uncovered a robust link between intrinsic and extrinsic motivation and 

the first and second job satisfaction scales respectively, particularly in parameters like 

"Compensation system motivation" and "Job worth the effort." This underscores the pivotal 

role of equitable reward systems and perceived value in shaping employee satisfaction. The 

emphasis on transparent compensation rules and fair remuneration systems in previous 

studies aligns with these findings. 

Moreover, the study examined the impact of the modern era of remote work brought about 

by the pandemic. Remarkably, it revealed the resilience of motivational factors, remaining 

unaffected by remote working. This consistency with past hypotheses and theories highlights 

the enduring nature of these factors despite evolving work contexts. The exploration of 

gender-related aspects yielded valuable insights, notably the absence of differences in how 

subordinates’ gender affects the rating of leaders, reflecting evolving leadership evaluations 

irrespective of gender. 

 

7 Limitations and future research 
 

 

In this section, I outline the limitations of this study, starting with the data collection. Since 

I collected data from companies in various business sectors, my results lack sector 

specificity. On one hand, this offers the advantage of identifying common patterns across 

different sectors. On the other hand, the results may be biased due to insufficient data from 

specific sectors, potentially leading to less reliable insights. Contextuality is a concern 

because the impact of leadership on motivation and job satisfaction should consider 

organizational factors like industry, structure, and cultural norms, which can influence 

outcomes. I recommend that future researchers interested in sector-specific results gather 

more data within those sectors. 

Additionally, my aim was to identify a general pattern regarding which leadership 

characteristics are most effective across different business areas, regardless of geographical 

location. Therefore, researchers interested in country-specific results or specific sectors 

should conduct in-depth analyses within their area of interest. 
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Another limitation is that I solely employed a quantitative approach for this research. 

Combining quantitative analysis with qualitative research could have potentially yielded 

more meaningful and accurate results. Despite numerous studies using 

surveys/questionnaires, these methods may not always provide the most reliable results. To 

gain more meaningful insights, as demonstrated by highly cited papers, implementing 

transformational leadership training or analyzing company reports, or using a mixed-

methods approach, could be beneficial. 

Furthermore, my questionnaire consisted of 40 questions, which is relatively extensive for a 

survey. It is generally preferable to keep surveys concise, ideally under 20 questions, as 

longer surveys can discourage respondents and lead to rushed or misinterpreted answers, 

especially when there are no incentives for participation. 

The most significant issue in my research is related to the intrinsic motivation scale and the 

first job satisfaction measurement scale used. These scales included very similar factors that 

essentially measured the same aspects, resulting in multicollinearity problems. This 

complicates the determination of each variable's unique contribution. A similar issue arose 

between the extrinsic motivation scale and the second job satisfaction scale, even though the 

scale items were different. To address this, I had to conduct multiple regression analyses, 

splitting factors with higher correlations. 

Additionally, my analysis is cross-sectional, meaning my conclusions rely on data collected 

within a specific timeframe. A longitudinal analysis examining changes over time could have 

provided stronger evidence regarding the directionality of relationships. 

Lastly, I suggest that future researchers consider analyzing other items related to intrinsic 

and extrinsic motivation that were not covered in this study. Exploring additional potential 

variables that mediate the positive impacts of leadership on job satisfaction, such as those 

presented in Tremblay et al.'s (2009) study, which considers intrinsic motivation, integrated 

regulation, identified regulation, introjected regulation, external regulation, and amotivation 

factors, could enhance our understanding (Tremblay, Blanchard, Taylor, Pelletier & 

Villeneuve, 2009). Another interesting study is the one proposed by Samuel & Chipunza, 

(2009) with extensive intrinsic and extrinsic motivation measurement scales.  
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In summary, while my results are consistent and meaningful, using different measurement 

scales with factors that assess different items or employing smaller scales may be advisable 

in future research to address some of these limitations. 
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Appendix 2: Masi & Cooke's model of transformational leadership 

 

 

Effect of Transformational Leadership: Model of Transformational Leadership 

Masi & Cooke, 2000, Effects of transformational leadership on subordinate motivation, 

empowering norms, and organizational productivity, [Article] [Cited in: 04.03.2023] 

available at: https://web-p-ebscohost-

com.ezproxy.cc.lut.fi/ehost/pdfviewer/pdfviewer?vid=0&sid=dbe4d581-f9c6-45ac-a0a8-

78790abc139a%40redis 

 

 

 

https://web-p-ebscohost-com.ezproxy.cc.lut.fi/ehost/pdfviewer/pdfviewer?vid=0&sid=dbe4d581-f9c6-45ac-a0a8-78790abc139a%40redis
https://web-p-ebscohost-com.ezproxy.cc.lut.fi/ehost/pdfviewer/pdfviewer?vid=0&sid=dbe4d581-f9c6-45ac-a0a8-78790abc139a%40redis
https://web-p-ebscohost-com.ezproxy.cc.lut.fi/ehost/pdfviewer/pdfviewer?vid=0&sid=dbe4d581-f9c6-45ac-a0a8-78790abc139a%40redis
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Appendix 3: Model of the impact of transformational leadership on job satisfaction through 

the mediating impact of self-efficacy 

 

 

Nielsen, Yarker, Randall & Munir, 2009, The mediating effects of team and self-efficacy on 

the relationship between transformational leadership, and job satisfaction and psychological 

well-being in healthcare professionals: A cross-sectional questionnaire survey, [Article] 

[Cited in: 10.03.2023] available at: https://www-sciencedirect-

com.ezproxy.cc.lut.fi/science/article/pii/S0020748909001096 

 

Appendix 4: Model of the mediating role of basic need satisfaction in improving intrinsic 

motivation 

https://www-sciencedirect-com.ezproxy.cc.lut.fi/science/article/pii/S0020748909001096
https://www-sciencedirect-com.ezproxy.cc.lut.fi/science/article/pii/S0020748909001096
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Jensen & Bro, 2018, How transformational leadership supports intrinsic motivation and 

public service motivation: The mediating role of basic need satisfaction, [Article] [Cited in 

14.03.2023], available at: https://journals-sagepub-

com.ezproxy.cc.lut.fi/doi/epub/10.1177/0275074017699470 

 

Appendix 5: Effect of transformational leadership on job satisfaction through the mediating 

impact of structural empowerment 

 

 

 

https://journals-sagepub-com.ezproxy.cc.lut.fi/doi/epub/10.1177/0275074017699470
https://journals-sagepub-com.ezproxy.cc.lut.fi/doi/epub/10.1177/0275074017699470
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Boamah, Laschinger, Wong & Clarke, 2018, Effect of transformational leadership on job 

satisfaction and patient safety outcomes, [Article] [Cited in: 04.03.2023] available at: 

https://fardapaper.ir/mohavaha/uploads/2018/09/Fardapaper-Effect-of-transformational-

leadership-on-job-satisfaction-and-patient-safety-outcomes.pdf 

 

 

 

 

 

 

 

Appendix 6: Model of the mediating impact of work environment in improving 

organizational performance 

 

 

 

Griffith, 2004, Relation of principal transformational leadership to school staff job 

satisfaction, staff turnover, and school performance, [Article] [Cited in: 04.03.2023] 

available at: https://www-emerald-

com.ezproxy.cc.lut.fi/insight/content/doi/10.1108/09578230410534667/full/pdf 

 

https://fardapaper.ir/mohavaha/uploads/2018/09/Fardapaper-Effect-of-transformational-leadership-on-job-satisfaction-and-patient-safety-outcomes.pdf
https://fardapaper.ir/mohavaha/uploads/2018/09/Fardapaper-Effect-of-transformational-leadership-on-job-satisfaction-and-patient-safety-outcomes.pdf
https://www-emerald-com.ezproxy.cc.lut.fi/insight/content/doi/10.1108/09578230410534667/full/pdf
https://www-emerald-com.ezproxy.cc.lut.fi/insight/content/doi/10.1108/09578230410534667/full/pdf
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Appendix 7: Model of the intrinsic motivation mediating the relationship between 

transformational leadership style and workaholism 

 

 

Mediation model with intrinsic motivation mediating the relationship between 

transformational leadership style and workaholism. 

Endriulaitienė & Morkevičiūtė, 2020, The unintended effect of perceived transformational 

leadership style on workaholism: The mediating role of work motivation, [Article] [Cited 

in: 12.03.2023 ], available at: https://www-tandfonline-

com.ezproxy.cc.lut.fi/doi/pdf/10.1080/00223980.2020.1776203?needAccess=true 

 

 

Appendix 8: Model representing the impact of virtual leadership on job satisfaction 

 

 

Al Dilby & Farmanesh, 2023, Exploring the impact of virtual leadership on job satisfaction 

in the post-COVID-19 era: The mediating role of work–life balance and trust in leaders, 

[Article] [Cited in: 20.03.2023], available at: 

https://www.frontiersin.org/articles/10.3389/fpsyg.2023.994539/full 

https://www-tandfonline-com.ezproxy.cc.lut.fi/doi/pdf/10.1080/00223980.2020.1776203?needAccess=true
https://www-tandfonline-com.ezproxy.cc.lut.fi/doi/pdf/10.1080/00223980.2020.1776203?needAccess=true
https://www.frontiersin.org/articles/10.3389/fpsyg.2023.994539/full
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Appendix 9: Main control variables of the sample analyzed (Source: Author) 

 

 

 

 

 

 

 

Appendix 10: Factor analysis leadership factors (Source: Author) 
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Appendix 11: Factor analysis extrinsic motivation factors (Source: Author) 

 

 

 

Appendix 12: Factor analysis intrinsic motivation factors (Source: Author) 
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Appendix 13: Factor analysis job satisfaction factors (Source: Author) 

 

 

 

Appendix 14: 
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14A: Correlation table between leadership factors and extrinsic motivation factors (Source: 

Author) 

 

 

14B: Correlation table between leadership factors and intrinsic motivation factors (Source: 

Author) 
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14C: Correlation table between leadership factors and job satisfaction factors (Source: 

Author) 
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14D: Correlation table between extrinsic motivation factors and job satisfaction factors 

(Source: Author) 
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14E: Correlation table between intrinsic motivation factors and job satisfaction factors 

(Source: Author) 
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Appendix 15: Representation of the questions of my survey 
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SURVEY QUESTIONS MASTER THESIS 

University of Pavia and LUT university – Department of Economics and 

Management (MIBE course) 

Good morning, I’m a master student very passionate about leadership and this is a survey 

has been realized to collect primary data for my master thesis concerning the effect of the 

leadership style used in your company on employees’ motivation and job satisfaction. In 

order to perform my analysis, I need to collect primary data from many people as possible 

(middle and top managers, employees, interns, etc...) because I need the point of view of 

different people at different company levels. If possible, I kindly ask you to spread this 

survey to as many people as possible in your company. The survey is totally anonymous, 

and the data will be only used for academic research purposes. Thank you a lot for your 

cooperation. 

 

Section 1- About you 

1) What is your gender? 

a) Male 

b) Female 

c) Prefer not to say 

 

2) How old are you?........ 

 

3) What is your nationality?......... 

 

4) What is your level of education? 

a) Middle school 

b) High school 

c) College graduate 

d) PhD 
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e) MBA 

f) Other (specify)…….. 

 

5) In which type of company do you work? 

a) Tech or high tech 

b) Finance 

c) Retail 

d) Healthcare 

e) Energy 

f) Manufacturing 

g) Transportation 

h) Real estate 

i) Education 

j) Other (specify)………… 

 

6) Could you specify the name or website of the company you are working for?........ 

7) What is your role in the company? 

a) Employee 

b) Manager 

c) Owner or entrepreneur 

d) Intern/apprentices 

e) Other (specify)……. 

 

 

Section 2- Multifactor Leadership Questionnaire (MLQ) 

(Select based on a 5 points Likert scale) 

1= Not at all; 2= Once in a while; 3= Sometimes; 4= Fairly often; 5= Frequently, if not 

always 

8) Vision 

Your leader communicates a clear and positive vision of the future         1  2  3  4  5 
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9) Staff Development 

Your leader treats staff as individuals, supports and encourages their development 1  

2  3  4  5 

10) Supportive Leadership 

Your leader gives encouragement and recognition to staff         1  2  3  4  5 

11) Empowerment 

Your leader fosters trust, involvement and cooperation among team members  1  2  

3  4  5 

12) Innovative Thinking 

Your leader encourages thinking about problems in new ways and questions 

assumptions                                                                                                1  2  3  4  5 

13) Lead by Example 

Your leader is clear about his/her values and practices what he/she preaches      1  2  

3  4  5 

14) Charisma 

Your leader instills pride and respect in others and inspires me by being highly 

competent                                                                                                  1  2  3  4  5 

 

 

SECTION 3- Your perspective about leadership, motivation 

and job satisfaction 

How much do you agree with the following statements? : 1= Strongly disagree; 2= 

Disagree; 3= Neither agree or disagree; 4= Agree; 5= Strongly agree 

 

SUB SECTION 3.1- EXTRINSIC MOTIVATION 

15) The manner in which I am compensated ensures that I am motivated to give the 

fullest effort possible                                                                           1  2  3  4  5 

16) There are enough promotion possibilities to stimulate me to work hard   1  2  3  4  5 

17) I'm satisfied with the way in which my compensation is determined   1  2  3  4  5 

18) I'm satisfied with the promotion possibilities existing in the company  1  2  3  4  5 

19) I get the feeling that the company finds it important to have a solid and clear 

compensation system                                                                             1  2  3  4  5 
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20) I'm enthusiastic about my salary level                                                   1  2  3  4  5 

21) I find the compensation system to be motivating                                  1  2  3  4  5 

SUB SECTION 3.2- INTRINSIC MOTIVATION 

22) If it's really necessary I'm prepared to work overtime even if I don't get paid for this 

specifically                                                                                            1  2  3  4  5 

23) I get much satisfaction from the work I do                                           1  2  3  4  5 

24) My job is worth the effort                                                                     1  2  3  4  5 

25) I'm very satisfied with my job                                                               1  2  3  4  5 

26) I often have to force myself to go to work                                           1  2  3  4  5                        

 

SUB SECTION 3.3- JOB SATISFACTION 

27) Most days I am enthusiastic about my work                                        1  2  3  4  5 

28) I feel fairly satisfied with my present job                                             1  2  3  4  5 

29) I find real enjoyment in my work                                                         1  2  3  4  5 

30) Each day at work seems like it will never end                                     1  2  3  4  5 

31) I consider my job rather unpleasant                                                     1  2  3  4  5 

 

Rate the following statements: 1= Very poor; 2= Poor; 3= Acceptable; 4= Good; 5= 

Very good 

32) Rate your professional status                                                                1  2  3  4  5 

33) Rate your interaction with coworkers                                                   1  2  3  4  5 

34) Rate the organizational policy                                                              1  2  3  4  5 

35) Rate your level of autonomy                                                                1  2  3  4  5 

36) Rate the level of pay                                                                             1  2  3  4  5 

37) Rate your task requirement                                                                  1  2  3  4  5 

38) To what extent do you feel that your supervisor's leadership style positively impacts 

your job satisfaction? 

a) Not at all 

b) Slightly 

c) A little 

d) A lot 
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e) Extremely 

39) To what extent do you feel that your supervisor's leadership style positively impacts 

your motivation at work? 

a) Not at all 

b) Slightly 

c) A little 

d) A lot 

e) Extremely 

40) Likert scale: Please rate the following statement: "My level of motivation at work 

positively impacts my job satisfaction." 

Strongly disagree | Disagree | Neutral | Agree | Strongly agree 

 

 

I HAVE CREATED ANOTHER VERSION OF THE SAME QUESTIONNAIRE IN 

ITALIAN FOR ITALIAN SPEAKERS PEOPLE 


