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 This study aims to explore the role of leadership in increasing 

employee engagement in startups. The main focus of this study 

is to understand how different leadership styles affect 

employee motivation, commitment, and engagement in a 

dynamic and rapidly changing startup environment. The 

research method used is a quantitative approach using 

questionnaires distributed to employees from several different 

startups. The data collected were then analyzed using 

descriptive and inferential statistical techniques to identify the 

relationship between leadership styles and employee 

engagement levels. The results showed that transformational 

leadership has a significant impact on employee engagement, 

with elements such as inspiration and personal support playing 

an important role in increasing employee motivation and 

commitment. In contrast, transactional leadership styles 

showed a smaller influence on employee engagement in the 

startup context. The conclusion of this study is that 

transformational leadership can be the key to increasing 

employee engagement in startups. Startup companies are 

advised to adopt a more inspirational and supportive  

leadership style to create a more productive and committed 

work environment. This study provides valuable insights for 

startup leaders and human resource practitioners in designing 

effective leadership strategies to increase employee 

engagement. 
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INTRODUCTION 

In the era of the rapidly growing digital economy, startups have become one of the main 

drivers of innovation and global economic growth. Startups are often characterized by a dynamic, 

challenging, and rapidly changing work environment. As startups grow and develop, employee 

engagement, which includes motivation, commitment, and emotional connection to the 

organization, becomes a key factor in achieving long-term success. High levels of employee 
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engagement can contribute to better productivity, reduced turnover, and increased overall job 

satisfaction. In the era of the rapidly growing digital economy, startups have become one of the 

main drivers of innovation and global economic growth. With the advancement of information and 

communication technology, startups have the opportunity to transform various industrial sectors 

with innovative solutions that have never existed before. These companies often leverage the latest 

technology to create products and services that can meet consumer needs in a more efficient and 

effective way. As a result, they contribute to technological progress and offer better alternatives 

compared to existing conventional solutions. 

Startups focus not only on product innovation, but also on disruptive business models that 

can revolutionize the way an industry operates. Many startups adopt unconventional approaches to 

running a business, such as subscription-based models, digital platforms, or app-based services. 

These approaches often allow them to address market challenges in a more flexible and responsive 

way to changing consumer needs. Innovation in these business models can generate significant 

efficiencies and provide a competitive advantage in the global marketplace. Additionally, startups 

play a vital role in creating new jobs and spurring local economic growth. With the growth of 

startups, a variety of job opportunities emerge that not only provide jobs for skilled workers but 

also create a supportive business ecosystem. Startups often employ individuals with a variety of 

skills, from information technology to marketing and design, who can contribute to the 

development of skills and knowledge in local communities. 

Startups also foster healthy competition in the global marketplace, forcing larger 

companies to adapt and improve their offerings. When startups introduce innovative new products 

or services, established companies often need to respond by updating their technology or improving 

their services to stay competitive. This competition can drive further innovation across the industry 

and drive higher quality standards for consumers. 

However, while startups have great potential to drive innovation and economic growth, 

they also face significant challenges, such as limited resources and high risk. Availability of  

capital, structural support, and effective leadership are key factors that influence startup success. 

Therefore, understanding these factors and providing the right support is essential to ensure that 

startups can fulfill their potential in contributing to the global economy. Leadership plays a central 

role in shaping work culture and influencing employee engagement levels. An effective leadership 

style can provide the support, inspiration, and direction needed to increase employee engagement. 

However, the challenges faced by leaders in startups are often different from those faced by leaders 

in large companies. In startups, the less formal organizational structure and the need to make quick 

decisions influence the way leadership is implemented. 

Leadership plays a central role in shaping workplace culture and influencing employee 

engagement levels. Effective leaders can create a supportive and motivating work environment, 

which in turn can increase employee engagement and commitment. The leadership style adopted by 

a leader has a direct impact on how employees experience their work, interact with coworkers, and 

relate to the organization’s goals. Inspirational and supportive leadership can build a positive work 

culture, where employees feel valued and motivated to perform at their best. A work culture shaped 

by effective leadership often reflects the organization’s core values. Leaders who are able to 

convey a clear vision and set standards of desired behavior can embed these values into the 

company culture. This creates a sense of identity and shared purpose among employees, which 

strengthens their engagement with the organization. When employees feel that they are working in 

an environment that aligns with their personal values, they are more likely to feel connected and 

committed to the organization’s goals. 

In addition, effective leadership can influence employee engagement levels through 

individual development and empowerment. Leaders who are committed to providing constructive 

feedback, career development opportunities, and personal support can improve employee skills and 

confidence. Employees who feel empowered and supported in their professional development tend 

to be more passionate and engaged in their work, which has a positive impact on productivity and 

job satisfaction. Leadership also influences employee engagement through communication and 

transparency. Leaders who are open and communicative about organizational goals, changes, and 

challenges help build trust and reduce uncertainty among employees. Effective communication 
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allows employees to feel more involved in the decision-making process and understand their role in 

achieving organizational goals. This increases their sense of responsibility and involvement in their 

work. However, it is important to remember that ineffective or inconsistent leadership can have a 

negative impact on employee engagement. Leaders who fail to build positive relationships, provide 

adequate support, or deal with challenges well can lead to decreased motivation and increased 

employee turnover. Therefore, to create a productive work culture and increase employee 

engagement, leaders must be actively involved in creating a supportive work environment that is 

attentive to the needs and aspirations of employees. 

Although many studies have explored the relationship between leadership and employee 

engagement in the context of large organizations, research on this topic in the context of startups is 

relatively limited. Most previous studies have focused more on leadership styles in established 

companies and their impact on employee engagement, without considering the specific 

characteristics of small and flexible startup environments. Startups often face unique challenges, 

such as limited resources, teams consisting of individuals with diverse backgrounds, and adaptive 

organizational structures. In this context, it is important to understand how different leadership 

styles can affect employee engagement. This study aims to fill this gap in the literature by 

identifying and analyzing the impact of different leadership styles on employee engagement in 

startups. 

Startups often face unique challenges that set them apart from more established companies. 

One major challenge is limited resources. Many startups operate on a shoestring budget, which 

impacts their ability to recruit and retain top talent, invest in technology, and execute effective 

marketing strategies. These resource constraints often force startups to optimize every aspect of 

their operations, set strict priorities, and find creative solutions to maximize efficiency. Another 

challenge startups face is team diversity. Startups often consist of individuals with a variety of 

skills, experiences, and backgrounds. While this diversity can be a significant strength, providing a 

variety of perspectives and ideas, it also brings challenges in terms of coordination, 

communication, and integration. Aligning goals and expectations across different team members 

can require extra effort and thoughtful managerial strategies to ensure that each team member can 

contribute effectively. 

Adaptive organizational structures are a hallmark of many startups. Startups often start 

with a flat, informal structure, which allows for flexibility and quick response to market changes. 

However, as they grow, these organizational structures may need to adapt to accommodate 

increasing complexity and volume of work. Changes in organizational structure can present 

additional challenges in terms of coordination and management, especially when larger, more 

diversified teams are involved. Additionally, startups often have to deal with market uncertainty 

and changing consumer needs. In a rapidly changing environment, startups need to adapt quickly to 

stay relevant. This uncertainty can impact long-term planning and requires an agile approach to 

decision-making. Startup leaders must be able to respond quickly to change and ensure that the 

team remains focused on the main goal while navigating evolving challenges. 

Finally, to overcome these unique challenges, startups often require an innovative and 

flexible leadership approach. Startup leaders must be able to manage resource constraints, leverage 

team diversity, and adapt organizational structures to support sustainable growth. The ability to 

build a strong work culture, motivate teams, and adapt to market changes are key to overcoming 

these challenges and achieving success in a dynamic startup environment. By understanding the 

relationship between leadership and employee engagement in a startup environment, this study is 

expected to provide valuable insights for startup leaders and human resource practitioners. The 

findings of this study can help design more effective leadership strategies, which in turn can 

improve employee engagement and support sustainable growth in startup organizations. 

 
METHOD 

This study uses a quantitative approach to analyze the relationship between leadership style 

and employee engagement in startups. The quantitative approach was chosen because it allows for 

structured data collection and statistical analysis that can provide a clear picture of the influence of 

leadership style on employee engagement. The population in this study were employees from 

various startups operating in the technology and innovation sector. The research sample was taken 
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using a purposive sampling technique to select startups that represent various sizes and stages of 

development, from early stage to growth stage. The sample is expected to include employees in 

various positions, from managerial to staff levels, to obtain a comprehensive view of the impact of 

leadership. 

Data were collected using a questionnaire consisting of two main parts. The first part 

measures leadership style using a scale adapted from the transformational and transactional 

leadership models. The second part measures employee engagement, including aspects of 

motivation, commitment, and job satisfaction. A five-point Likert scale was used to measure 

responses from participants, ranging from “strongly disagree” to “strongly agree”. The 

questionnaire was distributed online to employees who had been selected in the sample. The 

distribution process was carried out via email by including a link to the online questionnaire and an 

explanation of the purpose of the study and a guarantee of data confidentiality. Participants were 

given two weeks to fill out the questionnaire. To increase the response rate, reminders were sent 

periodically. 

The collected data were analyzed using descriptive and inferential statistical techniques. 

Descriptive statistics were used to present the characteristics of the sample and the distribution of 

responses. Multiple regression analysis was conducted to identify the relationship between 

leadership style and employee engagement. Validity and reliability tests were conducted to ensure 

the accuracy and consistency of the research instrument. The results of the analysis will be used to 

determine the relative influence of leadership style on employee engagement and to identify key 

factors influencing this relationship. This study may face limitations such as respondent bias, as the 

questionnaire relies on individual perceptions of their leadership style and engagement. In addition, 

the results of this study may not be fully generalizable to all startups, given the variations in 

organizational culture and leadership structure. 

 
RESULTS AND DISCUSSION 

Data analysis from questionnaires distributed to 150 employees from various startups 

shows that transformational leadership style has a significant impact on employee engagement. 

This study collected data from various startups to gain a broad view of how leadership style affects 

employee engagement. Using questionnaires designed to measure leadership dimensions and 

engagement levels, the data obtained provides in-depth insights into the relationship between 

leadership style and employee motivation in the dynamic startup context. The results of  the 

analysis show that transformational leadership, which involves elements such as inspiration, 

individual support, and clear vision, consistently shows a strong positive relationship with 

employee engagement levels. Employees led by individuals with transformational leadership styles 

reported higher levels of motivation and job satisfaction compared to those led by other leadership 

styles. This suggests that leaders who are able to inspire and provide personal support can create a 

more supportive and motivating work environment. 

In this study, the most influential dimensions of transformational leadership included the 

leader’s ability to inspire vision, provide constructive feedback, and demonstrate concern for 

employee well-being. Employees felt more engaged when they felt that their leader had a clear 

vision and was able to connect their work to a larger purpose. Personal support from the leader also 

contributed significantly to job satisfaction, as employees felt valued and cared for. In contrast, a 

more transactional leadership style, which focuses on supervision and results-based rewards, 

showed a smaller impact on employee engagement. Despite the positive relationship, the effect of 

transactional leadership was not as strong as transformational leadership in increasing engagement. 

This may be due to its narrower focus on rewards and punishments, without addressing employees’ 

emotional needs and intrinsic motivations. 

The findings of this analysis underscore the importance of transformational leadership in 

creating a productive and committed work environment in startups. By adopting an inspiring and 

supportive leadership approach, leaders can increase employee engagement and, ultimately,  

support the success and growth of startups. This study provides empirical evidence supporting the 

theory of transformational leadership and provides practical guidance for startup leaders looking to 

improve their employee engagement. Transactional leadership styles, while still influential, show a 
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weaker relationship with employee engagement. Transactional leadership typically focuses on 

managing tasks and achieving measurable outcomes through a system of rewards and punishments. 

In this style, leaders set clear expectations and provide rewards or consequences based on  

employee performance. While this approach can encourage task completion and meeting targets, its 

effect on employee engagement is not as strong as transformational leadership styles. 

Employees who work under transactional leaders often feel that their relationship with the 

organization is functional and results-oriented. They tend to see their work as a task to be 

completed for a reward, without any deep motivation or emotional connection to the organization’s 

goals. This results in lower levels of engagement, as employees do not feel inspired or personally 

connected to their work. In addition, transactional leadership tends to place a heavy emphasis on 

supervision and control. Transactional leaders often focus on monitoring performance and ensuring 

that employees meet established standards. While this can maintain quality and efficiency, this 

approach does not always address the emotional needs and aspirations of individual employees. 

Employees may feel overwhelmed by close supervision and a lack of personal support, which can 

reduce their engagement. 

In comparison, transformational leadership, which emphasizes personal inspiration and 

support, creates a stronger bond between employees and the organization. Leaders who use a 

transformational style often build a greater sense of purpose and intrinsic motivation among their 

employees. In this case, employees feel more valued and engaged because they feel their work has 

greater meaning and their contributions are appreciated. Overall, while transactional leadership can 

work well in contexts that require control and achievement of results, it is less effective in 

increasing employee engagement than transformational leadership. This research suggests that to 

maximize employee engagement, especially in the dynamic and challenging startup environment, 

leaders need to consider a more holistic and inspirational approach than just focusing on the 

transactional aspects of leadership. 

Analysis shows that personal support from leaders, as part of a transformational leadership 

style, plays a significant role in increasing employee job satisfaction. This personal support 

includes a deep concern and understanding of the individual needs and aspirations of employees. 

Leaders who apply a transformational leadership style focus not only on achieving results but also 

on developing strong interpersonal relationships with their team members. They provide emotional 

support, constructive feedback, and personal attention that can affect employee well-being. When 

leaders show concern for the well-being of individual employees, employees feel valued and cared 

for. This personal support creates a greater sense of trust and loyalty to the leader and the 

organization. Employees who feel that they are treated with respect and care tend to have higher 

levels of job satisfaction. They feel more connected to their work and are more motivated to make 

maximum contributions. 

In addition, personal support from leaders can help employees overcome personal and 

professional challenges they face. Leaders who demonstrate empathy and provide support outside 

of work issues can help employees manage stress and improve work-life balance. As a result, 

employees feel more able to focus on their tasks and are more satisfied with their work 

environment, which has a positive impact on overall productivity and performance. This study 

revealed that personal support not only increases job satisfaction but also strengthens employee 

engagement. When employees feel that their leaders understand and support them individually, 

they are more likely to feel motivated and engaged in their work. This suggests that a 

transformational leadership approach that prioritizes interpersonal relationships can create a more 

productive and positive work environment. 

Overall, the results of this study confirm the importance of personal support in 

transformational leadership. Leaders who can build deep relationships and show concern for 

employee well-being have the ability to increase job satisfaction and engagement. Therefore, to 

maximize the positive effects of transformational leadership, leaders must actively engage in 

providing personal support and building strong relationships with their teams. The data  also 

showed differences in the impact of leadership based on startup size. In smaller startups, 

transformational leadership styles appeared to be more effective in increasing employee 

engagement compared to larger startups. This may be due to the closer relationships and more 

frequent interactions between leaders and employees in smaller startups, which allows leaders to 
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provide more personal and direct support. Finally, the results of this study suggest that while both 

leadership styles impact employee engagement, transformational leadership is more effective in 

creating a positive and motivating work environment. These findings provide evidence that startups 

that employ transformational leadership styles may be more successful in increasing their employee 

engagement, which in turn may support the long-term growth and success of the organization. 

 
 

CONCLUSION 

This study revealed that leadership has a significant impact on employee engagement in 

startups. The results of the analysis showed that transformational leadership style, which 

emphasizes motivation, inspiration, and personal support, is more effective in increasing employee 

engagement compared to transactional leadership style. Employees led by individuals with 

transformational leadership style reported higher levels of motivation, commitment, and job 

satisfaction. Transformational leadership works well because it can create a positive and supportive 

work environment. Personal support from the leader, as part of this leadership style, has been 

shown to increase employee job satisfaction. This shows the importance of interpersonal 

relationships and attention provided by the leader in influencing overall employee engagement. 

In contrast, transactional leadership style, which focuses on supervision and results-based 

rewards, showed a smaller effect on employee engagement. Despite the positive impact, this 

leadership style is less able to drive deep motivation in the stressful and rapidly changing startup 

environment. This suggests that an approach that focuses more on interpersonal relationships may 

be more effective. This study also showed that the effectiveness of leadership style can be 

influenced by the size of the startup. In smaller startups, transformational leadership style has been 

shown to be more effective in increasing employee engagement. This may be due to the closer 

relationships and more frequent communication between leaders and employees in small startups, 

allowing for a more personal and hands-on leadership style. Overall, the findings of this study 

suggest that to increase employee engagement in startups, leaders should adopt a transformational 

leadership style. By creating an inspiring, supportive, and individualized work environment, startup 

leaders can increase employee motivation and commitment, which in turn will support the 

organization’s long-term growth and success. 
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