
 

          

 

 
 

copyright © WCRG The Author(s) This article is distributed under a  

Creative Commons Attribution-Share A like 4.0 International License. 

    1 

International Journal of Emerging Trends in Multidisciplinary Research 

Vol. 5, No. 1, 2022 

Doi: 10.67228/30715636/IJETMR-2022PI0R4D 
PP. 01-14 

World Comet Research Group 

Original Article 

The Influence of Leadership Styles on Organizational 
Change 

 

Ritu Agarwal 

Finance Manager, Capgemini, India. 

Received: 05-08-2022               Revised: 05-26-2022               Accepted: 06-02-2022           Published: 06-04-2022 
 

ABSTRACT 

Organizational change is an inevitable process driven by technological advancement, market turbulence, 

regulatory shifts, and socio-economic disruptions. Despite its strategic importance, change initiatives 

frequently fail due to human and behavioral factors rather than technical limitations. This study examines the 

influence of leadership styles on organizational change outcomes through an integrated framework combining 

behavioral theory, organizational psychology, and change management systems. Leadership is conceptualized as 

a dynamic process of social influence rather than a fixed managerial trait. The paper evaluates transformational, 

transactional, and laissez-faire leadership styles in relation to employee engagement, trust formation, 

psychological safety, adaptability, and innovation acceptance. Findings indicate that transformational 

leadership fosters intrinsic motivation and reduces resistance, while transactional leadership supports short-

term compliance but may constrain long-term adaptability. Laissez-faire leadership is associated with 

ambiguity and reduced performance during change-intensive conditions. Statistical modeling reveals strong 

correlations between leadership-style alignment and change success, with communication clarity and leadership 

flexibility serving as key mediators. The study concludes that sustainable organizational change is 

fundamentally a socially constructed leadership process, emphasizing emotional intelligence, adaptive 

communication, and vision articulation as critical leadership competencies. 
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1. INTRODUCTION 

1.1. Background 

Organizational ecosystems operate in more volatile, uncertain, complex, and ambiguous 

environments, in which technological upheavals, market changes, and regulatory changes as well as 

changing stakeholder demands continuously re-establish competitive environments. The capacity to 

handle and maintain the change in such context ceases to be an option of management skills but a 

strategic requirement that is directly connected with the survival and the continuity of performance 

within the organization. Even though change initiatives have been identified as having a significant 

role in the organization, structural and behavioral barriers frequently face organizations that hinder 

transformation initiatives. Established routines, the old process and institutional norms intertwined 

with systemic inertia is able to slow down change and contribute to resistance against new directions. 

At the same time, cognitive resistance occurs when people perceive change in the context of risk, 

uncertainty, and loss, which leads to the formation of scepticism or defensive responses. The 

difficulties are even aggravated by behavioral friction, which can be characterized by less 

engagement, misdirected behavior, or collaboration in transitional stages. In this complicated 

environment, leadership plays a central role in the manner in which change is conceptualized, 

communicated and operationalized amongst organizational levels. Leaders are not only decision-

makers they are sense-makers and in effect, influence how people impressively make sense, 

eliminating ambiguity and harmonizing individual interests with the strategic organizational goals. 

The existence of leadership effectiveness in change is thus bound to psychological, relational and 

communicative mechanisms that shape the reactions of the employees. Leadership actions have the 

potential to increase confusion and opposition or promote understanding, faith and learning. Leaders 

enable the environment that facilitates coordinated transformation by expressing vision, building 

credibility, and ending divisions of dialogue. The effectiveness of leadership is therefore made a 

central explanatory variable that explains the reason why some change initiatives are successful and 

the others face such stubborn resistance or implemented failure. Based on this background, there is a 

necessity of a systematic study of leadership dynamics in organizational change models especially in 

a platform where there is constant disruption and shifting operational requirements. 

 

1.2. Needs of Influence of Leadership Styles 

 
Fig 1 - Needs of Influence of Leadership Styles 
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1.2.1. Strategic Alignment and Direction 

Leadership styles are key in achieving strategic fit in the process of change in an organization. 

When they are in an environment of uncertainty and disruption, workers need a clear direction so 

that they can derive changing priorities and performance requirements. Leadership behaviour that 

turns the abstract change goals into logical operation instructions minimizing ambiguity and 

increasing group focus. The influence of leadership also makes sure that we find that organizational 

vision, policies and actions are in net and hence, they are limited to being fragmented and 

misunderstood. In the absence of alignment that is led by the leaders, change initiatives are affected 

by inconsistency, lack of accountability, and coherence in strategies. 

 

1.2.2. Motivation and Psychological Engagement 

Change within an organization usually causes disruption of normal practices, thus posing 

stress, uncertainty, and a lack of motivation in the employees. The choice of leadership styles affect a 

great extent to the ways in which the individuals react to these changes, both emotionally and 

cognitively. Transformational and supportive leadership behaviors develop intrinsic motivation 

because they inspire relationships between the change goals and the business values and growth. 

Empathic, encouraging, and recognitive leaders will improve psychological engagement and allow 

employees to feel that change is meaningful instead of forced. Such motivational reinforcement is 

vital in maintenance of productivity, commitment and adaptive behaviors in process of 

transformation. 

 

1.2.3. Trust Formation and Relational Stability 

Trust is a prerequisite of effective change implementation process, in especially cases where 

workers are faced with novel structures or expectations. The leadership styles are direct factors 

influencing the development of trust as they can influence the perceptions of fairness, credibility, and 

integrity of the decisions. Ethical consistency, participatory leadership behaviors, and transparency 

are positive traits in communication that increase relational stability, thereby decreasing skepticism 

and resistance. On the contrary, leadership styles that are perceived to be distant or too control-

oriented can destroy the confidence and increase uncertainty. The necessity of trust-based leadership 

is particularly acute in complex changes within organizations that can be implemented in terms of 

structural, technological or cultural changes. 

 

1.2.4. Facilitation of Adaptive Learning 

The change initiatives often require the emergence of new competencies, problem-solving 

methods, and collaborations. The styles of leadership affect how the employees embrace 

experimentation, sharing knowledge and never ending learning. Leaders who promote intellectual 

stimulation, autonomy and constructive feedback provide adaptive learning environments. This kind 

of leadership behavior empowers persons to build resilience and flexibility in order to increased 

capacity to absorb and institutionalization of change in organizations. Lack of learning-based 

leadership is likely to limit innovativeness, to upholding of fixed routines, and to slow the 

effectiveness of long-term transformation. 
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1.2.5. Coordination and Change Sustainability 

Change in organizations demands both horizontal and vertical integration of efforts in order 

to sustain it. The style of leadership has an impact on the direction of communication, the 

synchronization of decisions and the mechanisms of conflict prevention and prompt momentum. The 

active engagement of the leaders is proactive such that the change process may be maintained as 

organized, tracked, and sensitive to novel challenges. Through encouraging teamwork and collective 

responsibility, the impact of leaders increases the sustainability of change and organizational 

stability. This necessity highlights the structural role of leadership in averting implementation 

fatigue, misalignment and performance turmoil when undertaking long-term transformation 

initiatives. 

 

1.3. Organizational Change as a Strategic Necessity 

The change in the organization has transformed into more of a response mechanism adopted 

by managers into a strategic requirement based on rapidly changing technological advancement, 

market pressures, regulatory development, and changing stakeholder expectations. Modern 

organizations exist in mechanisms in which stability is becoming a temporary phenomenon and the 

ability to adjust determines the sustainability in the long term. In these types of environments, 

change is not an isolated process but is an ongoing one that is incorporated in strategic planning as 

well as operational implementation. Organizations that do not predict and react to environmental 

changes stand a chance to deteriorate, distort resources, and lose competitive edge. Organizational 

change therefore acts as a means to remain relevant, improve efficiency and become innovative as 

opposed to being a form of correcting the negative situation. The change is strategic not only in the 

sense of structural changes or technological improvements, but it involves culture change, re-

configuring a process, development in abilities and behavioral change. Effective change programs 

can help an organization to re-focus resources, introduce new technologies and be able to respond 

efficiently to changing customer needs. But transition to change is often met by resistance based on 

uncertainty, it is thought to be dangerous, and disruptive to routine. This tension emphasizes that 

change should not be merely a technical experience and must be a socio-cognitive one that must be 

led by leaders, communication must be clear, and trust-building has to be implemented. Change 

management hence should be taken as a strategic competence of organizations that is backed up with 

regular planning, involvement of stakeholders as well as monitoring performances. Further, the rate 

of environmental dynamism heightens the need to initiate transformation as opposed to responding. 

To overcome uncertainty, adaptive organizations develop the ability to be flexible, oriented towards 

learning and innovation. Here, change cannot be viewed outside the realms of organizational 

sustainability, resilience and growth. The identification of change as a strategic need highlights the 

significance of leadership competencies, staff flexibility, and synchronized decision-making in 

designing effective change agenda. 

 

2. LITERATURE SURVEY 

The field of leadership and organizational change has been actively studied in the context of 

management science, organizational behavior, and applied psychology as evidence of key 
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participation in achieving the adaptability and sustainability of institutions. In scholarly rhetoric, 

leadership is always portrayed as a multidimensional phenomenon that consists of behavioral-based 

influence, relational influence, decision influence as well as sensitivity to the context. Classical and 

contemporary theories agree on the assumption that effectiveness of leadership in the process of 

change is not just based on the strategic competence, but also on cognitive-emotional-social processes 

that mold how employees perceive uncertainty. The literature reveals that the success of change 

initiatives depends on leaders striking the right balance between structural alignment and human 

concerns especially motivation, trust building, and construction of meaning. In this conceptual field, 

transformational, transactional, and laissez-faire models of leadership have dominant explanatory 

powers and the resistance and change acceptance theories contribute to portfolio leadership theories 

explanations of employee reactions. 

 

2.1. Transformational Leadership Theory 

The transformational leadership theory theorizes leaders as agents of organizational 

revitalization who enlist the followers by generating a vision, inspiring, stimulating intellectually and 

by paying attention to the individual. Empirical evidence often links transformational behaviors with 

increased organizational commitment, creativity and knowledge sharing in work places where 

technological jolts or strategic re-engineering occur. Transformational leaders will eliminate the grey 

by stating an attractive vision to ensure that individual goals are aligned to the organizational 

missions and visions. Intellectual stimulation would promote critical thinking and re-framing of 

problems so that employees would redefine change as opportunity and not threat. Relational trust is 

also enhanced through individualized consideration because varied capabilities and development 

needs are identified. It has been argued in the literature that transformational leadership is especially 

potent when the change is large or discontinuous and that emotional involvement and value 

congruence are the determining factors when it comes to adaptive behaviors. 

 

2.2. Transactional Leadership Framework 

Transactional leadership theory focuses on planned interactions between leaders and 

followers whereby compliance and performance are controlled by use of contingent rewards, 

corrective measures and monitoring systems. This model is generally considered to be helpful in 

ensuring efficiency in operations, role definition, and consistency of processes. Nevertheless, it is not 

as effective in the context of change-intensive situations, which is a topic of scholarly discussion. 

Whereas transactional processes are helpful in stabilizing performance during the transitional stages, 

overdependence on control based practices might discourage experimentation, intrinsic motivation 

and proactive problem solving. The studies show that transactional leadership has got a positive 

contribution with complementary behavioral approaches such as relational or visionary, and 

therefore, the application of the exchange-driven leadership in pure situations might be too 

ineffective in instances that require innovation or change of culture. Therefore, transactional 

leadership has been construed as one that is supportive and not central in dynamic change 

environments. 
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2.3. Laissez-Faire Leadership Dynamics 

Laissez-faire leadership is a non interventionist style of leadership involving less direction, 

delegation in decision-making, and low levels of supervisory effect. This style is mostly linked in the 

organizational research to role uncertainties, loss of coordination and lack of accountability especially 

when the time is characterized by uncertainty or structural shift. The lack of leadership guidance in 

the context of change can also exacerbate the cognitive and emotional stress that employees 

experience, causing lack of confidence in strategic priorities. Despite the possible advantages of 

autonomy and decentralization in highly skilled work teams or self-regulated teams, evidence in the 

literature cautions that laissez-faire inclinations can typically jeopardize group integrity and slow 

adaptive reactions. As a result, this leadership approach is often associated with less effectiveness of 

change, particularly when an organization needs to be talked to, settle disputes, and use resources 

properly. 

 

2.4. Resistance and Change Acceptance Models 

Modern theories of resistance and the acceptance of changes redefine resistance by humans on 

the part of their employees as a logical, information-processing reaction and not an action that is 

simply opposing. The models of cognitive evaluation underline that the change initiatives should be 

evaluated by the people according to the perception of fairness, procedural justice, credibility of the 

leadership, and transparency in the communication process. Resistance can thus be an indication of 

uncertainty which is not resolved, misalignment of incentives or lack of trust and not an expressed 

opposition. Participatory decision processes, consistent messaging, and perceived organizational 

support are very strong influencers of acceptance mechanisms. Confidence towards the leadership 

becomes a critical mediating variable in both emotional responses and behavioral adjustment. The 

literature also indicates that successful leaders will work proactively to overcome opposition by 

promoting discussions, explaining the logic, and promoting psychological safety that will eventually 

turn opposition to positive feedback that may improve change designing and implementation. 

 

3. METHODOLOGY 

3.1. Research Design 

The design used in the study is a quantitative, cross-sectional research design that focused 

more on a structured survey tool in order to investigate the relationships among leadership 

behaviors, employee engagement, and perceived organizational change outcomes. The design was 

chosen because it provided standardization of measurements, statistical comparability, and inference 

that can be generalized between organizational settings that are heterogeneous. The survey tool was 

designed in a step-by-step procedure with theoretical background, operationalization of the 

constructs, and minimization of the items. The four dimensions of leadership established, 

transformational, transactional, and laissez-faire behaviors, were converted into measurable 

outcomes based on validated working scales using those previously empirically tested. The 

operationalization of employee engagement and perceived change effectiveness was also based on 

psychometrically tested measures of the cognitive, emotional, and behavioral elements. In order to 

achieve the validity of the content and clarity, the instrument was reviewed by the professionals and 
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the pilot tested, where the questionable or redundant questions were to be corrected before the new 

questionnaire was put into full use. The focus of data collection was on employee representatives of 

various organizations that relate to different sectors, functional areas, and levels of the hierarchy, 

which increases the variability and minimizes the bias that might come with consideration of 

particular context. The use of cross sectional design made it possible to capture perceptions 

effectively as change initiatives are going on, or as they have just taken place, which is a 

representation of real organizational dynamics. As a quantitative measure, the survey used Likert 

type of response format to measure the attitude and behavioral measurements that could be 

subjected to multivariate analysis. Anonymity and voluntary response were highlighted with the aim 

of reducing bias in effect of social desirability and to elicit honest replies. Besides, the procedural 

remedies were also taken to minimize common method variance; this was done by use of neutral 

wording, random-item-ordering, and separation of predictor and outcome constructs. The structured 

survey design gave a uniform method of analysing latent constructs and at the same time 

accommodated the use of statistical analysis methods that included correlation, regression and factor 

analysis. The research design allowed conducting rigorous empirical evaluation of how leadership 

drives employee engagement and the perceived change success by giving priority to measurement 

reliability, construct validity, and sampling diversity. In general, the design made sense considering 

the purpose of the study to determine systematic patterns and not individual organizational stories 

and therefore the analytical strength and interpretive credibility. 

 

3.2. Analytical Variables 

 
Fig 2 - Analytical Variables 

 

3.2.1. Leadership Style Index (LSI) 

The Leadership Style Index (LSI) is a composite analytical variable that aims at measuring 

leadership behaviors perceived in the organizational setting. This index takes a combination of a 

variety of items on surveys that reflect dimensions related to transformational, transactional, and 

laissez-faire leadership patterns. With a combination of these behavioral measures into a single 

metric, the LSI facilitates a systematic comparison of the team leadership tendencies and the 

organizational unit. The construct indicates the cognitive assessments made by the employees of the 

behavior of the leader, communication style, motivational behavior and the involvement in decision-

making. When LSI values are higher, there is generally more evidence of supportive, vision-oriented, 



  

 
 

ISSN: 3071-5636 
PP: 01-14. 

 

---------------- 
The Influence of Leadership Styles on Organizational Change 

Ritu Agarwal 

   8 

and proactive leaders, but lower values could imply a passive leader or a control-dominant leader. 

The index forms a significant predictor variable to use in studying leadership impact on change-

related outcome. 

 

3.2.2. Change Effectiveness Score (CES) 

Change Effectiveness Score (CES) is a survey that assesses how successful and impactful to an 

organization used change initiatives are perceived to be. This variable will represent the evaluation of 

change clarity, operational smoothness, goal achievement, and operational enhancement by the 

employees. CES will include both an outcome- and a process-based way of evaluation, and these 

domains will consist of communication effectiveness, minimization of disruption and perceived 

value creation. High CES values are usually associated with the fact that change interventions are 

considered to be strategically oriented, effectively managed, and positive in terms of performance in 

organizations. On the other hand, reduced scores can be an indication of opposition, inaccurateness, 

or shortcomings of the execution. Being a dependent variable, CES enables empirical research on the 

role played by leadership behaviors and employee characteristics in promoting the effectiveness of 

change. 

 

3.2.3. Employee Adaptability Measure (EAM) 

Employee Adaptability Measure (EAM) measures the level to which individuals portray 

cognitive and learning orientation as well as behavioural modification in an organizational transition. 

The variable is the willingness of the employees to adapt to the new processes, technologies or 

structural changes without undermining performance. EAM includes psychological strength, 

openness to transformation, and flexibility in solving problems in the event of uncertainty. Greater 

EAM value is normally comprised of positive change attitudes, quicker acquisition of skills, and less 

resistance behaviour. Reduced adaptability scores can either reflect an avoidance of ambiguity or 

stress sensitivity, or reflect a desire to stick with routine predictability. The measure is used as a 

result variable as well as a mediating variable between the leadership style and perceived change 

effectiveness. 

 

3.3. Conceptual Model 

According to the conceptual model, Change Effectiveness Score (CES) is was a functional 

consequence that is influenced by the construct of a set of interrelated organizational and behavior 

variables, namely Leadership Style Index (LSI), Communication quality, Trust in leadership, and 

Employee Adaptability. Normal languagewise, the model suggests that perceived change success 

does not happen as a result of one factor but due to combined effect of leadership behaviors and 

people-oriented dynamics. Leadership Style Index is a primary explanatory variable which shows 

how employees perceive leadership behavior, direction and motivation practice in an attempt to 

change initiatives. Leadership behaviors, however are not presupposed to work in isolation. Their 

forces are mediated and affirmed by informational communication mechanisms which regulate the 

clarification of information, consistency of message and participatory communication. Good 

communication minimizes doubts, harmonizes expectations, and enhances cognitive knowledge of 
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change goals among employees. Trust is a crucial process of relations work within the framework 

since it is how the employees are confident that the leadership is credible and fair and makes 

decisions without bias. It is postulated that high levels of trust would lower levels of psychological 

resistance and increase susceptibility to organizational change. At the same time, Employee 

Adaptability underlines personal differences of cognitive flexibility, resilience, and motivation of 

change to new structures or processes. Adaptability has been conceptualized as a direct factor in the 

effectiveness of change and a variable that depends on the practices of leaders and communication. 

Overall, the model describes that CES is higher as the leadership behaviours are perceived to be 

supportive and visionary, when there are transparent and timely communication, when there are 

strong trust relationships, and when employees have adaptive capacities. On the other hand, any 

such weaknesses in these variables can undermine the results of change. The functional framing is 

based on the interaction, as opposed to linear causality where change performance is as a result of a 

systemic alignment of the effects of leadership, information transparency, relational confidence, and 

adaptive behaviour within the organizational environment. 

 

3.4. Data Analysis Techniques 

The regression model and correlation analysis were used as complementary statistic methods 

to analyze the connections among the leadership dimensions and indicators of organizational change 

in the study. Correlation analysis was used as a preliminary exploratory method to evaluate the 

validity and strength of values between the key analysis variables such as Leadership Style Index 

(LSI), Change Effectiveness Score (CES), Communication quality, Trust, and Employee Adaptability. 

Through calculation of correlation coefficients, it was determined by the analysis whether variables 

had positive, negative, or insignificant relationships and thus provided initial information regarding 

how the predictive pattern could be. This was especially useful in the detection of the risk of 

multicollinearity, the assessment of construct coherence, and future modeling choices. Regression 

estimation was used to measure the predictive and explanatory relationships in the conceptual 

framework. The use of multiple regression analysis also allowed estimating the degree to which the 

change in CES could be statistically accounted by the independent variables, i.e., LSI, 

Communication, Trust and Adaptability. The regression methodology offered quanthitative 

estimates of the effect of variables in the form of standardized coefficients in which the relative 

significance of predictors can be compared. Also, regression diagnostics were added to verify the 

assumptions of the model such as the assumptions of linearity, homoscedasticity, residual normality, 

and error independence. Such steps took care of the analytical reliability and reduced inferential 

distortions. The concurrent application of the correlation and regression methods enhanced the rigor 

of the analysis by separating the simple association and arranged predictive effects. Whereas 

correlation measured tendencies of relationships without stating causality, regression analysis 

measured directional effects under conditions of control. This methodological combination helped to 

perform strong interpretation of leadership influences on perceived change outcomes and make the 

identification of statistically significant determinants. All in all, the data analysis plan followed the 

purpose of the study that was to reveal the distributable patterns, test theoretical associations, and 
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come up with empirically based arguments on the topic of leadership behaviors and change 

dynamics of effectiveness. 

 

4. RESULTS AND DISCUSSION 

4.1. Observational Insights 

The empirical research data indicates that change transformational leadership shows the most 

significant positive correlation to perceived change effectiveness of all the dimensions of leadership 

that were tested. It can be inferred based on this observation that the leadership behaviors that are 

defined in terms of vision articulation, motivational inspiration, intellectual stimulation, and 

individualized consideration are the decisive ones in influencing the responses of employees when 

organizations undergo transition. The growth of change initiatives seems to be more responsive in 

the case when leaders effectively convey a sense of coherence in future direction, promote problem-

solving, and behave sensitively to personal issues as well. These actions probably minimise cognitive 

insecurities and develop psychological involvement, thus enhancing change success perceptions. 

Conversely, leadership styles that are mainly based on transactional processes or inactive decision 

styles display relatively lower correlations with indicators of change efficacy. One of the key points 

that have become apparent as a result of the analysis is the mediating role of communication clarity 

and trust in leadership. The quality of communication is a critical precondition of interpreting the 

behaviors of leadership especially in change process that is very uncertain. Understanding, proactive 

and explicit communication can help in curbing uncertainty on organizational goals, changes in 

procedures and performance requirements. As soon as workers get the idea of why and what change 

will bring and the expected results, the level of resistance decreases, and cooperative attitudes grow. 

Trust is as much an effective relational system that enhances the confidence of employees in the 

credibility of their leaders and integrity. The positive effects of transformational leadership seem to 

be maximized in high trust environments as it appears to increase levels of acceptance, minimize 

cynicism, and improve group cohesion. The correlation of these variables suggests that the 

effectiveness of leadership in the context of change does not entirely rely on the style of behavior, but 

also on the informational transparency and the relational confidence. Transformation leadership also 

has the most significant impact when it is instilled by an ongoing presence of communication, as well 

as trust-building dynamism. On the other hand, leadership can be diminished by the lack of 

communication or even trust (even in the instance of transformational behaviors). These observations 

support the systemic aspect of change efficacy, and reveal how the actions of leadership, the manner 

in which communication processes and employee perception interrelate in adaptation contexts 

within organizations. 
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4.2. Comparative Leadership Impact 

Table 1: Comparative Leadership Impact 

Leadership Style Positive Change Outcomes Neutral Outcomes Negative Outcomes 

Transformational 68% 22% 10% 

Transactional 46% 34% 20% 

Laissez-Faire 21% 39% 40% 

 

 
Fig 3 - Comparative Leadership Impact 

 

4.2.1. Transformational Leadership 

Transformational leadership has the greatest percentage of positive change results, at 68 

percent of the respondents reported having positive perceptions when it comes to change 

effectiveness. This positive distribution with dominance implies that vision-oriented leadership 

behaviors are a great boost to acceptance and engagement of the employees in the process of 

organizational change. Leaders who are able to give strategic direction, intellectual stimulation and 

show concern over the individual developmental needs of the staff seems to create psychological 

alignment and intrinsic motivation. This fact is further supported by the relatively low percent of the 

negative outcomes (10) which proves that transformational leadership lowers the resistance and 

concerns including uncertainty. The average scores of the neutral (22) can be due to other contextual 

influences like organizational culture or limitations of implementation, instead of management 

weaknesses. On the whole, the results support the theoretical statement that transformational 

leadership is most likely to support effective change programs. 

 

4.2.2. Transactional Leadership 

The allocation of the outcomes is more balanced in transactional leadership, as 46% of the 

respondents gave the positive, 34% the neutral, and 20% negative responses. The trend suggests that 

contingent reward systems and performance control measures help in maintaining the system and 

clarity in role but they are somewhat unsuccessful in circumstances where change is an imminent 

factor. There is a chance of positive results occurrence in those environments where procedural 

conformity and short-term performance discipline are important. Nevertheless, the fact that more 
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neutral and negative answers are provided indicates that the use of corrective feedback and 

exchange-based motivation might not be effective in meeting the cognitive and emotional needs of 

organizational change. These findings suggest that transactional leadership can be an effective 

supplementary, but not a change driver. 

 

4.2.3. Laissez-Faire Leadership 

The weakest leadership is the laissez-faire leadership where there are only 21% positive 

results and a high number of negative results (40%). Such distribution indicates the difficulties 

related to little intervention of leaders in times when strategic coordination and guidance are needed. 

The lack of active guidance, feedback, and communication probably increases the level of uncertainty 

among employees and lowers team cohesiveness. The percent of neutral reactions (39) can be 

evidence of situational tolerance in highly autonomous groups; however, the tendency in general can 

be concluded that laissez-faire leadership style does not adapt well to the subject of change. The 

results indicate the significance of leadership presence and facilitated interaction towards achieving 

smooth organizational transitions. 

 

4.3. Interpretation 

Patterns of outcomes observed are significant insight to the influence of different leadership 

styles on cognition and lead behavior of employees during organizational change. Transformational 

leadership seems to play the role of a crucial facilitator of cognitive reframing in which employees are 

able to reframe change as not being disruptive but rather as an opportunity and opening up to 

growth. Psychological safety and intrinsic motivation are promoted by leaders that convey an 

inspiring vision, promote intellectual, and offer personalised attention. This integration enhances 

emotional commitment, lessens resistance that is anchored on ambiguity and encourages adaptive 

behaviors that are in line with the organizational goals. The positive correlation between 

transformational leadership and change effectiveness thus represents both the motivational and 

perceptual processes on how the employees go through a process of transition. Transactional 

leadership, in its turn, reveals a less unconditional influence. Its focus on contingent rewards, formal 

supervision and corrective feedback promotes procedural clarity and short-term compliance which 

may be useful in keeping operations going. Nevertheless, the identical control mechanisms can limit 

the ability to be adaptable and solve problems creatively, especially when the situation demands 

experimentation or flexibility in behaviors. Although transactional leadership is able to normalize the 

performance at the initial stages of the change process, the overdependence on exchange-based 

motivation can restrain the readiness of the employees to learn new methods or disturb the 

established routine. This meaning clarifies the average relatively good results and higher rates of 

neutral events and negative results. Laissez-faire leadership, it is significantly different, and it may be 

associated with a higher level of uncertainty and performance variation. Lack of proactive guidance, 

direction of decisions and feedback systems could erode the self confidence of the employees as well 

as increase the level of ambiguity in the process of change initiatives. As the priorities cannot be 

deciphered without coordination or communication by the leadership and, thus, inconsistent 

reactions and lowered cohesion among people can be expected. All these implications underscore the 
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importance of the leadership involvement in uncertainty reduction. Generally speaking, the 

interpretation emphasizes that the level of effective leadership in change situations is determined not 

only by the authority framework but also by the mental pressure, communication behaviors, and 

relationship stability. 

 

5. CONCLUSION 

The research results support the main argument that the leadership style is a decisive variable 

that determines the way organizational change moves in both its procedural outcomes and the 

cognition, motivation and adaptive behavior of employees. Throughout the analytical framework, 

leadership behaviors proved to be important factors of perception, meaning, and implementation of 

change initiatives in organizational setups. Specifically, transformational leadership showed an 

unaffected positive correlation with change effectiveness which implies its ability to generate 

engagement, lessen resistance, and development of learning oriented reactions. Those leaders who 

are capable of expressing an attractive vision, stimulating intellect and showing a close level of 

consideration seem to be able to provide psychological prerequisites towards acceptance and 

cooperation. Through these behaviors, the employees will be able to mentally reinterpret change as 

something intentionally aimed to improve work outcomes and thus, enhance commitment and 

decrease stress caused by uncertainty. Transactional leadership, on the contrary, had more 

conditional effects. Although its focus on contingent rewards, performance monitoring and corrective 

feedback help achieve an operational stability, role clarity, its ability to support an adaptive learning 

in turbulent transitions seems to be a limiting feature. This evidence there indicates that transactional 

mechanisms can sustain the achievements of compliance and short-term efficiency although they 

might not be comprehensive enough to tackle the emotional and cognitive multifacetedness of 

organizational change. Likewise, the laissez-faire leadership demonstrated less strong correlations 

with positive outcome of the change, which was, in many cases, accompanied by the increase of the 

ambiguity, fluctuations in performance, and a lack of strategic fit. Lack of proactive leadership 

participation can destroy the confidence of its employees as well as their ability to coordinate their 

adaptation to situations where uncertainty prevails. These inferences highlight the need to have 

leadership development strategies that would not be limited to administrative competence or 

control-based supervision. Systematic development of transformational capabilities should be the 

focus of the organizations, and focus should be on vision communication, emotional intelligence, and 

behavioral flexibility. Successful leadership in change involves not only the need to have decision 

authority but also the capacity to develop trust, relate clearly in communication and help employees 

be flexible. Thus, interpersonal skills, this technique of cognitive framing, and adaptive decision-

making should be incorporated into development programs in leadership training programs. With 

these dimensions aligned through leadership development, organizations can be better resilient, 

more effective in change implementation and better at long-term performance sustainability. Finally, 

the effectiveness of leadership in times of change can be shown as a multidimensional concept with 

the combination of behavioral influence, relational trust and psychological engagement all defining 

the level of successful organizational adaptation. 
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