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ABSTRACT: 

Employee engagement has become an essential component for corporate success and excellence in today's 

competitive business world. Transformational Leaders encourage greater participation in the work as a result of 

their subordinates, leading in increased efficiency and, total employee satisfaction improves. For any 

organization's success, both leadership and engagement are important. Employee engagement is one of the most 

studied topics and so is Leadership. However, together their relationship has not been explored much specially 

with respect to mediating effect of culture and OCB. This review paper aims to improve our understanding of 

the relationship between transformational leadership style and Employee involvement with mediating effect of 

culture and OCB by doing a systematic literature review. 34 articles were selected for examination following 

careful screening through databases like Google Scholar, EBSCO Host, and J Gate. Key terms and empirical 

studies were inclusion criteria, and using a research publication from the year 2000 as the exclusion criteria. The 

researchers have also noted the study's constraints and potential future research areas. The findings emphasised 

the need for additional research into how all of these variables interact in aviation and other industries. 

 Keywords: Transformational Leadership, Employee Engagement, OCB, Culture, Literature review. 

1. INTRODUCTION 

Organisation is a human grouping and human 

resource is the most important resource for any 

organisation. Therefore, no organisation can 

afford to ignore the importance of human wealth. 

With time, the complexities of organisation and 

the environment in which organisation is 

functioning are increasing manifold, leading to 

enhanced focus on Transformational Leadership 

and Engaged Workforce. Transformational 

leadership is associated with employee 

engagement in a variety of companies, ranging 

from service organizations (Hoon Song et al., 

2012; Vincent-Hoper et al., 2012). According to 

several studies, transformational leadership, 

which includes coaching, constructive feedback, 

and individualised support, is a crucial factor in 

improving employee engagement (Beevaart and 

Bakker, 2017; Beevaart et al., 2014; Zhu et al., 

2009). Furthermore, transformational leadership 

is seen as an important job resource because it 

provides social support, which is linked to 

employee engagement (Hakanen et al., 2006). As 

a result, factors such as transformational 

leadership should be considered and further 

investigated, as transformational leaders aim to 

foster employee engagement to bring the 

organisation closer to its desired vision (Schaufeli 

et al., 2006; Scahufeli and Bakker, 2004; Bakker 

and Leiter, 2010), and who would bring better 

financial performance (Harter et al., 2002). 
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Turnover and burnout are quite common in the 

airline business, which is costly to the carriers 

(Chen and Chen, 2012; Xanthopoulou et al., 

2008). Employee engagement is a desirable goal 

for every airline since it is an emotional 

motivating measure of work-related well-being 

(Xanthopoulou et al., 2008), which has an 

opposite relation with both burnout and turnover 

(Saks, 2006; Maslach et al., 2001; Chen and 

Chen, 2012). Few research, however, have looked 

at the factors that influence work engagement 

among airline personnel (Chen and Chen, 2012; 

Xanthopoulou et al., 2008). As previously stated, 

evidence suggests that transformational 

leadership is a strong predictor of employee 

engagement (Besieux et al., 2015; Zhu et al., 

2009; Kopperud et al., 2014), still there is very 

limited research relating the two in context of 

Airline industry. In this regard, it is claimed that 

there is little study on employee engagement in 

the airline business (Xanthopoulou et al., 2008), 

hence the current paper is important since it tries 

to explore this idea in order to acquire a better 

knowledge of the issue. Furthermore, much of the 

research on the positive impact of 

transformational leadership on employee 

engagement has concentrated on the health sector 

(Avolio et al., 2004), education (Hakanen et al., 

2006; Beevaart and Baaker, 2017), financial 

services (Kopperud et al., 2014; Besieux et al., 

2015), and consulting firms (Tims et al., 2011). 

The research paper seeks to build on and extend 

previous studies that demonstrate a beneficial 

association between Transformational leadership 

and employee engagement, but in a different 

environment and with mediating effect of Culture 

and Organisational Citizenship Behaviour. Thus, 

this work tries to go beyond previous research and 

provide practical implications for airline 

management in particular and to see how 

transformational leadership affects employee 

engagement in the aviation industry. 

Table 1 lists the study variables and their 

definitions as provided in the literature. 

 

Table 1 Variables included in the study and their Definitions. 

Variable Definition Components Source 

Transformational 

Leadership (TL) 

(Independent 

Variable) 

Transformational leaders strive and 

accomplish in raising the awareness of 

their colleagues, subordinates, 

followers, clients, or constituencies 

about vital aspects. 

- Idealised Influence 

- Inspirational 

Motivation 

- Intellectual 

Stimulation 

- Individualized 

Consideration 

Bernard Bass 

et al.,1985 

Employee 

Engagement (EE) 

(Dependent 

Variable) 

Engagement is a good outcome, 

rewarding mental state associated with 

work that is best described by vigour, 

dedication, and absorption. 

- Absorption 

- Vigour 

- Dedication 

Schaufeli et al. 

2002 

Organisational 

Citizenship 

Behaviour (OCB) 

(Mediating Variable) 

Individual behaviour that is voluntary, 

not explicitly or implicitly recognised 

by the formal reward system, and that 

fosters the effective performance of the 

organization is referred to as OCB. 

- Altruism 

- Conscientiousness 

- Sportsmanship 

- Courtesy 

- Civic Virtue 

Organ, 1997 
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Culture (C) 

(Mediating Variable) 

Culture is a common coding of the 

human mind acquired throughout life 

that is conveyed by members of one 

group as opposed to another. 

- Power Distance 

Index 

- Individualism vs. 

Collectivism 

- Masculinity vs. 

Feminity 

- Long vs. Short Term 

Orientation 

- Indulgence vs. 

Restraint 

- Uncertainty 

Avoidance Index 

Hofstede,1978

. 

 

1.1 Transformational Leadership 

 "Leadership is one of the most studied and 

least understood phenomena on earth," says 

leadership theorist James McGregor Burns. 

The ability to influence, modify, and exercise 

control over the behaviour of others in a 

group is referred to as leadership. 

Various approaches to the concept of 

leadership have been investigated, each 

providing different definitions and 

consequences for the issue of leadership 

effectiveness and role in a changing 

complicated business environment (Tal.D, 

Gordon.A, 2016). Overall, two types of 

leadership styles, "transactional" and 

"transformational" leadership styles have 

been identified (Burns, 1978).  

 

LEADERSHIP STYLES

TRANSFORMATIONAL

LEADERSHIP

TRANSACTIONAL

LEADERSHIP
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"Transactional Leadership" refers to a 

leadership-follower interaction that includes 

contingent compensation and management-

by-exception (Rafferty and Griffin, 2004). 

Transformational leaders, according to 

McCloskey, "help followers see the vision so 

clearly and passionately embrace the ideals 

that they move themselves to persistent, even 

sacrificial extra mile endeavour as a way of 

life." 

James McGregor Burns coined the term 

"transformational leader" in 1978. Industrial 

psychologist Dr. Bernard Bass, has followed 

and expanded on his work. According to Bass 

(1985), transformational leadership has an 

additive effect on followers by "making them 

more aware of the importance of task 

outcomes, inducing them to transcend their 

own self-interests for the sake of the 

organisations or team, and activating their 

higher order needs". Among the numerous 

leadership styles, transformational leadership 

is frequently cited as one of the most 

desirable. Organizations are undergoing 

significant changes in this era of increasing 

disruption. Transformational leaders are 

needed in today's world, which are capable of 

handling complicated issues and persuading 

followers to perform above expectations by 

changing their behaviour (McKinsey 

Quarterly). 

The four sub-dimensions of 

transformational leadership were 

highlighted by Bass when he 

conceptualised 4Is. 

Devi & Narayanamma (2016) define these 

sub dimensions as follows: 

 

 

1. Idealized influence:  The extent to which 

a leader serves as a role model for his or her 

followers. 

2. Inspirational motivation: Encourage 

followers to step outside of their comfort 

zones, express hope about future goals, and 

give purpose to the task at hand. 

TRANSFORMATIONAL 
LEADERSHIP

IDEALIZED INFLUENCE

INSPIRATIONAL 
MOTIVATION

INTELLECTUAL 
STIMULATION

INDIVIDUALIZED 
CONSIDERATION
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3. Intellectual stimulation: encouraging 

followers to be innovative and creative and 

never publicly criticising followers for their 

failures. 

4. Individualized consideration: The level 

to which the leader attends to each follower's 

needs, acts as a guide or coach to the 

follower, and pays attention to the follower's 

concerns and needs. 

1.2 Employee Engagement 

Kahn published the first scholarly essay on 

Engagement in 1990. Kahn (1990) defined 

engagement as the tying of organisation 

members' selves to their work roles; in 

commitment, employees utilize and assert 

themselves physiologically, intellectually, 

and affectively during role performances. 

Therefore, engaged employees put in a lot of 

effort because they care about their jobs. 

Employees who are totally engaged are fully 

present and use their entire self to promote 

their role performance in an integrated and 

focused manner. 

Employee Engagement, as defined by 

Schaufeli et al. (2002) as having three 

components: vigour, dedication, and 

absorption.  

 

1. Absorption 

is defined as the employee giving his job his 

undivided attention. Absorption refers to an 

employee who is so absorbed in his or her 

work that time flies by and it is impossible to 

separate from it. Absorption entails focus and 

engrossment in other people's work, which 

renders time intangible, and being removed 

from the task poses some challenges for them 

(Gonzalez-Roma et al., 2006; Liorens et al., 

2007).  

2. Vigour  

Another aspect of work engagement is 

Vigour, which implies a high level of energy 

and mental resilience while working. The 

vigour part of engagement is concerned with 

the employee's stimulating and energetic 

experience at work. There is also a 

determined investment in the actual work, as 

well as high levels of perseverance even in 

the face of adversity (Schaufeli and Bakker, 

2004).  

3. Dedication  

The third dimension is Dedication, which 

refers to a sense of purpose, enthusiasm, 

inspiration, pride, and challenge (Schaufeli 

EMPLOYEE 
ENGAGEMENT

ABSORPTION

VIGOUR

DEDICATION
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and Bakker, 2010). This aspect can be seen 

when a person is deeply involved in his or her 

job (Brown, 1996). Dedication shares many 

characteristics with job involvement, which 

is defined as the degree of attachment to and 

identification with one's job. Employees' 

dedication, commitment, and interest in the 

job are all aspects of dedication. 

Employee engagement has become critical in 

today's pandemic condition. In this current 

state of VUCA world, assuming the top 

position without the support of your 

colleagues would be a fool's errand. In this 

ever changing, dynamic time, 

organizations understand that engaged 

employees are critical to their success.. To 

increase employee engagement during 

difficult times, organisations should make 

more efforts to make employees feel that 

their organisation is genuinely interested in 

them (Robertson, 2012).  

The transformational leadership style has 

many characteristics that make its application 

in the workplace an ideal environment for 

employee engagement (Gaan & Bhoon, 

2012). 

Transformational leaders create rich and 

meaningful opportunities for their employees 

by identifying areas of growth and potential 

that other leadership styles do not (Bommer, 

Rich, & Rubin, 2005). When Macey and 

Schneider (2008) first linked 

transformational leadership and employee 

engagement, they hypothesised that the two 

were positively related. However, it was not 

until Zhu, Avolio, and Walumbwa (2009) 

investigated the relationship between the two 

that a positive correlation, along with the 

characteristics of self-efficacy, hope, 

optimism, resilience, and self-monitoring, 

was discovered (Li, 2016). Transformational 

leadership is now recognised as a catalyst for 

employee engagement in the workplace, with 

organisational commitment, trust, and goal 

attainment among its best attributes among 

employees (Albrecht, 2010). 

In today’s world, where complexities are 

touching the skies and disruption has become 

a normal thing, employee engagement has 

become massively difficult to attain, maintain 

and retain. When situation is this much 

demanding then it is the leader at the helm of 

affairs that comes to prominence. And with 

Transformational Leader, engagement levels 

can be attained, maintained and retained.  

1.3 Culture 

Organizational culture is a set of important 

understandings shared by all members of the 

organisation, such as norms, values, attitudes, 

and beliefs (Stoner et al., 1996). Each 

organisation has a distinct culture, allowing it 

to be distinguished from one another. In an 

organisation, culture will push people to act 

in a certain way. Employees' activities, 

whether they work, how they interpret work, 

collaborate with co-workers, or how they 

perceive the future, are all influenced by 

culture (Gibson et al., 1973). Culture is a 

complex combination of assumptions, 

behaviours, values, beliefs, and order that 

pervades an organisation and has an impact 

on it. Organizational culture is defined as a 

hypothetical model produced, discovered, or 

built for a certain circle for the aim of 

research in order to solve external and 

internal party orientation difficulties (Schein, 

2016).  

1.4 Organisational Citizenship 

Behaviour (OCB) 

Chester Barnard introduced the concept of 

Organizational Citizenship Behaviour (OCB) 

as the willingness of individuals in 

organisations to collaborate (Harper, 2015). 
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Organizational Citizenship Behaviour can be 

defined as individual and discretionary acts 

that promote the organization's proper 

functioning but are not recognised directly or 

explicitly by the organization's formal reward 

system (Organ, 1997). 

OCBs are made up of five components: 

conscientiousness, sportsmanship, civic 

virtue, altruism and courtesy. OCB research 

has evolved gradually, resulting in a diverse 

range of OCB as Predictor, mediator, and 

outcome factors form a nomological network. 

The behavioural elements of OCB are not 

founded in theory or construct since the 

variables of OCB are not. It is not a construct, 

but rather a collection of behaviours that 

belong together. Altruism and generalised 

compliance were identified by Smith et al. 

(1983), which were updated by organ (1988), 

and included altruism, conscientiousness, 

sportsmanship, courtesy, and civic virtue. 

Podsakoff, MacKenzie, Moorman, and Fetter 

(1990) operationalised these dimensions, 

which have since been used to quantify OCB 

in a variety of research (Podsakoff, 

Mackenzie, & Bommer, 1996; Van Dyne et 

al., 1994). Morrison (1994) proposed 

sportsmanship and participation dimensions, 

which comprised elements of Organ's 

sportsmanship and civic virtue dimensions. 

The huge number of constructs reflects the 

importance and widespread interest in 

organisational citizenship research. 

1.5  AVIATION INDUSTRY 

In present times, India's civil aviation 

industry has emerged as one of the country's 

fastest growing industries. India has 

surpassed the United Kingdom to become the 

world's third largest domestic aviation 

market, and it is expected to overtake it as the 

world's third largest air passenger market by 

2024. (www.ibef.org.).  

Unfortunately, the Indian aviation sector is 

plagued by a slew of issues. Reasons include 

high aviation turbine fuel prices, rising labour 

costs and a scarcity of skilled labour, rapid 

fleet expansion, and intense price 

competition among the entities. However, the 

significant issue that represents a challenge 

for India's aviation sector is a lack of 

infrastructure, which must be rapidly 

increased. Because there is a shortage of 

trained and skilled workers in the aviation 

industry, there is fierce competition for 

employees, driving wages to unsustainable 

levels. Furthermore, the industry is unable to 

retain talented employees (Rajendran.R, 

Dharan.S, 2018). According to the literature 

on aviation management, a multi-cultural 

workplace, such as the airline business, 

necessitates strong leadership approaches to 

meet the needs of its culturally diverse 

workforce. Transformational leadership is a 

type of leadership that has a long-term impact 

on the workforce because it tries to inspire, 

encourage, and bring out the best in people 

regardless of cultural background, authority, 

or power distance. To put it another way, the 

aviation sector need leaders with the 

necessary abilities and behaviours to 

effectively manage such a varied workforce. 

Transformational leadership provides a 

highly supportive and motivating work 

atmosphere in which leaders serve as sources 

of inspiration for their followers and these 

followers, regardless of their status, are given 

the opportunity to actively participate in 

decision-making (Brito Neto, 2014). In 

addition, given the multicultural 

environment, airlines should focus on better 

understanding the interaction between 

leaders and employees in order to improve 

performance. In a competitive and vulnerable 

industry like the aviation industry, 

transformational leadership would help an 

organisation succeed. Klein (2012) further 
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claims that firms that generate great results as 

a result of their employee-related policies are 

particularly impressive based on the belief 

that if you take care of your people, the needs 

of the stakeholders will be met in the long 

term. Therefore, there is evident need to 

study the Transformational Leadership in 

Indian Airline Industry to get engaged 

workforce with the mediating effect of OCB 

and Culture. The pressing issues make it very 

important to come up with some solutions in 

Indian context of Aviation Industry and that’s 

where this study gains its edge. 

2. METHOD 

 

2.1 Literature Search 

To find the pertinent published research 

articles establishing the relationship between 

transformational leadership, employee 

engagement, the mediating role of culture, 

and OCB, researcher conducted a thorough 

literature search. Between May 1 and May 

15, 2022, the researcher did an electronic 

database search. EBSCO host, J-GATE, and 

Google Scholar, were thoroughly scanned. 

“Employee Engagement”, “Transformational 

Leadership”, “Culture”, “Organisational 

Citizenship Behaviour”, and “Aviation” were 

the terms we used in our study and were 

either found in the article's title or keywords. 

It was also written with the standard British 

Commonwealth spelling for "organisational."  

 

2.2 Inclusion and exclusion criteria for 

research papers 

A set of criteria was set to select the relevant 

research paper. First, there was a combination 

of key words like Transformational 

Leadership, Employee Engagement, Culture, 

OCB, Aviation, literature review that led to 

search for articles. Secondly, year of 2000 

was chosen as floor level for selection of 

study papers. i.e. all those articles published 

prior to 2000 were not considered for study. 

The researcher has taken only post 2000 

publications i.e. only articles/journals 

published after 2000 were considered for the 

study utilizing both quantitative and 

qualitative search. As a limiting factor, the 

researcher couldn’t include all those articles 

for which full text access was not granted. 

Thirdly, only full text publications were 

considered. And above all, only empirical 

articles were considered. 
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 2.3 Other studies included in this study  

Apart from these mentioned researcher papers 

that were chosen through the search criteria, 3 

more papers were also considered in this study. 

First being the Meta Analysis study of 25 years of 

research on Transformational Leadership by 

Wang et al,(2011) The meta-analytic study found 

that transformational leadership was positively 

related to individual-level follower performance 

across criterion types based on 117 independent 

samples over 113 primary studies, with a stronger 

relationship for contextual performance than for 

task performance across most study settings. 

Second paper that was considered was study of 

Antecedent and Consequences of Employee 

Figure 1. Flowchart representing the method of research methodology. 
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Engagement by Saks (2006). The basic 

antecedents of EE include Job characterisitics, 

POS, Perceived supervisor support, rewards and 

recognition and Procedural and Distributive 

Justice. The basic consequences are Job 

satisfaction, Organisational Commitment and 

Intention to Quit. 

The third paper was Meta Analysis of OCB by 

LePine et. al(2002). The authors used meta-

analysis of 133 empirical papers to show that the 

majority of the dimensions have strong 

relationships with one another and that these 

relationships are equivalent with the predictors 

(job satisfaction, organisational commitment, 

fairness, trait conscientiousness, and leader 

support) that OCB scholars most frequently take 

into account. The implications of these findings 

were examined in relation to how the OCB 

construct need to be defined and assessed going 

forward. 

2.4 Data Extraction 

The first step, the search for articles led to the 

identification of 247 articles. These articles were 

from EBSCOHOST, J-GATE and Google 

Scholar. Thereafter began the process of choosing 

the method of negative selection to arrive at the 

best fit to study the relationship between 

Transformational Leadership, Employee 

Engagement and variables effect of Culture and 

OCB. Exclusion of duplicates started with the 

basic requirement of doing away with the similar 

papers or the articles though having the relevant 

variables but in different combinations. Use of 

key words and reading of abstract played a 

deciding role in filtering of articles for the final 

study along with the inclusion and exclusion 

criteria decided for the selection process. 

 

Table 2. Description of articles included in the study. 

S.No

. 

AUTHOR TL EE OCB CULT

URE 

OUTCOME 

1 Gill & Ghergill, 

(2004) 

   ✓  The findings demonstrate that organisations 

prioritised employee safety obligations over 

putting in place efficient safety management 

systems and fostering a culture of safety. 

2 Bastola.D, (2020) ✓     Several key aviation leadership abilities under 

the transformational leadership style 

were found through this research. More than 

any other aspect of transformational 

leadership, mental stimulation and 

personalised care can increase aviation safety. 

3 Zhu, Avolio, and 

Walumbwa, 

(2009) 

✓  ✓    When their Leader displayed more 

transformational leadership behaviours, 

subordinates were more productive and 

motivated, particularly for those subordinates 

who rated high on positive follower traits. 

4 Casida and Pinto-

Zipp, (2008) 

✓    ✓  Transformational and transactional leaders are 

able to balance the said dynamics in the 

organizational culture. 
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5 Sarros, Cooper, and 

Santora, (2008) 

✓    ✓  Transformational leadership is linked to 

corporate culture in two ways: first, by 

conveying a purpose, and second, by setting 

highly tuned goals and providing 

encouragement to individual employees. 

6 Hetland, Demerouti, 

Olsen, & Espevik 

(2014) 

✓  ✓    This study stressed on the importance of 

practicing Daily Leadership for ensuring 

follower’s daily engagement in work. 

7 Mukulu (2015) ✓  ✓    The results showed that while transformational 

leadership was found to be moderately and 

positively associated to employee engagement, 

it was shown to be favourably and moderately 

related to intellectual stimulation and 

customised concern of supervisor. 

8 Jena, Pradhan, & 

Panigrahy, (2018) 

✓   ✓   It was suggested that in order to establish and 

maintain a better working environment, HR 

managers and organisational behaviour (OB) 

specialists must make use of the learnings from 

the components that were investigated. 

9 J.S. Gunavathy & 

Indumathi, G., (2011) 

 

✓   ✓  ✓  Leaders must be able to establish a culture of 

faith, shared understanding, and openness in 

order for true citizenship behaviour to be 

demonstrated. Rather than focusing on styles 

of leadership or specific goals, leaders should 

focus on the leader-member interchange. 

10 Aryee and 

Walumbwa, 

(2012) 

✓  ✓    Results were all positive and 

significant with the paths from 

Transformational leadership to work 

engagement. 

11 Yasin, Ghadi and 

Fernando, 

(2012) 

✓  ✓    Results from structural equation modelling 

reveal that the transformational leadership 

style influences followers‟ attributes of 

work engagement. 

12 Shuck and Herd, 

(2012) 

✓  ✓    Transformational leadership 

can conceptualize engagement, a result of 

cognitive and emotional 

Engagement in leadership context. 

13 Segumpan & Bahari, 

(2006) 

✓   ✓  ✓  Development of interpersonal relationships 

among teachers and other stakeholder groups 

may help reduce occupational stress among 

teachers. 

14 Mani, (2013) ✓   ✓  ✓  OCB and transformational leadership have a 

positive relationship. When different 

leadership styles are used, there are 
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considerable variances in subordinates' 

organisational citizenship behaviour. 

15 Tjai M.Nielson, 

Megan Shaw et.al., 

(2007) 

✓    ✓  Individuals engage in organisational 

citizenship behaviour, but when summed 

across time and across people, it has a 

significant influence. 

16 Riyanto S & 

Winarsih, (2020) 

  ✓  ✓  Organizational culture positively impacts 

organizational citizenship behaviour (OCB) 

partially or all at once. 

17 Riyanto.S & Diana, 

(2020) 

✓   ✓   Transformational leadership positively impacts 

organizational citizenship 

behaviour (OCB). 

18 Jones.E, 

(2014) 

 

 ✓    The study also found that out of the seven 

main drivers there were three that were head 

strong facilitators for engagement levels at 

Company X of Aviation Industry. 

19 Nguni, Sleegers, & 

Denessen, 

(2006) 

✓   ✓   Effects of individual behavioural constructs of 

Transformational leadership upon 

organizational commitment, job satisfaction, 

and organizational citizenship behaviour were 

examined. Results showed varying degrees of 

influence. 

20 Assaf, Qudah & 

Bashayreh, 

(2016) 

✓     As per the study in Royal Jordanian Airlines, 

there is a substantial correlation between the 

affective and continual commitments and the 

transformational leadership style, but not 

between the normative commitment and this 

style. 

21 Irshad & Hashmi, 

(2014) 

✓   ✓   The results of the study show that TL has 

significant relation with OCB. But it is 

not too much strong relation; there exist a 

mediator between them. 

22 Rurkkhum S., 

(2010) 

 ✓  ✓   There exists positive relationship between 

Employee engagement and every component 

of OCB. 

23 Krishnan & Arora, 

(2008) 

✓   ✓   Leader OCB is positively related to 

transformational leadership, and 

transformational leadership, social skills, and 

even-temperedness are positively related to 

follower OCB.. 

24 Engelbrecht & 

Schlechter, 

(2006) 

✓   ✓   Employees who work with transformational 

leaders are given a sense of meaning and 

purpose in their job, which encourages them to 
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act in ways that promote organisational 

citizenship. 

25 Ergeneli, Gohar & 

Temirbokova, 

(2007) 

✓    ✓  The uncertainty avoidance culture factor and 

overall transformative leadership have a 

significant and unfavourable relationship. 

26 Abubakar & Dogoji, 

(2015) 

✓  ✓   ✓  Employee performance has been shown to be 

highly impacted by organisational culture. 

However, the aviation sector is subject to strict 

constraints regarding corporate culture because 

airlines are under pressure to conform to 

requirements. 

27 Aggarwal & 

Chowdhri, 

(2017) 

 ✓    The study's original finding is that job 

satisfaction increases with employee 

involvement among concessionaire workers at 

Delhi's Indira Gandhi International Airport. 

Employee happiness includes connections at 

work and job involvement, whereas employee 

engagement includes policy and procedure, 

motivation, and communication. 

28 Soelton et al., 

(2020) 

✓  ✓  ✓   The ASN organisational citizenship behaviour 

(OCB) at the Aeronautical Engineering Center 

will increase as a result of ASN organisations' 

greater dedication to the organisation. ASN's 

organisational citizenship behaviour (OCB) at 

the Aviation Engineering Center will rise the 

more work-life balance (WLB) the 

organisation provides to ASN. 

29 Sugianingrat et al., 

(2019) 

✓  ✓  ✓   If the OCB successfully navigates the 

mediating function of employee engagement 

first, it will be able to play a role in mediating 

the influence of ethical leadership on employee 

performance. 

30 Hermawan, Tharmin 

& Susilo, 

(2020) 

 ✓  ✓   This study's findings suggest that OCB 

significantly affects EE and EP. Additionally, 

this study discovers that employee engagement 

can moderate the relationship between OCB 

and EP and has a considerable impact on 

employee performance. 

31 Fatoni, Prihatini & 

Suryaningsih, (2018) 

✓  ✓   ✓  Employee engagement and organisational 

commitment have a significant direct impact 

on employee performance, OCB has a 

significant direct impact on OCB, and 

employee performance has a significant direct 

impact on OCB. 
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32 Hamidah & 

Setyawasih, 

(2022) 

 ✓   ✓  The findings indicate that organisational 

culture and employee engagement both 

directly influence innovative work behaviour 

and employee engagement directly influences 

organisational culture Additionally, the 

association between company culture and 

innovative work behaviour is partially 

mediated by employee engagement. 

33 Romi Ilham, 

(2018) 

✓  ✓   ✓  The results of the study demonstrate that 

organisational culture and leadership style are 

crucial factors that have a significant impact on 

employee productivity and work satisfaction. 

34 Shabaan, 

(2017) 

 

✓     This study suggested that in order to encourage 

and foster intrinsic drive, current leaders 

should receive more orientation and training in 

transformational leadership in Aviation Sector. 

 

 

3. RESULTS 

The literature review was divided into 4 aspects 

of the study as shown in the research framework 

below. While doing the systematic review, the 

researcher tried to find answers for four questions 

which became guidelines for the discussion. 

 

 
FIGURE 2 . INTEGRATED RESEARCH FRAMEWORK 
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Discussion A: How Transformational 

Leadership impacts Employee 

Engagement? 

The type of leadership at the helm of affairs has a 

very important role in shaping the engagement 

levels of employees. And if the leader is a 

Transformational Leader then chances of 

attaining a high level of engagement level 

increase manifold. Transformational Leader goes 

the extra mile to make sure that employees 

believe that they and organisation are for each 

other. He makes them feel secure and cared so 

much so that employees start believing in the rise 

of organisation is their growth and then they give 

their whole heartedly efforts and trust so much so 

that the dedication surpasses leader’s expectation. 

In fact it has come to the fore that for attaining 

and retaining an engaged workforce, 

Transformational Leadership is a necessity. 

Various thinkers and researchers have talked 

about the role of Leadership and Top 

Management in shaping the engagement levels of 

employees. To be successful in any business you 

need an engaged workforce and for the very same 

you need a leadership that can instil the feeling of 

oneness, belongingness and common future in the 

employees. Transformational Leaders elevate the 

levels of satisfaction and devotion on employees, 

paving way for higher efficiency. When the inter-

relatedness and dependency is of this level, it 

becomes important to study the relationship more 

extensively as the more you study these two; they 

come out as more and more related. 

 

Discussion B: How Organisational Culture 

impacts the relationship between 

Transformational Leadership and 

Employee Engagement? 

Culture is the environment in which both 

employees and organisation function. This is like 

the air that surrounds us. So there is no way that 

any organisation, be the employees or leadership 

can remain aloof by the forces of culture. The 

relation resembles chicken-egg situation. 

Leadership decides for the type of culture and 

culture provides the rules, manuals, implied and 

explicit set of behaviour expected from leader. 

Literature confirms the relationship between 

Leadership, culture and employee engagement. 

To get an engaged workforce, the culture that is 

supportive, tolerates and encourages mistakes, 

and minimises power culture is needed. When the 

organisational culture is compatible with 

employees’ values then workers give their best 

dedication. Therefore, Transformational Leader 

has to work out under the environmental 

conditions or work ethos set up by culture to get 

engaged workforce. In today’s world, where the 

workforce is multi-cultural, it becomes 

imperative to study the effect and importance of 

culture. If Leadership is open and supportive of 

mistakes and creates an atmosphere for 

innovation then the culture becomes nurturing. 

Similarly, if the Leadership is not tolerant of any 

mistakes or failure then employees will not be 

adventurous and there will be no culture of free 

flow of ideas and sharing of information. Thus the 

type of culture you want for your organisation 

will be decided by Leadership and vice versa set 

values for the same and will shape the employees’ 

level of engagement in turn. 

 

Discussion C: How Organisational 

Citizenship Behaviour impacts the 

relationship between Transformational 

Leadership and Employee Engagement? 

 

Organisational Citizenship Behaviour is a word 

having positive connotation for any organisation. 

What can be a better atmosphere to work in when 

employees are eager to help fellow employees out 

of turn or out of the way expected from them. 

Therefore it’s a very welcoming and desirable 

behaviour that any or all organisation would wish 

to be in their workforce. Researchers believe that 

for any person to attain a state of meaning it is 

necessary to find meaning in their work and life 

both. And if a person starts finding pleasure in 
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work then work becomes a thing to enjoy and 

work becomes as easy as play. Displaying 

Organisational Citizenship Behaviour leads to 

finding meaning in their work and therefore OCB 

becomes important, for both, the Leadership and 

employees. When the positive effects of 

inculcating OCB in workforce are so much then 

it becomes duty of Leadership to create the 

workplace dynamics in a way conducive for 

OCB. Now to manifest meaning in relationships, 

you need a visionary Leadership that’s what 

Transformational Leaders do by creating a future-

oriented and ideal goal that binds all employees 

in one. When employees find meaning in work 

and in their relationship with fellow workers then 

they feel motivated and driven and their 

engagement levels also rise emphasising that 

there is a positive relationship between employee 

engagement and Organisational Citizenship 

Behaviour and the Transformational Leader has a 

key role to make this a reality. Positive 

correlation exists between employee engagement 

and behaviours that go above and beyond official 

policies and job descriptions. Organizational 

citizenship behaviour is impacted by employee 

engagement characteristics, and there is a 

significant correlation between the two.  

 

Discussion D: How Transformational 

Leadership and Employee Engagement 

are important to be studied in context of 

Aviation Industry?  

Aviation sector today, is mired with lots of 

problems, be that high turnover, low morale of 

employees, increasing instances of burnout and 

the working style in form of erratic work hours 

and time zones(sometimes) puts a lot of strain on 

employees. When the situation is complex, you 

need a good leadership and when situation is 

dynamic, demanding and posing challenges at 

every turn, it can be very much in favour of the 

industry to have a Transformational Leader at the 

helm of the affairs. Similarly, with such complex 

demands of job as in aviation industry it’s really 

difficult and equally desirable. To meet the 

demands of its culturally diverse workforce, 

multi-cultural work settings, such as those seen in 

the aviation sector, require particular leadership 

philosophies. Aviation and aerospace companies 

are examples of workplaces that require the 

direction and assistance of leaders who can 

successfully adapt management ideas that have 

been created in the Western context and 

effectively work across multiple cultures. While 

doing the literature review, researcher came 

across about studies linking Leadership with 

Aviation sector and Employee Engagement that 

talk about the importance to study the 

relationships among all the variables. There have 

been instances when several key aviation 

leadership abilities under the transformational 

leadership style were found through research. 

More than any other aspect of transformational 

leadership, mental stimulation and personalised 

care can increase aviation safety. Similarly, when 

pressure on employees is immense and in varied 

forms then engagement levels take a toss which is 

evident in high turnover figures of Aviation 

Sector. So to resolve all these maladies, there is a 

need to study the role of Transformational Leader 

in devising strategies to attain elevated levels of 

engagement especially in Indian Context where 

Aviation Sector, in current times, needs this 

above everything. 

 

Limitations and Future Research  

There is a limit to everything and same works 

with this research too. While doing the research, 

the researcher came across some limiting aspects. 

Firstly, there was paucity of papers and studies 

for review with the combination of variables like 

the ones with researcher. Therefore, it can be said 

that few papers led to constrained study of 

interrelationships of variables. Second limitation 

can be the limitations of electronic databases as 

there were various other databases that the 

researcher didn’t have access to. Thirdly, 

researcher’s choice to include publications post 
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2000 left all the earlier works closed for review. 

Fourthly, this study didn’t include the effect of 

individual aspects like personality traits and socio 

economic parameters on the working of variables. 

Fifthly, limiting the review to only empirical 

studies the researcher has missed out on many 

other important papers that could become part of 

review. As part of future research, this review can 

be done in industries other than Aviation sector 

and can include other publications, doing away 

with the chosen floor level of year 2000 and 

making use of more databases. 

 

4.  CONCLUSION 

After conducting the literature review of 34 

studies, the researcher noticed that there does 

exist a relationship between Transformational 

leadership and Employee Engagement which is 

inter-related, inter-dependent and mutually re-

enforcing. Same stands true for the mediating 

variables too. The relation of Transformational 

Leader with engagement levels of employees is 

surely exposed to dynamics of culture and OCB 

with each variable playing an important role. In 

today’s world, the increasing complexity of 

businesses, the changing face of workforce like 

Gen X, Y and Z, terms like millennial, multi-

cultural workforce, it’s actually a task to get high 

engagement level and more so to sustain it. The 

aim should be to make employees strive for 

increasing the size of pie and then having a larger 

size of pie, thus creating a win-win solution for 

all. Transformational Leadership, in view of all 

its contributions, has a potential to be of immense 

driver for Employee Engagement. This review 

reinforces the role of Transformational leadership 

in making more informed decisions, resulting in 

a more committed and motivated workforce and 

a much better engagement and connection with 

the organisation by instilling trust and loyalty for 

the organisation, which in turn, will assist 

organisations in dealing with the challenge of 

employee retention in the rapidly growing 

corporate world; specially in context of Aviation 

Industry, it fits the bill perfectly as its one of most 

affected one and in need for revival if not rebirth. 

 

Declaration of Conflicting Interests 

The author(s) declared no potential conflicts of 

interest with respect to the authorship and/or 

publication of this article. 

 

Funding 

The author(s) received no financial support for 

the research and/or authorship of this article.  

 

REFERENCES: 

 

1. Abubakar, S. G., & Dogoji, B. A. (2015). An 

investigation into the management of 

organisational culture and its impact on 

employee performance in the context of the 

aviation industry: a case study of some legacy 

and lowcost airlines in the United Kingdom. 

International Journal of Advanced Academic 

Research, 1(2), 1-19. 

 

2. Agarwal Upasana , Datta Sumita, Bhargava 

Shivganesh (2007). The Relationship 

between  

3. human Resource Practices Psychological 

Contract and Employee Engagement — 

4. Implications for Managing Talent. IIMB, 

Review Sep 2007 issue. 

 

5. Aktouf, O (1992). Management and Theories 

of Organizations in the 1990s: Toward a 

Critical  

6. Radical Humanism? Academy of 

Management Review, Vol 17, No 3, pp 407-

431. 

 

7. Ashkanasy, N. M., Broadfoot, L. E. & 

Falkus, S. (2000). Questionnaire measures of  

8. Organizational culture. In Ashkanasy, N. M., 

Wilderom, C. P. M. & Peterson, M. F.(Eds.),  



7195  Journal of Positive School Psychology  

 

9. Handbook of organizational culture and 

climate, Thousand Oaks: Sage, pp.131-145. 

 

10. Albrecht, S. L. (2010). Employee 

engagement: 10 key questions for research 

and practice. Handbook of employee 

engagement: Perspectives, issues, research 

and practice, 3-19. 

 

11. Assaf, N., Qudah, M. A., & Bashayreh, A. 

(2016). Does Transformational Leadership 

Style effect on Employee Commitment in the 

Aviation Industry. International Journal of 

Business and Management, 11(12), 163-176. 

 

12. Avolio, B. J., & Bass, B. M. (1995). 

Individual consideration viewed at multiple 

levels of analysis: A multi-level framework 

for examining the diffusion of 

transformational leadership. The leadership 

quarterly, 6(2), 199-218. 

 

13. Bakker, A. B., Demerouti, E., & Verbeke, W. 

(2004). Using the Job Demands– Resources 

model  

14. to predict burnout and performance. Human 

Resource Management,43, 83–104. 

 

15. Bakker Arnold B. and Schaufeli Wilmar B., 

(2008). Positive organizational behavior: 

Engaged  

16. employees in flourishing organizations. 

Journal of Organizational Behavior 29, 147– 

154. 

 

17. Bakker, A. B., Demerouti, E., De Boer, E., & 

Schaufeli, W. B. (2003). Job demands and 

job  

18. resources as predictors of absence duration 

and frequency. Journal of Vocational 

Behavior,  

19. 62, 341–356. 

 

20. Bakker, A. B., Demerouti, E., & Schaufeli, 

W. B. (2003). The socially induced burnout 

model. In S. P. Shohov (Ed.). Advances in 

psychology research (Vol. 25, pp. 13–30). 

New York: Nova  

21. Science Publishers. 

 

22. Bakker, A. B., Demerouti, E., & Euwema, M. 

C. (2005). Job resources buffer the impact of 

job  

23. demands on burnout. Journal of Occupational 

Health Psychology, 10,170–180. 

 

24. Bakker, A. B., Demerouti, E., & Schaufeli, 

W. B. (2003). Dual processes at work in a call 

centre:  

25. An application of the Job Demands – 

Resources model. European Journal of Work 

and  

26. Organizational Psychology, 12, 393–417.50) 

 

27. Bass, B. M. (1985). Leadership: Good, better, 

best. Organizational dynamics, 13(3), 26-40. 

28. Wagner, S. L., & Rush, M. C. (2000). 

Altruistic organizational citizenship 

behavior: Context, disposition, and age. The 

Journal of Social Psychology, 140(3), 379-

391. 

 

29. Bastola, Dipak. (2020). The Relationship 

Between Leadership Styles and Aviation 

Safety: A Study of Aviation Industry. Journal 

of Air Transport Studies. 11. 71-102. 

10.38008/jats.v11i1.155. 

 

30. Besieux, T. (2017). Why I hate feedback: 

Anchoring effective feedback within 

organizations. Business Horizons, 60(4), 

435-439. 

 

31. Bommer, W. H., Rich, G. A., & Rubin, R. S. 

(2005). Changing attitudes about change: 

Longitudinal effects of transformational 

leader behavior on employee cynicism about 



Reetika Chaudhary 7196 

 

organizational change. Journal of 

Organizational Behavior: The International 

Journal of Industrial, Occupational and 

Organizational Psychology and Behavior, 

26(7), 733-753. 

 

32. Bose, Tarun & Haque, Enamul. (2011). 

Transformational Leadership: Concepts, 

Applications, Criticisms and Evaluations. 8. 

40-49. 

 

33. Bowers, R. M., Kyrpides, N. C., 

Stepanauskas, R., Harmon-Smith, M., Doud, 

D., Reddy, T. B. K., ... & Woyke, T. (2017). 

Minimum information about a single 

amplified genome (MISAG) and a 

metagenome-assembled genome (MIMAG) 

of bacteria and archaea. Nature 

biotechnology, 35(8), 725-731. 

 

34. Braun, S., Peus, C., Weisweiler, S., & Frey, 

D. (2013). Transformational leadership, job 

satisfaction, and team performance: A 

multilevel mediation model of trust. The 

leadership quarterly, 24(1), 270-283. 

 

35. Butlin, J. D., Cox, G. B., & Gibson, F. (1973). 

Oxidative phosphorylation in Escherichia 

coli K12: the genetic and biochemical 

characterisation of a strain carrying a 

mutation in the uncB gene.Biochimica et 

Biophysica Acta (BBA)-Bioenergetics, 

292(2), 366-375. 

 

36. Bottazzo Violetta, (2005). Intranet: A 

medium of internal communication and 

training. 

37. Information Services & Use 25 77–85. 

 

38. Crabtree, S. (2005). Engagement keeps the 

doctor away. Gallup Management Journal. 

39. Churchill, G. A. J., (1979). A Paradigm for 

Developing Better Measures of Marketing 

Constructs Journal of Marketing Research, 

16, 64-73. 

 

40. Dash, Aruna & Sethi, Narayan & Dash, Devi. 

(2021). Understanding the Pandenomics: 

Indian Aviation Industry and Its Uncertainty 

Absorption. The Indian economic journal: the 

quarterly journal of the Indian Economic 

Association. 69. 

10.1177/00194662211013211. 

 

41. Datche, A. E., & Mukulu, E. (2015). The 

effects of transformational leadership on 

employee engagement: A survey of civil 

service in Kenya. Journal Issues ISSN, 2350, 

157X. 

 

42. Deal, J. J., Stawiski, S., & Gentry, W. A. 

(2010). Employee Engagement: Has It Been 

a Bull Market?. Center for Creative 

Leadership. 

 

43. De Brito Neto, J. F., Smith, M., & Pedersen, 

D. (2014). E‐learning in multicultural 

environments: An analysis of online flight 

attendant training. British Journal of 

Educational Technology, 45(6), 1060-1068. 

 

44. De Jong, J. P., & Den Hartog, D. N. (2007). 

How leaders influence employees' innovative 

behaviour. European Journal of innovation 

management. 

 

45. Deka, M., & Devi, L. (2016). Understanding 

Adolescents’ Emotionality: An Analysis of 

Factors Affecting Emotional Intelligence. 

International Journal of Humanities and 

Social Sciences (IJHSS), 5(6), 125-132. 

 

46. De la Rey van der Waldt, (2004). Towards 

Corporate Communication Excellence in a 

changing  

47. environment. Problems and Perspectives in 

Management, 3/2004 P134-143. 



7197  Journal of Positive School Psychology  

 

 

48. De Ridder & Jan A., (2004). Human 

Resource Management Journal, 09545395, 

Vol 14, Issue 3. 

 

49. Denison, D. R., (1996). What is the 

difference between organizational culture 

and organizational 

50. climate? A native's point of view on a decade 

of paradigm wars. Academy of Management  

51. Review, 21(3): 619-654. 

 

52. Detert, J. R., Schroeder, R. G. & Mauriel, J. 

J., (2000). A framework for linking culture 

and  

53. improvement initiatives in organizations. 

Academy of Management Review, 25(4): 

850- 

54. 863. 

 

55. Diefendorff, J. M., Brown, D. J., Kamin, A. 

M., & Lord, R. G. (2002). Examining the 

roles of job involvement and work centrality 

in predicting organizational citizenship 

behaviors and job performance. Journal of 

organizational behavior, 23(1), 93-108. 

 

56. Dubin, R. (1969). Theory Building. New 

York: Free Press. 

 

57. Ergeneli, A., Gohar, R., & Temirbekova, Z. 

(2007). Transformational leadership: Its 

relationship to culture value dimensions. 

International Journal of Intercultural 

Relations, 31(6), 703-724. 

 

58. Engelbrecht, A. S., & Schlechter, A. F. 

(2006). The relationship between 

transformational leadership, meaning and 

organisational citizenship behaviour. 

Management Dynamics: Journal of the 

Southern African Institute for Management 

Scientists, 15(4), 2-16. 

 

59. Fatoni, M., Prihatini, D., & Suryaningsih, I. 

B. (2018). The role of OCB in mediating the 

effect of employee engagement and 

organizational commitment on employee 

performance: contract vs permanent 

employees. 

 

60. Formato, F. (2014). Language use and gender 

in the Italian parliament. Lancaster 

University (United Kingdom). 

 

61. Gerard H. Seijts and Dan Crim, (March/April 

2006). What engages employees the most or, 

The  

62. Ten C’s of employee engagement. Ivey 

Business Journal Online 1-5. 

 

63. Garcia, L. A. (2006). Epidemiology and 

pathophysiology of lower extremity 

peripheral arterial disease. Journal of 

endovascular therapy, 13(2_suppl), II-3. 

 

64. Gill, G. K., & Shergill, G. S. (2004). 

Perceptions of safety management and safety 

culture in the aviation industry in New 

Zealand. Journal of Air Transport 

Management, 10(4), 231–237. 

doi:10.1016/j.jairtraman.2004.02 

 

65. González-Romá, V., Schaufeli, W. B., 

Bakker, A. B., & Lloret, S. (2006). Burnout 

and work engagement: Independent factors 

or opposite poles?. Journal of vocational 

behavior, 68(1), 165-174. 

 

66. Grace M. Endres, Lolita M Smoak, (2008). 

The Human Resource Craze: Human 

Performance  

67. Improvement and Employee Engagement. 

Organization Development Journal Volume 

26  

68. Number 1, p69-79, Integrate Culture & 

Engagement (2005), Strategic HR Review, 

Vol 4,  



Reetika Chaudhary 7198 

 

69. Issue 6. 

 

70. Hair, Anderson, Thatham & Black (2003). 

Multivariate Data Analysis. Pearson 

Education. 

71. Hakanen, J. J., Bakker, A. B., & Schaufeli, 

W. B. (2006). Burnout and work engagement 

among teachers. Journal of school 

psychology, 43(6), 495-513. 

 

72. Hamidah, Buchdadi, A. D., & Setyawasih, R. 

2022. Organizational Culture and Innovative 

Work Behavior in Manufacturing Company: 

The Role of Employee Engagement as a 

Mediator.International Journal of Research 

and Review, 9(1), 360-371. 

 

73. Harper, P. J. (2015). Exploring forms of 

organizational citizenship behaviors (OCB): 

antecedents and outcomes. Journal of 

Management and Marketing Research, 18, 1. 

 

74. Harter, J. K., Schmidt, F. L., & Hayes, T. L. 

(2002). Business-unit-level relationship 

between employee satisfaction, employee 

engagement, and business outcomes: a meta-

analysis. Journal of applied psychology, 

87(2), 268. 

 

75. HERMAWAN, H., Thamrin, H. M., & 

SUSILO, P. (2020). Organizational 

citizenship behavior and performance: the 

role of employee engagement. The Journal of 

Asian Finance, Economics and Business, 

7(12), 1089-1097. 

 

76. Herman-Mercer, N. M., Matkin, E., Laituri, 

M. J., Toohey, R. C., Massey, M., Elder, K., 

... & Mutter, E. A. (2016). Changing times, 

changing stories: generational differences in 

climate change perspectives from four 

remote indigenous communities in Subarctic 

Alaska. Ecology and Society, 21(3). 

 

 

77. Hofstede, G. (1978). The poverty of 

management control philosophy. Academy 

of management Review, 3(3), 450-461. 

 

78. Hogan, S. J., & Coote, L. V. (2014). 

Organizational culture, innovation, and 

performance: A test of Schein's model. 

Journal of business research, 67(8), 1609-

1621. 

 

79. Islam, M. N., Furuoka, F., & Idris, A. (2020). 

The impact of trust in leadership on 

organizational transformation. Global 

Business and Organizational Excellence, 

39(4), 25-34. 

 

80. Jones, E. (2014). An Investigation into the 

true drivers of Employee Engagement. A 

case study within the Aviation Industry. 

 

81. Judge, T. A., & Piccolo, R. F. (2004). 

Transformational and transactional 

leadership: a meta-analytic test of their 

relative validity. Journal of applied 

psychology, 89(5), 755. 

 

82. Kahn, W. A. (1990). Psychological 

conditions of personal engagement and 

disengagement at work. Academy of 

management journal, 33(4), 692-724. 

 

83. Kazemian, S. and Grant, S.B. (2022), "The 

impact of the COVID-19 pandemic on 

knowledge sharing in UK higher education", 

VINE Journal of Information and Knowledge 

Management Systems, Vol. ahead-of-print 

No. ahead-of-print. 

https://doi.org/10.1108/VJIKMS-06-2021-

0096 

 

84. Kelloway, E. K., Turner, N., Barling, J., & 

Loughlin, C. (2012). Transformational 

leadership and employee psychological well-



7199  Journal of Positive School Psychology  

 

being: The mediating role of employee trust 

in leadership. Work & Stress, 26(1), 39-55. 

 

85. Klein, J. (2012). Bully Society, The. In Bully 

Society, The. New York University Press. 

 

86. Kopperud, K. H., Martinsen, Ø., & 

Humborstad, S. I. W. (2014). Engaging 

leaders in the eyes of the beholder: On the 

relationship between transformational 

leadership, work engagement, service 

climate, and self–other agreement. Journal of 

Leadership & Organizational Studies, 21(1), 

29-42. 

 

87. Krishnan, V. R., & Arora, P. (2008). 

Determinants of transformational leadership 

and organizational citizenship behavior. Asia 

Pacific Business Review, 4(1), 34-43. 

 

88. Langelaan, S., Bakker, A. B., Van Doornen, 

L. J., & Schaufeli, W. B. (2006). Burnout and 

work engagement: Do individual differences 

make a difference?. Personality and 

individual differences, 40(3), 521-532. 

 

89. Latham, G. P., & Pinder, C. C. (2005). Work 

motivation theory and research at the dawn of 

the twenty-first century. Annu. Rev. 

Psychol., 56, 485-516. 

 

90. Leiter, M. P., & Bakker, A. B. (2010). Work 

engagement: introduction. Work 

engagement: A handbook of essential theory 

and research, 1-9. 

 

91. LePine, J. A., Erez, A., & Johnson, D. E. 

(2002). The nature and dimensionality of 

organizational citizenship behavior: a critical 

review and meta-analysis. Journal of applied 

psychology, 87(1), 52. 

 

92. Li, C. (2016). Chinese politics in the Xi 

Jinping era: Reassessing collective 

leadership. Brookings Institution Press. 

 

93. Li, Q., Guan, X., Wu, P., Wang, X., Zhou, L., 

Tong, Y., ... & Feng, Z. (2020). Early 

transmission dynamics in Wuhan, China, of 

novel coronavirus–infected pneumonia. New 

England journal of medicine. 

 

94. Liorens, P., & Domingo, F. (2007). Rainfall 

partitioning by vegetation under 

Mediterranean rainfall: Examples from a 

young and an old-growth Douglas-fir forest. 

Agriculture and Forest Meteorology, 130, 

113-129. 

 

95. Loftus, E. F., Miller, D. G., & Burns, H. J. 

(1978). Semantic integration of verbal 

information into a visual memory. Journal of 

experimental psychology: Human learning 

and memory, 4(1), 19. 

 

96. Macey, W. H., & Schneider, B. (2008). The 

meaning of employee engagement. Industrial 

and organizational Psychology, 1(1), 3-30. 

 

97. McKinsey Quarterly: 1-11. Available: 

98. https://www.mckinsey.com.br/~/media/McK

insey/Business%20Functions/Organization/a

gility.pdf, accessed on 5th april, 2022. 

 

99. May DR, Gilson, RL & Harter LM (2004). 

The psychological conditions of 

meaningfulness,  

100. safety and availability and the 

engagement of the human spirit at work. 

Journal of  

101. Occupational and Organizational 

Psychology 77: 11–37. 

 

102. Medlin B & Green K, Jr (2009). 

Enhancing performance through goal setting, 

engagement, and  



Reetika Chaudhary 7200 

 

103. optimism. Industrial Management & 

Data Systems 109: 943 – 956.  

 

104. Morrison, E. W. (1994). Role 

definitions and organizational citizenship 

behavior: The importance of the employee's 

perspective. Academy of management 

journal, 37(6), 1543-1567. 

 

105. Myers DG (2000). The funds, friends 

and faith of happy people. American 

Psychologist, 55: 56- 

106. 67. 

 

107. Nemanich L & Keller RT (2007). 

Transformational Leadership in an 

Acquisition: A Field Study  

108. of Employees. The Leadership 

Quarterly 18: 49-68.  

 

109. Nielsen K, Yarker J, Brenner SO & 

Randall R (2008). The importance of 

transformational  

110. leadership style for the well-being of 

employees working with older people. 

Journal of  

111. Advanced Nursing 63: 165-175.  

 

112. Nielsen ML, Rugulies R, Christensen 

KB, Smith-Hansen L & Kristensen, TS 

(2006). 

113. Psychosocial work environment 

predictors of short and long spells of sickness 

absence  

114. during a two-year follow-up. Journal 

of Occupational and Environmental 

Medicine 48: 591- 

115. 595. 

 

116. Organ, D. W. (1997). Organizational 

citizenship behavior: It's construct clean-up 

time. Human performance, 10(2), 85-97. 

 

117. Pareek, U. (2007). Motivational 

analysis of organisations-climate (MAO-C). 

The Pfeiffer Book of Successful Leadership 

Development Tools, 154, 359. 

 

118. Park, Chan. (2019). 

Transformational Leadership and Employee 

Engagement from the HRD Perspective. 

Korean Review of Corporation Management. 

10. 19-36. 

10.20434/KRICM.2019.10.10.3.19. 

 

119. Podsakoff, P. M., MacKenzie, S. B., 

Moorman, R. H., & Fetter, R. (1990). 

Transformational leader behaviors and their 

effects on followers' trust in leader, 

satisfaction, and organizational citizenship 

behaviors. The leadership quarterly, 1(2), 

107-142. 

 

120. Prochazka, Jakub & Gilova, Helena 

& Vaculik, Martin. (2017). The Relationship 

Between Transformational Leadership and 

Engagement: Self-Efficacy as a Mediator. 

Journal of Leadership Studies. 11. 22-33. 

10.1002/jls.21518. 

 

121. Rafferty, A. E., & Griffin, M. A. 

(2004). Dimensions of transformational 

leadership: Conceptual and empirical 

extensions. The leadership quarterly, 15(3), 

329-354. 

 

122. Rajendran.R,Dharan.S(2018), 

International Journal of Research in 

Engineering, Science and Management 

Volume-1, Issue-11, November-2018 

 

123. Robertson, S., & Robertson, J. 

(2012). Mastering the requirements process: 

Getting requirements right. Addison-wesley. 

 



7201  Journal of Positive School Psychology  

 

124. Saks AM (2006). Antecedents and 

consequences of employee engagement. 

Journal of  

125. Managerial Psychology 21: 600-619.  

 

126. Salanova, M., Agut, S., & Peiró, J. 

M. (2005). Linking organizational resources 

and work engagement to employee 

performance and customer loyalty: the 

mediation of service climate. Journal of 

applied Psychology, 90(6), 1217. 

 

127. Schaufeli WB & Bakker AB (2004). 

Job demands, job resources, and their 

relationship with  

128. burnout and engagement: A multi-

sample study. Journal of Organizational 

Behavior 25:  

129. 293-315.  

 

130. Schaufeli WB, Salanova M, 

Gonzalez-Roma V & Bakker, AB (2001). 

The measurement of  

131. engagement and burnout: A two 

sample confirmatory factor analytic 

approach. Journal of  

132. Happiness Studies 3: 71-92.  

 

133. Schermerhorn JR, Hunt JG & Osborn 

RN (2005). Organizational Behavior. John 

Wiley & Sons,  

134. Inc  

 

135. Shamir B, House RJ & Arthur MB 

(1993). The motivational effects of 

charismatic leadership: A  

136. self-concept based theory. 

Organization Science 4: 577-593. 

 

137. Schaufeli, W. B., & Bakker, A. B. 

(2004). Job demands, job resources, and their 

relationship with burnout and engagement: A 

multi‐sample study. Journal of 

Organizational Behavior: The International 

Journal of Industrial, Occupational and 

Organizational Psychology and Behavior, 

25(3), 293-315. 

 

138. Schaufeli, W. B., Bakker, A. B., & 

Salanova, M. (2006). The measurement of 

work engagement with a short questionnaire: 

A cross-national study. Educational and 

psychological measurement, 66(4), 701-716 

 

139. Shamir, B., House, R. J., & Arthur, 

M. B. (1993). The motivational effects of 

charismatic leadership: A self-concept based 

theory. Organization science, 4(4), 577-594. 

 

140. Shan, Q., Wang, Y., Chen, K., Liang, 

Z., Li, J., Zhang, Y., ... & Gao, C. (2013). 

Rapid and efficient gene modification in rice 

and Brachypodium using TALENs. 

Molecular plant, 6(4), 1365-1368. 

 

141. Shuck B & Wollard K (2010). 

Employee Engagement and HRD: A Seminal 

Review of the  

142. Foundations. Human Resource 

Development Review 9: 89–110.  

 

143. Shibru, B., & Darshan, G. M. (2011). 

Transformational leadership and its 

relationship with subordinate satisfaction 

with the leader (The case of leather industry 

in Ethiopia). Interdisciplinary Journal of 

Contemporary Research in Business, 3(5), 

686-697. 

 

144. Singer MS (1985). Transformational 

versus transactional leadership: A study of 

New Zealand  

145. company managers. Psychological 

Reports 57: 143-146. 

 

146. Singh, Aarya, Role of 

Transformational Leadership in Enhancing 

Employee Engagement: Evolving Issues and 



Reetika Chaudhary 7202 

 

Direction for Future Research through 

Literature Review (January 6, 2019). 

Proceedings of 10th International Conference 

on Digital Strategies for Organizational 

Success, Available at SSRN: 

https://ssrn.com/abstract=3316331 or 

http://dx.doi.org/10.2139/ssrn.3316331 

 

147. Singh, S., Thomas, N., & Numbudiri, 

R. (2021). Knowledge sharing in times of a 

pandemic: An intergenerational learning 

approach. Knowledge and Process 

Management, 28(2), 153-164. 

 

148. Singer, M. K., Dressler, W., George, 

S., Baquet, C. R., Bell, R. A., 

Burhansstipanov, L., ... & Williams, D. 

(2016). Culture: The missing link in health 

research. Social science & medicine, 170, 

237-246. 

 

149. Smith, C. A. O. D. W. N. J. P., 

Organ, D. W., & Near, J. P. (1983). 

Organizational citizenship behavior: Its 

nature and antecedents. Journal of applied 

psychology, 68(4), 653. 

 

150. Soegoto, E. S. (2011). Behavior of 

transformational leader, organization culture, 

and subbordinate's working behavior toward 

working performance of small and medium 

enterprises: Reconceptualization and 

modeling. 

 

151. Soelton, M., Ramli, Y., Ali, A. J., 

Arief, H., Saratian, E. T. P., & Pasaribu, E 

(2020). TO IMPLY THE 

ORGANIZATIONAL CITIZENSHIP 

BEHAVIOR IN THE WORK PLACE TO 

IMPROVE EMPLOYEE PERFORMANCE. 

 

152. Song, Ji Hoon & Kolb, Judith & Lee, 

Ung & Kim, Hye. (2012). Role of 

transformational leadership in effective 

organizational knowledge creation practices: 

Mediating effects of employees' work 

engagement. Human Resource Development 

Quarterly. 23. 10.1002/hrdq.21120. 

 

153. Sparks, K., Faragher, B., & Cooper, 

C. L. (2001). Well‐being and occupational 

health in the 21st century workplace. Journal 

of occupational and organizational 

psychology, 74(4), 489-509. 

154. Steers, R. M., Mowday, R. T., & 

Shapiro, D. L. (2004). The future of work 

motivation theory. Academy of Management 

review, 29(3), 379-387. 

 

155. Sugianingrat, I. A. P. W., Widyawati, 

S. R., da Costa, C. A. D. J., Ximenes, M., 

Piedade, S. D. R., & Sarmawa, W. G. (2019). 

The employee engagement and OCB as 

mediating on employee performance. 

International Journal of Productivity and 

Performance Management. 

 

156. Tal, D., & Gordon, A. (2016). 

Leadership of the present, current theories of 

multiple involvements: a bibliometric 

analysis. Scientometrics, 107(1), 259-269. 

 

157. Tims, M., Bakker, A. B., & 

Xanthopoulou, D. (2011). Do 

transformational leaders enhance their 

followers' daily work engagement?. The 

leadership quarterly, 22(1), 121-131. 

 

158. Towers Perrin, (2005), Managing the 

workforce for competitive advantage. China 

global  

159. workforce study. 

 

160. Turnipseed, D., & Murkison, G. 

(2000). Good soldiers and their syndrome: 

Organizational citizenship behavior and the 

work environment. North American Journal 

of Psychology, 2(2), 281–302. 



7203  Journal of Positive School Psychology  

 

 

161. Van Dyne, L., Graham, J. W., & 

Dienesch, R. M. (1994). Organizational 

citizenship behavior: Construct redefinition, 

measurement, and validation. Academy of 

management Journal, 37(4), 765-802. 

 

162. Vickers, A. J., van Calster, B., & 

Steyerberg, E. W. (2019). A simple, step-by-

step guide to interpreting decision curve 

analysis. Diagnostic and prognostic research, 

3(1), 1-8. 

 

163. Vincent-Höper, Sylvie & Muser, 

Clara & Janneck, Monique. (2012). 

Transformational leadership, work 

engagement, and occupational success. 

Career Development International. 17. 663-

682. 10.1108/13620431211283805. 

 

164. Wan, Y., Shang, J., Graham, R., 

Baric, R. S., & Li, F. (2020). Receptor 

recognition by the novel coronavirus from 

Wuhan: an analysis based on decade-long 

structural studies of SARS coronavirus. 

Journal of virology, 94(7), e00127-20. 

 

165. Wang, Gang & Oh, In-Sue & 

Courtright, Stephen & Colbert, Amy. (2001). 

Transformational Leadership and 

Performance Across Criteria and Levels: A 

Meta-Analytic Review of 25 Years of 

Research. Group & Organization 

Management. 36. 223-270. 

10.1177/1059601111401017. 

 

166. Webb, J. G., Altwegg, L., Boone, R. 

H., Cheung, A., Ye, J., Lichtenstein, S., ... & 

Humphries, K. (2009). Transcatheter aortic 

valve implantation: impact on clinical and 

valve-related outcomes. Circulation, 

119(23), 3009-3016. 

 

167. Williams, B. A., & Atkinson, W. F. 

(1965). Symposium: ethical consistency. 

Proceedings of the Aristotelian Society, 

supplementary volumes, 103-138. 

 

168. Wen, T. B., Ho, T. C., Kelana, B. W. 

Y., Othman, R., & Syed, O. R. (2019). 

Leadership styles in influencing employees’ 

job performances. International Journal of 

Academic Research in Business and Social 

Sciences, 9(9), 55-65. 

 

169. Xanthopoulou, D., Baker, A. B., 

Heuven, E., Demerouti, E., & Schaufeli, W. 

B. (2008). Working in the sky: a diary study 

on work engagement among flight attendants. 

Journal of occupational health psychology, 

13(4), 345. 

 

170. Yadav, Wing Commander Rakesh. 

(2020). FUTURE OF INDIA'S AIRLINE 

INDUSTRY AFTER COVID-19 

PANDEMIC Wing Commander RK Yadav. 

 

171. Zhang, L., Hou, D., Chen, X., Li, D., 

Zhu, L., Zhang, Y., ... & Zhang, C. Y. (2012). 

Exogenous plant MIR168a specifically 

targets mammalian LDLRAP1: evidence of 

cross-kingdom regulation by microRNA. 

Cell research, 22(1), 107-126. 

 

172. Zheng, Z., Xie, S., Dai, H., Chen, X., 

& Wang, H. (2017, June). An overview of 

blockchain technology: Architecture, 

consensus, and future trends. In 2017 IEEE 

international congress on big data (BigData 

congress) (pp. 557-564). Ieee. 

 

173. Zhu, W., Avolio, B. J., & 

Walumbwa, F. O. (2009). Moderating role of 

follower characteristics with 

transformational leadership and follower 

work engagement. Group & organization 

management, 34(5), 590-619. 



Reetika Chaudhary 7204 

 

174. https://www.ibef.org/industry/indian

-

aviation#:~:text=The%20civil%20aviation%

20industry%20in,passenger*%20market%20

by%202024%5E.accessed on 11th april,2022-

04-10 

https://www.ibef.org/industry/indian-aviation#:~:text=The%20civil%20aviation%20industry%20in,passenger*%20market%20by%202024%5E.accessed
https://www.ibef.org/industry/indian-aviation#:~:text=The%20civil%20aviation%20industry%20in,passenger*%20market%20by%202024%5E.accessed
https://www.ibef.org/industry/indian-aviation#:~:text=The%20civil%20aviation%20industry%20in,passenger*%20market%20by%202024%5E.accessed
https://www.ibef.org/industry/indian-aviation#:~:text=The%20civil%20aviation%20industry%20in,passenger*%20market%20by%202024%5E.accessed
https://www.ibef.org/industry/indian-aviation#:~:text=The%20civil%20aviation%20industry%20in,passenger*%20market%20by%202024%5E.accessed

