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ABSTRACT: In an increasingly dynamic business environment, leadership plays a pivotal role in fostering innovation and
entrepreneurial initiatives within organizations. This study investigates how leadership styles influence corporate
entrepreneurship within Ghana’s financial sector, focusing on the mediating roles of organizational commitment and employee
engagement. The research aims to understand how transformational, transactional, and laissez-faire leadership styles contribute
to entrepreneurial activities by fostering organizational commitment and employee engagement. A quantitative research
approach was employed, using a mono-method survey design. Stratified sampling targeted managerial and non-managerial staff
of Ghana Commercial Bank, yielding 378 valid responses. Structural Equation Modelling (SEM) was used to analyze direct and
mediated relationships among leadership styles, organizational commitment, employee engagement, and corporate
entrepreneurship. The findings reveal a positive relationship between leadership styles and corporate entrepreneurship.
Transformational leadership showed a direct but modest effect on corporate entrepreneurship. Organizational commitment did
not mediate the leadership-entrepreneurship link significantly. However, employee engagement emerged as a marginally
significant mediator, underscoring its importance in fostering entrepreneurial activities. Leadership styles, particularly
transformational leadership, play a critical role in driving corporate entrepreneurship. The findings emphasize the need for
organizations to prioritize employee engagement strategies to enhance entrepreneurial outcomes. The study highlights the
limited mediation of organizational commitment, suggesting other potential mediators for future research.

KEYWORDS: Corporate entrepreneurship, Leadership styles, Organizational commitment, Employee engagement,
Transformational leadership.

INTRODUCTION

In today’s rapidly evolving and highly competitive business environment, organizations are under increasing pressure to innovate,
adapt, and remain agile in order to sustain growth and maintain a competitive edge (Arfi & Hikkerova, 2021). Corporate
entrepreneurship, also known as intrapreneurship, is recognized as a critical factor that enables organizations to respond
proactively to changes in the market and the business landscape (Adim & Poi, 2021). Corporate entrepreneurship involves
activities and initiatives within established organizations that encourage innovation, the creation of new products and services,
and the pursuit of new market opportunities (Shin & Cho, 2020). While fostering corporate entrepreneurship is crucial for the
long-term survival and success of organizations, achieving this goal is not without challenges and one of the most significant factors
influencing the success of corporate entrepreneurship is leadership (Shin & Cho, 2020). Against this backdrop, this study will look
at enhancing corporate entrepreneurship through leadership styles and the role of organizational commitment and employee
engagement as mediators

Leadership styles within an organization have a profound impact on employees’ behaviours, attitudes, and motivation (Kalkan et
al., 2020). The way leaders lead, inspire, and manage their teams can either foster or hinder a culture of corporate
entrepreneurship. Different leadership styles, such as transformational, transactional, and laissez-faire leadership, have varying
degrees of effectiveness in encouraging entrepreneurial behavior and innovative thinking among employees (Mwesigwa et al.,
2020). Transformational leadership, for instance, is widely recognized as one of the most effective leadership styles for fostering
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corporate entrepreneurship. This leadership style is characterized by the ability to inspire and motivate employees to go beyond
their self-interests, think creatively, and take risks, which are essential ingredients for entrepreneurship (Aljileedi & Amoozegar,
2023). In contrast, transactional leadership focuses more on maintaining order, setting clear expectations, and providing rewards
for meeting performance targets, which may not always create the environment needed for entrepreneurial initiatives to thrive
(Donkor et al., 2021).

In the context of corporate entrepreneurship, leadership does not operate in isolation. Several factors can mediate the
relationship between leadership styles and corporate entrepreneurship, influencing how leadership impacts employees’
willingness to engage in entrepreneurial activities (Adomako & Nguyen, 2024). Two of the most significant factors in this regard
are organizational commitment and employee engagement. Organizational commitment refers to the emotional attachment
employees have toward their organization, which influences their level of loyalty, motivation, and willingness to contribute to
organizational goals (Hadi & Tentama, 2020). On the other hand, employee engagement refers to the extent to which employees
are emotionally invested in their work and the organization, leading to higher levels of discretionary effort, creativity, and
innovative thinking (Kulkarni & Appasaba, 2022; Mustafa et al., 2023; Sarwar et al., 2020). Both organizational commitment and
employee engagement play a crucial role in shaping employees' attitudes toward corporate entrepreneurship, as they determine
the level of dedication and enthusiasm that employees bring to their work (Chua & Ayoko, 2021a; Galanti et al., 2021a).

The connection between leadership styles, organizational commitment, and employee engagement creates a dynamic
environment in which corporate entrepreneurship can either flourish or stagnate. Transformational leaders, who inspire and
challenge their teams, tend to foster higher levels of organizational commitment and employee engagement, which in turn
facilitates greater entrepreneurial activity (Furuoka & Idris, 2021; Islam et al., 2020). Conversely, leadership styles that do not
promote emotional connections or intrinsic motivation among employees may struggle to cultivate the levels of commitment and
engagement necessary for corporate entrepreneurship to thrive (Alrowwad et al., 2020; Bakker et al., 2023a). Thus, understanding
the mediating roles of organizational commitment and employee engagement in the relationship between leadership styles and
corporate entrepreneurship is essential for organizations seeking to enhance their entrepreneurial activities (Galanti et al., 2021b;
Nyoman & Sutaguna, 2022; Udin, 2020).

The concept of corporate entrepreneurship is particularly relevant in organizations that face significant external pressures, such
as rapidly changing customer demands, technological disruptions, and the need for continuous innovation (Garcia & Herrero,
2022). In such environments, employees who are committed to the organization and highly engaged in their work are more likely
to take initiative, propose new ideas, and seek out opportunities for innovation (Inegbedion & Olalekan, 2022). However, it is hot
enough for employees to simply be committed and engaged; these factors must be effectively harnessed and directed toward
entrepreneurial goals. This is where leadership styles come into play. The leadership style adopted by an organization’s leaders
determines the overall organizational culture, the values that are prioritized, and the behaviours that are encouraged (Adim &
Poi, 2021). For example, transformational leaders tend to create an environment that fosters risk-taking, experimentation, and
innovation, which are essential for corporate entrepreneurship (Bakker et al., 2023b). In contrast, transactional leaders may focus
more on maintaining stability and adhering to established procedures, which can stifle creativity and limit entrepreneurial efforts
(Changar & Atan, 2021).

One of the most critical aspects of this relationship is how leadership styles influence employees' organizational commitment and
engagement. Transformational leaders, by fostering a sense of trust, respect, and shared purpose, are likely to enhance
employees' emotional attachment to the organization, thereby increasing organizational commitment (Asbari, 2020; Hennayake
& Maldeniya, 2021). Furthermore, by providing employees with opportunities for growth, development, and autonomy,
transformational leaders can increase employee engagement, ensuring that employees are emotionally invested in their work and
willing to contribute to the organization’s entrepreneurial endeavours (Ogonegbu & Kyongo, 2024; Xie, 2020). Conversely, a lack
of effective leadership can result in low levels of commitment and engagement, thereby hindering employees’ willingness to
pursue entrepreneurial opportunities or embrace innovative thinking (Akpa et al., 2021).

The importance of organizational commitment and employee engagement as mediators in the leadership-entrepreneurship
relationship cannot be overstated. Research has shown that high levels of organizational commitment lead to lower turnover,
greater job satisfaction, and improved overall performance, which are crucial for sustaining entrepreneurial efforts within an
organization (Sungu et al., 2019). When employees are committed to the organization, they are more likely to stay with the
company long-term, reducing the costs and disruptions associated with high employee turnover (Burch-Parker, 2021).
Additionally, committed employees are more likely to invest extra effort into their work, seek out innovative solutions, and support
the organization’s entrepreneurial goals (Suzuki & Hur, 2020). Similarly, employee engagement has been shown to be directly
linked to increased creativity, problem-solving, and proactive behavior, all of which are essential for corporate entrepreneurship
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(Chua & Ayoko, 2021b). Engaged employees are more likely to go beyond their job descriptions, contributing to the development
of new ideas, products, and services.

Numerous studies have examined the role of leadership styles in fostering corporate entrepreneurship. For instance, Verma and
Mehta (2020) conducted a comprehensive literature review, asserting that transformational, charismatic, and positive leadership
styles significantly influence corporate entrepreneurship. Similarly, Soomro and Shah (2022) investigated the relationship between
transformational leadership and corporate entrepreneurship in the context of SMEs in Pakistan. Pan et al. (2021) further explored
the role of transformational leadership in China. However, while these studies have made significant contributions, they have
largely overlooked the potential mediating roles of organizational commitment and employee engagement in this relationship.
Also, these studies did not investigate how leadership styles and employee engagement can interact to boost innovation within
organizations. Neither did the studies focus on how leadership can drive corporate entrepreneurship through mediators like
employee engagement. This leaves a crucial gap in understanding how leadership styles can enhance corporate entrepreneurship
by fostering organizational commitment and employee engagement. Therefore, this study seeks to address this gap by
investigating how leadership styles, through organizational commitment and employee engagement, contribute to corporate
entrepreneurship, offering valuable insights into how these mediators can drive entrepreneurial behaviors within organizations.

Il. LITERATURE REVIEW

Social Exchange Theory

SET, originally developed by Blau (1964), posits that social relationships are based on the exchange of benefits between parties.
In the context of organizations, SET suggests that employees are more likely to engage in positive behaviors, such as corporate
entrepreneurship, when they perceive a fair exchange of benefits with their organization (Krishnan et al., 2020). This exchange
can be influenced by factors such as leadership styles and organizational culture, which shape employees' perceptions of support,
trust, and fairness (Ahmad et al., 2023).

Organizational Support Theory

OST, developed by Eisenberger et al. (1986), posits that employees form general perceptions about the extent to which their
organization values their contributions and cares about their well-being. These perceptions of organizational support can influence
employees' attitudes, behaviors, and performance. In the context of corporate entrepreneurship, OST suggests that employees
who perceive high levels of organizational support (e.g., through supportive leadership and a conducive organizational culture)
are more likely to engage in entrepreneurial activities.

Ill. CONCEPTUAL FRAMEWORK AND HYPOTHESIS

Effect of Leadership Styles on Corporate Entrepreneurship

The role of leadership styles in promoting corporate entrepreneurship (CE) has been widely recognized across multiple studies.
Transformational leadership (TL), in particular, is seen as a significant driver of CE by fostering an environment that encourages
innovation, proactivity, and renewal (Soomro & Shah, 2022). The findings of Verma and Mehta (2020) further corroborate this,
showing that positive leadership traits, including transformational leadership, have a strong impact on CE, especially in terms of
enhancing factors such as creativity and entrepreneurship within firms. Additionally, Pan et al. (2021) suggest that CEO
transformational leadership influences CE through organizational ambidexterity, with environmental factors and team dynamics
acting as important moderators. On the other hand, Arfi and Hikkerova (2021) highlight the role of digital platforms in fostering
corporate entrepreneurship, especially in terms of product innovation, suggesting that the ability to share knowledge and
resources through digital means supports entrepreneurial initiatives. Collectively, these studies indicate that leadership styles
significantly contribute to the development of corporate entrepreneurship, creating an innovative and proactive environment that
drives organizational success. Therefore, based on the literature reviewed, the following hypothesis is proposed:

Hi: Leadership style has a positive effect on corporate entrepreneurship.

Influence of Organizational Commitment on Leadership Style and Corporate Entrepreneurship

The relationship between leadership styles, organizational commitment, and corporate entrepreneurship has been explored in
various contexts, with findings consistently supporting the influence of leadership on commitment and subsequent
entrepreneurial behaviours. Mwesigwa et al. (2020) demonstrate that leadership styles in Ugandan public universities significantly
affect organizational commitment, with job satisfaction acting as a partial mediator. This aligns with Purwanto et al., (2021), who
show that transformational leadership and organizational commitment positively influence behaviours that drive organizational
citizenship and, by extension, corporate entrepreneurship. Additionally, Purwanto (2021) highlights that job satisfaction mediates
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the relationship between transformational leadership and organizational commitment, which, in turn, influences overall
organizational effectiveness. Similarly, Kim and Beehr, (2020) suggest that empowering leadership fosters affective organizational
commitment, which can mitigate withdrawal behaviours like absenteeism and turnover, thereby enhancing organizational stability
and fostering a climate conducive to corporate entrepreneurship. Together, these studies imply that leadership not only directly
influences organizational commitment but that commitment itself plays a crucial mediating role in translating leadership into
entrepreneurial outcomes. Thus, the following hypothesis is proposed:

Hz: Organizational commitment mediates the relationship between leadership style and corporate entrepreneurship.

Employee Engagement, Leadership Styles and Corporate Entrepreneurship

The role of leadership styles in enhancing employee engagement and its subsequent impact on work outcomes, including
corporate entrepreneurship, has been explored across various studies. Gemedaa and Leeb (2020) found that transformational
leadership positively influences work engagement and innovative behavior, while transactional leadership enhances task
performance. Work engagement itself partially mediated the relationship between leadership styles and work outcomes,
emphasizing the critical role engagement plays in translating leadership into organizational performance. Similarly, Riyanto et al.
(2021) demonstrated that employee engagement mediates the relationship between motivation, job satisfaction, and
performance, further solidifying the role of engagement as a bridge between leadership behaviors and organizational results.
Abdullahi et al. (2021) identified employee engagement as a mediator between organizational culture and employee performance,
suggesting that engagement is pivotal in fostering a productive and entrepreneurial environment. Rabiul and Yean (2021)
extended this by showing that motivating language, influenced by leadership styles, mediates the relationship between leadership
and work engagement in the hotel industry. These studies collectively indicate that employee engagement is a key mediator in
the relationship between leadership styles and the development of corporate entrepreneurship, as it helps transform leadership
actions into tangible outcomes. Thus, the following hypothesis is proposed:

Hs: Employee engagement mediates the relationship between leader style and corporate entrepreneurship

Conceptual Framework

ORGANIZATIONAL
COMMITMENT
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— ENTREPRENEURSHIP

I

EMPLOYEE
ENGAGEMENT

Figurel: Conceptual Framework

IV. RESEARCH METHODS

Research Approach and Design

The study is based on a quantitative research approach and employs an explanatory research strategy, as the aim is to investigate
the effect of leadership style and organizational culture on corporate entrepreneurship in financial institutions in Ghana,
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specifically Ghana Commercial Bank. The study also uses a mono-method quantitative design, with data collected using a
guantitative survey questionnaire (Saunders & Tosey, 2013; lkart, 2019; Creswell, 2014b).

Population Sample

The general population of the study is all financial institutions in Ghana. The target population consists of employees of Ghana
Commercial Bank (GCB). The accessible population comprises employees of GCB who are involved in leadership roles or have
knowledge about the bank's organizational culture and corporate entrepreneurship activities. A sample size of 385 employees
was estimated using the Cochran sample size formula, based on a 95% confidence level and +5% precision. The resulting sample
size is demonstrated using the Cochran sample size formula

Ne Z%pq _ (1.96)2(.5)(.5) _ 385
e’ (.05)°

However, while 385 questionnaires were distributed, only a feedback from 378 was received.

Sampling Technique

Stratified sampling technique with equal proportion and convenience sampling techniques were used to select the participants of
the study. First of all, the participants were stratified into two — managerial and non-managerial staff, and the convenience
sampling technique was used to select the participants in each of the stratum.

Data Sources
The study used primary data collected through a survey questionnaire administered to the selected sample of GCB employees.

Research Instrument

A questionnaire designed by the researcher through the review of literature was used to collect data. The questionnaire consists
of eight sections (A) background information of the participants, (B) leadership styles, (C) organizational culture, (D) organizational
commitment, (E) employee engagement, (F) organizational size, (G) access to finance, and (H) corporate entrepreneurship. The
response format, except the background information, was based on a five point Likert Scale, with 1 being strongly disagree, 2
being disagree, 3 being neutral, 4 being agree, and 5 being strongly agree.

Validity and Reliability

Criterion, face, and content validities were used to ensure the questionnaire measures what it is supposed to measure. Exploratory
factor analysis (EFA) and confirmatory factor analysis (CFA) was used to test the internal structure of the questionnaire. Other
measures such as correlation coefficients, Fornell-Larcker criterion was computed to assess the construct validity of the
questionnaire. Internal consistency and reliability was assessed by Cronbach's a, composite reliability (CR), and average variance
extracted (AVE) for all latent variables.

Data Analysis

The study employed structural equation modeling (SEM) to test the hypothesized relationships between leadership styles,
organizational culture, corporate entrepreneurship, and the mediating and moderating variables. The study used the maximum
likelihood estimation (MLE) technique to estimate the parameters of the structural equation model. MLE is a widely used
estimation method in SEM due to its robustness and ability to provide unbiased, consistent, and efficient estimates when the data
are normally distributed (Hair et al., 2019). The data for the study was processed using the IBM SPSS program version 26 and
AMOS Version 21. Descriptive statistics (mean, standard deviation, minimum and maximum values, frequencies, and percentages)
and inferential analyses (Pearson correlation) were conducted. Structural equation modeling (SEM) — Covariance-based SEM, was
used to answer the research questions. Path analysis of SEM was examined to estimate the significance and magnitude of
proposed relationships between leadership style, organizational culture, and corporate entrepreneurship.

V. RESULT

Demographic Characteristics

Out of 378 participants, 286 (75.7%) were female and 92 (24.3%) were male. This gender distribution shows a notable imbalance,
with females representing just over three-quarters of the sample population. The valid percentages match the overall percentages,
and the cumulative percentage reaches 100% with the inclusion of both genders. This data indicates a significantly higher
participation rate among women compared to men in this survey. As shown in the table, majority of the participants (52.9%) held
a Bachelor's degree, followed by those with a Master's degree (28.0%). Participants with a Diploma or Professional degree
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comprised 18.0% of the sample, while only a small proportion (1.1%) held a Doctorate degree. These findings suggest that the
study sample was predominantly composed of individuals with higher education, as 80.9% of the participants had either a
Bachelor's or a Master's degree. The cumulative percent column indicates that 98.9% of the participants had an educational level
of a Master's degree or below, with only 1.1% holding a Doctorate degree.

Table 1: Gender and Educational Level Distribution of Participants

Variable Item Frequency Percent (%)

Gender Male 92 24.3%
Female 286 75.7%
Total 378 100.0%

Educational level Diploma/Professional 68 18.0%
Bachelor 200 52.9%
Masters 106 28.0%
Doctorate 4 1.1%

Descriptive Statistics and Normality Test

Table 2 presents the descriptive statistics, including the mean, standard deviation, minimum, and maximum values, as well as the
skewness and kurtosis values for each variable in the study.

Leadership styles are divided into three dimensions: transformational (mean = 2.88), transactional (mean = 2.21), and laissez-faire
(mean = 2.77). The data for these dimensions is normally distributed. Organizational commitment, measured by affective (mean
=2.39), continuance (mean = 2.22), and normative (mean = 2.49), also shows normal distribution. Employee engagement, assessed
by vigor (mean = 2.73), dedication (mean = 3.61), and absorption (mean = 2.32), is normally distributed. Corporate
entrepreneurship, evaluated across five dimensions, has mean scores ranging from 1.65 to 3.37, with most dimensions showing
normal distribution, except for work discretion.

Table 2: Descriptive statistics and normality test of the study variables

N Min. Max. Mean Std. Dev. Skewness Kurtosis

Leadership Style

Transformational 378 1.00 5.00 2.88 0.74 -.056 .034

Transactional 378 1.00 5.00 2.21 0.84 .526 -.231

Laissez 378 1.00 5.00 277 0.80 .032 -.479
Organizational Commitment

Affective Commitment 378 1.00 5.00 2.39 1.03 716 .216

Continuance Commitment 378 1.00 5.00 2.22 0.75 .756 .560

Normative Commitment 378 1.00 5.00 2.49 0.95 .652 -.200
Employee Engagement

Vigour 378 1.00 5.00 2.73 0.88 .246 -.521

Dedication 378 1.00 5.00 3.61 0.79 -.402 .240

Absorption 378 1.00 5.00 232 0.77 .405 447
Corporate Entrepreneurship

Top Management 378 1.00 5.00 3.37 0.96 -.261 -.660

Work Discretion 378 1.00 5.00 1.65 0.78 1.352 1.854
Rewards/Reinforcement 378 1.00 5.00 3.02 0.96 -.075 -.560

Time Availability 378 1.00 5.00 3.09 0.85 .008 -.420

Organizational Boundaries 378 1.00 5.00 3.35 0.85 .298 -.452

Source: Author’s own calculations from data
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Multicollinearity Test

To assess the presence of multicollinearity, the variance inflation factor (VIF) and tolerance were calculated for each predictor
variable after running a multivariate regression. The results in Table 3 show that all the independent variables have VIF values well
below the threshold of 5, ranging from 1.105 to 2.057. Similarly, the tolerance values for all the independent variables are above
the threshold of 0.2, ranging from 0.486 to 0.905. These findings suggest that multicollinearity is not a significant concern in the
current study, as the independent variables do not exhibit a high degree of correlation with each other.

Table 3: Multicollinearity test and Common Bias Method

Tolerance VIF Common Method Bias

Leadership Style 13.411%

Transformational .690 1.450

Transactional .905 1.105

Laissez-Faire .818 1.222
Organizational Commitment

Affective Commitment .790 1.266

Continuance Commitment 734 1.363

Normative Commitment 491 2.037
Employee Engagement

Vigor .811 1.234

Dedication .695 1.438

Absorption .703 1.422

Exploratory Factor Analysis (EFA)

The Kaiser-Meyer-0lkin Measure of Sampling Adequacy is 0.841, indicating that the data is suitable for factor analysis. (Shrestha,
2021) asserts that a KMO value greater than 0.70 is considered acceptable, indicating enough correlation to proceed with the
analysis. Additionally, Bartlett's Test of Sphericity is significant (x2 = 18531.482, p = 0.000), further supporting the suitability of the
data for factor analysis by confirming that the correlation matric is not an identity matrix and the variables are sufficiently related.
The subsequent factor analysis indicated that the items were well-defined and reliably measure their respective variables,
supporting the clarity of the factor structures in the data. The factor loadings were above the 0.50 threshold accepted by Hair et
al. (2006).

Additionally, the Cronbach’s alpha values for all constructs are high and exhibit strong reliability, well above the recommended
threshold of 0.70 (Nayak et al., 2021).

Table 4. Results of factor loadings and reliability analysis

Conceptual factors Items Loadings Cronbach’s alpha (a)
Transactional Leadership Style TR3 .933 .936
TR2 .908
TR5 .897
TR4 .890
TR6 .849
TR1 .757
Transformational Leadership Style TL3 .883 .883
TL2 .880
TL5 .832
TL4 .754
TL1 734
Laissez-Faire Leadership Style LF1 .814 .818
LF2 .804
LF3 .802
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LF4 776

Affective Commitment AC2 .879 .659
AC1 .756

Continuance Commitment CcoC1 .805 .776
coc2 .765
CcocC3 .753
coc4a 733

Normative Commitment NC5 .885 .881
NC3 .869
NC1 .696
NC4 .681
NC2 .594

Vigor V2 .822 .560
V1 .759

Dedication D3 .885 .868
D1 .852
D2 .807

Absorption Al .839 .715
A2 .826
A3 .648

Top Management TP3 .879 .907
TP1 874
TP2 .806
TP4 .783

Organizational Boundaries OB1 .902 .880
0B2 .861
0oB3 .745
OB4 .695

Work Discretion wD4 .848 .833
wWD2 .820
wD1 .813
WD3 .750

Time Availability TA2 .788 .806
TA3 .768
TA4 .759
TAl .610

Rewards/Reinforcement RR1 .903 .865
RR3 .796
RR2 728

Kaiser-Meyer-Olkin Measure of Sampling Adequacy .841

Bartlett's Test of Sphericity x%(2775) = 18531.482, p = 0.000

Validity

The validity and reliability of the measurement model were assessed using internal consistency reliability, composite reliability,
convergent validity, and discriminant validity. Cronbach’s alpha values for most constructs exceeded the 0.70 threshold, with a
few exceptions such as market culture (a = 0.603) and vigor (a = 0.560). Composite reliability values ranged from 0.727 to 0.943,
indicating generally good reliability across constructs. Convergent validity, measured by average variance extracted (AVE), showed
acceptable values for most constructs, though market culture, continuance commitment, absorption, and vigor had lower AVE
values, suggesting weaker convergent validity. Discriminant validity, assessed using the Fornell and Larcker criterion, was
acceptable for most constructs, although some correlations exceeded the square root of AVE, indicating potential overlap. Overall,
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the measurement model demonstrated strong validity and reliability, with some areas for further refinement. Table 5 shows the
convergent validity (Composite Reliability (CR) and Average Variance Extracted (AVE)) and discriminant validity (Fornell-Larker
Criterion) of the constructs.

Table 5 Convergent validity (AVE) and discriminant validity (Fornell-Larcker Criterion)
1 2 3 4 5 6 7 8 9 10 11 12 13
1.TL 0.848

2.BC 0.110 0.876

3.EC 0.076 0.548 0.81
4.NC 0.053 0.008 0.037 0.78

5.TR 0.259 0.344 0.239 0.001 0.78

6. CC 0.141 0.548 0.690 0.023 0.435 0.725

7. LF 0.184 0.286 0.162 0.002 0.405 0.301 0.729

8.COC 0.003 0.049 0.007 0.112 0.107 0.008 0.011 0.694

9.DE 0.016 0.046 0.001 0.318 0.005 0.004 0.004 0.455 0.829

10.AB 0.118 0.037 -0.03 0.393 0.016 0.052 0.021 0.007 0.260 0.697

11.mMmC 0.136 0.069 0.125 0.03 0.137 0.173 0.166 0.047 0.100 0.074 0.601

12. Vi 0.107 0.031 0.061 0.015 0.267 0.202 0.186 0.033 0.023 0.027 0.562 0.657

13.AC 0.048 0.064 0.089 0.400 0.065 0.071 0.037 0.339 0.323 0.119 0.135 0.004 0.754

AVE 0.719 0.768 0.656 0.609 0.608 0.526 0.531 0.482 0.688 0.485 0.362 0.432 0.568

CR 0.938 0.943 0.904 0.885 0.885 0.775 0.819 0.775 0.868 0.737 0.727 0.791 0.711
Note: TL=Transactional Leadership; BC=Bureaucratic Culture; EC=Entrepreneurial Culture; NC=Normative Commitment;

TR=Transformational Leadership; CC = Clan Culture; LF = Laissez-Faire; COC = Continuance Commitment; DE = Dedication; AB =
Absorption; MC=Market Culture; VI=Vigour; AC = Affective Commitment

Confirmatory Factor Analysis (CFA) Results

The Confirmatory Factor Analysis (CFA) results indicate that the measurement model has a strong goodness of fit. Key fit indices,
such as the relative chi-square (CMIN/DF = 1.621), SRMR (0.04), RMSEA (0.041), and PClose (1.000), all meet or exceed
recommended thresholds, indicating an excellent fit. The CFI value (0.908) is slightly below the ideal threshold of 0.95 but still
acceptable. Other indices, including GFI, AGFI, PGFI, NFI, and TLI, also show excellent fit. These results support the validity of the
measurement model and confirm the factor structure derived from the Exploratory Factor Analysis (EFA).
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Figure 1. Confirmatory Factor Analysis of the Measurement Model

Structural Equation Modelling

The Structural Equation Model (SEM) validity assessment reveals a strong fit, with indices like CMIN/DF (1.619), SRMR (0.040),
and RMSEA (0.041) all indicating excellent fit. The Comparative Fit Index (CFI) is 0.935, suggesting an acceptable fit. The direct
path analysis shows significant positive effects of both Organizational Culture and Leadership Style on Corporate
Entrepreneurship. Indirect effects analysis reveals significant mediation by Employee Engagement in the Leadership Style-
Corporate Entrepreneurship relationship, but no significant mediation by Organizational Commitment or Employee Engagement
in other paths. Moderation analysis indicates that Organizational Size and Access to Finance do not moderate the Leadership Style-
Corporate Entrepreneurship relationship, but both significantly moderate the Organizational Culture-Corporate Entrepreneurship
relationship.

The results of all the model fit indices satisfied the statistical criteria for the SEM. The results for the SEM and Goodness of Fit
indices are indicated in Figure 3 and Table 6 below:

Table 6. Results of Goodness of Fit for SEM

Measure Estimate Threshold Interpretation
CMIN/DF 1.621 Between 1 and 3 Excellent
CFI 0.908 >0.95 Acceptable
SRMR 0.04 <0.08 Excellent
RMSEA 0.041 <0.06 Excellent
PClose 1.000 >0.05 Excellent
GFI 0.97 >0.90 Excellent
AGFI 0.944 >0.90 Excellent
PGFI 0.903 >0.90 Excellent
NFI 0.974 >0.90 Excellent
TLI 0.986 >0.90 Excellent
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Figure 2. Structural Equation Model of the Study with Estimates

Path analysis
Direct effects
Table 7. Summary of Model Path Analysis of Structural Equation Model of Direct Effects

Direct Paths Estimate S.E. C.R. p-value
Leadership Style Corporate Entrepreneurship 0.029 0.045 0.645 0.0319%*
Significance of Estimates: ***p < 0.001; **p < 0.010; *p < 0.050

Mediating effects
Table 8. Summary of Model Path Analysis of Structural Equation Model of Indirect/Mediation Effects

Unstandardized

Indirect/Mediation Effects Paths Beta (B) Estimate Lower Upper p-value
Leadership Style Employee Engagement Corporate 0.004 -0.008 0.08 0.0846%t
Entrepreneurship

Leadership  Style Organizational Commitment 0.002 -0.003 0.018 0.786

Corporate Entrepreneurship
Significance of Estimates: *** p < 0.001; ** p <0.010; * p < 0.050; T p <0.100

IV. DISCUSSION

H1: Leadership style has a positive effect on corporate entrepreneurship

The results of the study revealed that Leadership Style has a positive and significant direct effect on Corporate Entrepreneurship,
supporting H1. This result aligns with previous research on the relationship between leadership and corporate entrepreneurship.
For instance, Yadav and Srivastava (2022) found that transformational leadership positively influenced CE in Indian IT firms, while
(Karacaoglu, (2021) demonstrated a similar relationship in Turkish manufacturing firms. These studies argued that
transformational leaders create a vision, encourage innovation, and support risk-taking, which fosters an entrepreneurial mindset
within the organization. However, it is important to note that while statistically significant, the effect size in our study (B = 0.029)
is relatively small. This suggests that while leadership style does positively influence corporate entrepreneurship, its direct impact
may be more modest than previously theorized. This finding underscores the complex nature of corporate entrepreneurship and
suggests that leadership style, while important, may be just one of many factors contributing to CE.

H2: Organizational commitment mediates the relationship between leader style and corporate entrepreneurship

The results of the study revealed that the mediation effect of Organizational Commitment on the relationship between Leadership
Style and Corporate Entrepreneurship is not statistically significant, failing to support H3. This result is contrary to expectations
based on previous research and theoretical propositions in the field. For instance, Jaiswal and Dhar (2017) found that affective
commitment mediated the relationship between transformational leadership and innovative work behavior in Indian service firms.
Similarly, Sengillendi et al. (2024) demonstrated that organizational commitment mediated the relationship between
entrepreneurial leadership and CE in Turkish SMEs. The lack of a significant mediation effect in this study challenges the theoretical
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pathway proposed in the literature, which suggests that leaders who inspire, motivate, and support their employees enhance
employees' emotional attachment to the organization, which in turn motivates them to engage in entrepreneurial activities.
Meanwhile, although a significant indirect effect through organizational commitment was not found, it is worth noting that the
study previously found a significant direct effect of leadership style on CE. This suggests that leadership may influence CE through
other mechanisms not captured by organizational commitment.

H3: Employee engagement mediates the relationship between leader style and corporate entrepreneurship

The study examined the indirect path between Leadership Style and Corporate Entrepreneurship (CE), mediated by Employee
Engagement. The findings of the study revealed that the mediation effect of Employee Engagement on the relationship between
Leadership Style and Corporate Entrepreneurship is statistically significant at the 10% level, providing marginal support for H5.
The finding is broadly consistent with studies such as Alshahrani et al. (2024) who found that employee engagement mediated
the relationship between transformational leadership and innovative work behavior in Saudi Arabian healthcare organizations.
Similarly, it aligns with Mosquera et al. (2022), who demonstrated that work engagement mediated the relationship between
entrepreneurial leadership and CE in Portuguese SMEs. The result supports the theoretical argument that leaders who inspire,
motivate, and support their employees are likely to enhance employees' emotional and cognitive involvement in their work, which
in turn motivates them to engage in entrepreneurial activities.

VIl. CONCLUSION

In conclusion, this study provides valuable insights into the complex relationship between leadership styles, organizational
commitment, employee engagement, and corporate entrepreneurship. While leadership style was found to have a positive effect
on corporate entrepreneurship, the mediation effects of organizational commitment were not significant. However, employee
engagement was identified as a marginally significant mediator in this relationship. These findings suggest that while leadership
plays a key role in fostering corporate entrepreneurship, its impact may be influenced by additional factors not fully explored in
this study. Future research could further investigate these mechanisms and refine our understanding of how leadership shapes
entrepreneurial behavior within organizations.
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