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ABSTRACT

In the contemporary organizational landscape, effective leadership is essential for
fostering employee enthusiasm, engagement, and performance. This research aims
to investigate the dynamic relationship between transformational leadership and job
performance from the employees' perspective. Transformational leadership,
characterized by its ability to inspire and empower employees towards shared goals,
contrasts with transactional styles by emphasizing idealized influence, inspirational
motivation, intellectual stimulation, and individualized consideration. Using a
guantitative approach, data was collected through questionnaires distributed to
employees across various departments in a company located in Bandar Baru Bangi.
The survey focused on the four key dimensions of transformational leadership and
their impact on employee performance. The results were analyzed using Pearson
correlation, indicate significant positive correlations between all dimensions of
transformational leadership and employee performance. The findings emphasize the
importance of transformational leadership in enhancing employee performance.
Leaders who demonstrate charismatic behavior, inspire with a compelling vision,
provide personalized support, and stimulate creativity can significantly improve
employee performance. This study provides valuable insights for human resource
practitioners seeking to leverage transformational leadership to boost employee
performance and achieve organizational success. By adopting transformational
practices, leaders can foster a motivated, engaged, and high-performing workforce,
thereby driving organizational growth and sustainability.

Keywords: Employee performance; idealized influence; inspirational motivation;
intellectual stimulation; individualized consideration
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INTRODUCTION

In the current organizational climate, effective leadership is crucial for fostering
employee enthusiasm, engagement and performance. Transformational leadership,
in particular, has gained prominence for its ability to inspire and empower
employees to work together towards common goals. This research investigates the
complex relationship between transformational leadership and job performance,
focusing on the employees' perspective.

Leadership effectiveness centers on specific skills and approaches, which can be
broadly categorized into transactional and transformational styles. Bass & Stogdill
(1990), described transformational leadership as a process where leaders motivate
employees, improve work quality and morale and serve as role models, thereby
encouraging employees to follow their lead and perform effectively. This theory
suggests that such leadership qualities may be developed or inherent.

Transformational leadership's effectiveness is evident in a leader's ability to inspire
followers. Northouse (2001) and Qalati et.al (2022), define transformational
leadership as the capability to induce positive change and improvement in others.
This leadership style is essential in guiding leaders to clearly define goals and
determine the best strategies for conflict resolution. According to Bass (1985),
transformational leadership involves intellectually stimulating followers, motivating
them to prioritize group interests, recognizing their individual contributions, and
exhibiting charismatic behavior that fosters respect and trust. In this model, leaders
act as mentors who actively engage and empower their team to achieve a shared
vision.

In addition, employee performance is a variable that is relatable to transformational
leadership. Employee performance is a multifaceted concept that includes
gualitative factors such as job satisfaction, organizational commitment, and
innovation, as well as quantitative measures like productivity, efficiency, and task
completion. While there is a broad consensus that transformational leadership
positively influences employee performance, empirical research has investigated
into the specific conditions and mechanisms that shape this relationship.
Understanding these distinctions are important for HR practitioners seeking to
maximize the benefits of transformational leadership to enhance employee
performance and achieve organizational success.
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Background of Study

In today's society, a wide range of individuals step into leadership roles across
diverse sectors. Leadership is essential in every field, from public administration at
different levels to businesses, factories, farms, healthcare facilities, and both private
and government agencies. These leaders are tasked with promoting societal peace,
stability, unity, prosperity, and overall well-being.

In the face of an unpredictable business environment, many companies struggle to
survive. This survival instinct is powered by the leadership provided by managers,
who must motivate employees to achieve the organization’s goals and enhance
performance (Virgiawan et al.,, 2021). Hajiali et al. (2022) emphasize that
employees are the most valuable asset of any organization, necessitating effective
leadership. This principle is particularly relevant in human resources, where leaders
must offer guidance and psychological support to ensure optimal employee
performance. Effective leadership is crucial for all organizations to meet their
objectives, as it significantly influences overall performance. The success or failure
of an organization is largely contingent on the quality of leadership at every level.

Leadership is a critical factor in any organization, as leaders' decisions can make or
break a company. It is widely recognized that effective leadership is essential for the
success of companies, and neglecting this aspect can adversely affect both employee
and organizational performance. Furthermore, a group's success is predominantly
influenced by the excellence of its leadership.

PROBLEM STATEMENT

Highly committed and motivated employees often exhibit high levels of
productivity, and leadership plays a crucial role in shaping this commitment.
According to Buil et al. (2019) and Qalati et al. (2022), transformational leadership
is a key factor in enhancing organizational performance and employee productivity
by directly influencing individual behaviors. Transformational leaders, known for
their capacity to nurture and support each employee, foster an environment where
engagement and performance increase. As Qalati et al. (2022) suggest, when
transformational leadership is applied, it can result in substantial improvements in
organizational outcomes. These leaders enhance employee engagement by
encouraging the sharing of ideas, which not only encourages confidence but also
strengthens teamwork, finally contributing to higher organizational performance.

Moreover, transformational leaders practise inclusive management strategies, such
as open communication and consultative decision-making, which have proven
beneficial in providing employees with role clarity and opportunities for seeking
guidance when needed. Dwivedi (2020) argues that by facilitating knowledge
sharing, transformational leadership ensures employees are well-equipped with the
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necessary skills and understanding to perform efficiently, thereby improving overall
productivity.

While the advantages of transformational leadership in fostering higher employee
performance are widely acknowledged, there is still a significant gap in the
literature concerning the specific mechanisms through which this leadership style
generates better outcomes. Current research on the relationship between
transformational leadership and employee performance is inconsistent, with studies
like those of Buil et al. (2019) reporting strong positive correlations, while others
fail to demonstrate a clear connection. These conflicting findings underscore the
need for further exploration into the direct and indirect effects of transformational
leadership on performance.

This ambiguity presents a critical challenge for organizations seeking to leverage
transformational leadership to enhance employee performance and achieve
sustained success. Despite the rising demand for innovative leadership, many
companies are facing stagnant or declining employee performance levels, which not
only hinder competitiveness but also reduce engagement and satisfaction. Although
several factors contribute to this performance gap, the role of leadership is
undeniably significant in influencing employee motivation and behavior.

In comparison to conventional leadership models, transformational leadership has
the potential to elevate employee performance. By employing behaviors rooted in
idealized influence, inspirational motivation, individualized consideration, and
intellectual stimulation, transformational leaders can inspire individuals to align
with a shared vision, motivating them to exceed expectations. Additionally, through
intellectual stimulation and empowerment, these leaders encourage employees to
think critically, approach challenges creatively, and continuously seek
improvement. The outcome is a workforce that is not only strong and innovative but
also more deeply engaged and committed to the organization’s success.

However, the inconsistent findings in existing literature indicate a need to further
investigate the precise ways in which transformational leadership can drive
employee performance. This study aims to address this gap by examining the
relationship between the various dimensions of transformational leadership namely
Idealised Influence, Inspirational Motivation, Individualised Consideration, and
Intellectual Stimulation with employee performance. In doing so, it seeks to clarify
the mechanisms through which transformational leadership operates, providing
insights for organizations aiming to leverage leadership as a tool for improving
employee productivity and fostering sustainable growth.
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LITERATURE REVIEW

Transformational Leadership

Transformational leadership has the capability to significantly elevate and enhance
the development of individuals. As explained by Northouse (2021),
transformational leadership is characterized by a leader's capacity to induce
personal change and growth in others. This leadership style effectively inspires
individuals to improve themselves and achieve greater outcomes. Shafi et al.
(2020), highlights that a fundamental aspect of transformational leadership is the
leader’s ability to inspire and motivate subordinates to achieve their objectives.
According to Hartog et al. (1997), transformational leadership seeks to maximize
followers' potential, address higher needs, instil a positive value system, and
increase motivation.

The enhancement of followers' potential is a critical outcome of transformational
leadership. Ozaralli (2003), describes transformational leadership as the capacity to
foster a dynamic organizational vision, often necessitating a shift in cultural values
to promote greater innovation. The four foundational components of
transformational leadership are idealized influence, inspirational motivation,
intellectual stimulation, and individualized consideration.

Previous research on leadership has presented numerous theories that have evolved
over time, each with its own significance. The choice of leadership theory in any
organization is influenced by factors such as technical expertise, organizational
culture, and the level of sensitivity to various circumstances. The effectiveness of an
organization's leadership style is directly linked to its overall productivity. Various
theories, including the Great Man Theory, Behavioral Theories, and Contingency
Theories of Transformational Leadership, offer different perspectives on leadership.
Behavioral theories propose that leadership qualities can be developed over time,
contrasting with trait theories that suggest leaders are born with inherent qualities.
Contingency theory, also known as situational theory, posits that effective
leadership depends on the context and circumstances surrounding the leader. Judge
and Piccolo (2004) argued that task-oriented situational leadership enhances
organizational performance.

In investigating the evolution of transformational leadership, Downton (1973)
concluded that a personal system of rules can gain legitimacy through both reward
and punishment mechanisms (transactional leadership), the manipulation of myths
and symbols that lend meaning to actions and suffering (inspirational leadership),
and through leaders who offer security, identity, or cultural reinforcement to
followers whose psychological dispositions or social conditioning necessitate
obedience (charismatic leadership) (pp. 284-285).
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Similarly, Gill et al. (1998) discussed the relationship between leadership and
organizational theory development in the context of 21st-century organizations.
Transformational leadership, in particular, is seen as a key approach for post-
bureaucratic organizational models. Gill and colleagues note that the typology of
transformational leadership was first articulated by Downton (1973), with further
elaboration provided by Burns (1978) and later expanded into an empirical
framework by Bass (1985).

The importance of the works by Burns (1978) and Bass (1985) lies in their critical
distinction between transformational and transactional leadership, as well as their
contribution to an empirical model for transformational leadership. Berlews (1974)
critiqgued traditional leadership research, arguing that it often overlooks what
motivates and energizes individuals within organizations. He suggested that
charismatic leadership, rather than conventional approaches, better captures these
dynamics.

Burns (1978) also explored into political leadership, emphasizing the dynamics of
power, purpose, and relationships (Zhang, 2010). His work became the basis for
Bass’s subsequent research on transformational leadership. Burns (1978) defined
leadership as a process whereby leaders inspire followers to pursue shared goals
that reflect the values, desires, and aspirations of both parties (p. 19). He also noted
that leadership can be transactional or transformational, differing primarily in their
methods of achieving goals. Transformational leadership focuses on elevating
followers' motivations, drawing on Maslow’s Hierarchy of Needs, whereas
transactional leadership centers on outcomes and rewards (Antonakis, 2012).

It is believed that transformational leadership goes beyond attainment of a leader's
objectives, promoting followers' development by addressing their needs. Downton
(1973) also contributed to the foundational concepts of transformational leadership,
particularly focusing on rebellious leadership, which encompasses transactional,
charismatic, and inspirational elements. He defined inspirational motivation as the
manipulation of myths and symbols that give meaning to both action and suffering.
Antonakis (2012) later noted that Downton's work provided the basis for Bass’s
(1985) systematic study of transformational leadership, which includes the
dimensions of idealized influence, inspirational motivation, intellectual stimulation,
and individualized consideration. Additionally, Bennis and Nanus (1985)
highlighted the importance of visionary leaders in mobilizing organizations toward
new objectives.

Transformational leadership, emphasizes the role of leaders in inspiring and
motivating their followers. Bass & Avolio (1993), further developed this theory,
identifying four key components: idealized influence, inspirational motivation,
individualized consideration, and intellectual stimulation. By motivating employees
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and instilling a sense of purpose, transformational leadership can significantly
enhance organizational performance. The application of this leadership style varies
depending on the organization, with Bass and Avolio (1993) finding a strong
correlation between job satisfaction and organizational performance under
transformational leadership. Burns (1978) distinguished between transformational
and transactional leadership, noting that transactional leaders work within existing
organizational cultures, while transformational leaders seek to change them. Bass
(1995) later identified self-directing, self-reinforcing, and self-actualizing as key
traits of transformational leaders.

Transformational leaders achieve their goals by helping subordinates recognize their
abilities, involving them in decision-making processes, and guiding them toward
achieving objectives. Given (2008) noted that transformational leaders foster
leadership qualities in their followers by encouraging them to form connections with
colleagues and providing mentorship. These leaders are not solely task-oriented:;
they enhance employee performance and satisfaction, leading to greater
organizational commitment. Additionally, Bass and Avolio (1993) highlighted the
role of transformational leaders in communicating organizational vision and goals to
employees.

According to Northouse, (2021) transformational leadership is defined as a process
that fundamentally changes and transforms individuals. This style of leadership
motivates followers to engage dynamically with their leaders and emphasized the
importance of leaders' ability to read and respond to the social and emotional cues of
their followers to achieve their objectives. Followers of transformational leaders
often experience significant personal growth and development. The four essential
elements of transformational leadership—idealized influence, inspirational
motivation, individualized consideration, and intellectual stimulation—have been
well-documented by Bass and Avolio (1993). Bryman (1992) found that
transformational leadership is positively associated with important organizational
outcomes, including citizenship behaviors and perceived extra effort.

Transformational Leadership and Performance

In relation of transformational leadership and employee performance, a model
known as Job Demand-Resource used to examine the link between these two
variables. The Job Demands-Resources (JD-R) Model, introduced by Demerouti et
al. (2001), offers a framework for understanding how job demands and resources
affect employee well-being and performance. It highlights the balance between
demands placed on employees and the resources available to support them, showing
how this interaction shapes both positive and negative outcomes, directly
influencing employee performance.
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The model focuses on two primary elements: job demands and job resources. Job
demands refer to the aspects of a job that require sustained effort, such as high
workloads, emotional demands, and work pressure, which, when excessive, can
cause stress and burnout. This reduces employees’ capacity to perform effectively.
On the other hand, job resources are factors that help employees manage their tasks
and alleviate the strain caused by demands. These resources include autonomy,
feedback, social support, and development opportunities, which help employees
maintain their performance even in challenging conditions.

The JD-R Model operates through two key processes: the health impairment process
and the motivational process. The health impairment process occurs when job
demands outweigh available resources, leading to exhaustion and burnout. This
negatively impacts employee performance by lowering productivity, work quality,
and increasing absenteeism. Conversely, the motivational process occurs when job
resources are sufficient to help employees meet their demands, enhancing their
ability to perform at a high level.

The JD-R Model also links closely with transformational leadership, which
emphasizes the importance of job resources in improving employee performance.
Transformational leaders provide vision, support, and empowerment, creating a
work environment rich in resources like autonomy and clear communication. This
leadership style helps employees manage their job demands more effectively,
reducing the risk of burnout and enhancing their overall performance. In summary,
the JD-R Model offers valuable insights into how the balance of job demands and
resources impacts employee performance. When combined with transformational
leadership, organizations can effectively manage employee well-being, reduce
stress and foster higher levels of performance.

Job Demands

Work Pressure
- Emotional Demands
= Mental Demands
- Physical Demands
- Ere.

Job Resources

- Autonomy
- Performance Feedback
- Social Support

- Supervisory Coaching
- Ete.

Personal Resources
- Optimism

- Self-efficacy

- Resilience

- Self-esteem

- Ete.

Work Engagement
- Wigor

- Dedication

- Absorption

Performance

- In-role Performance

- Extra-role Performance

- Creativity
= Financial Turnover
Etc.

Figure 1: The Job Demands-Resources (JD-R) Model
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METHODOLOGY

This research aims to explore the dimensions and components of transformational
leadership as implemented among employees at a selected company in Bandar Baru
Bangi. The focus is on understanding the significance of transformational leadership
on employee performance from the employees' perspective. Through this study, we
seek to gain deeper insights into how different elements of transformational
leadership are perceived and how they influence overall employee performance.
The population of this study consists of employees from various departments within
the company, providing a view of leadership practices and their effectiveness across
the organization. In this research, a quantitative approach was utilized to analyze the
collected data. The study is grounded in the components of transformational
leadership and relies on distributing surveys via questionnaires to gather relevant
information. Focusing on the four principal elements of transformational
leadership—idealized  influence, inspirational — motivation, individualized
consideration, and intellectual stimulation—the study employs a relationship
analysis to identify which aspects significantly related to employee performance.
This statistical measure quantifies the strength and direction of the association
between variables. In line with the research’s objectives, Pearson correlation is
utilized to investigate the relationship between the transformational leadership and
employee performance.

FINDINGS AND DISCUSSIONS

Table 2: Demographic Profile of Respondents

Respondent Items Frequency Percentage (%)
Demographic
Gender Male 52 34.2
Female 100 65.8
Age 20 - 30 years 82 53.9
31 - 40 years 37 24.3
41 - 50 years 18 11.8
50 years above 15 9.9
Marital Status Single 68 44.7
Married 80 52.6
Divorce 4 2.6
Ethnic Malay 127 83.6
Chinese 10 6.6
Indian 12 7.9
Bumiputera Sabah / 3 2.0
Sarawak
Others 0 0.0
Length of Service Below 1 year 33 21.7
1-5years 56 36.8
6 - 10 years 30 19.7
10 years above 33 21.7
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Total Income RM 1,500 - RM 42 27.6
2,500
RM 2,500 - RM 44 28.9
3,500
RM 3,500 - RM 32 211
4,500
RM 4,500 - RM 14 9.2
5,500
RM 5,500 above 20 13.2

Table 2 presents a comprehensive demographic overview of 152 respondents in this
survey, highlighting their gender, age, marital status, ethnic background, length of
service, and total income. Examining the gender composition, the survey
encompassed 152 respondents, with 34.2% being male and 65.8% female, indicating
a notable predominance of females in the sample. Regarding age distribution, a
majority of respondents (53.9%) belonged to the 20 to 30 years old category,
followed by 24.3% in the 31 to 40 years range, 11.8% in the 41 to 50 years range,
and 9.9% aged 50 years and above, highlighting a predominantly youthful
demographic with a considerable segment in the early stages of their professional
journeys. In terms of marital status, a higher proportion of respondents were married
(52.6%) compared to single (44.7%) or divorced (2.6%), suggesting a relatively
stable marital status among the respondents.

Ethnically, the majority identified as Malay (83.6%), followed by Chinese (6.6%),
Indian (7.9%), and Bumiputera Sabah/Sarawak (2.0%), indicating a strong Malay
representation reflective of the region's ethnic composition. Considering length of
service, respondents were evenly distributed, with 21.7% serving for less than 1
year, 36.8% for 1 to 5 years, 19.7% for 6 to 10 years, and another 21.7% for over 10
years, showcasing a diverse range of experience levels. Finally, with regard to total
income, the distribution was relatively even, with 27.6% earning between RM 1,500
to RM 2,500, 28.9% between RM 2,500 to RM 3,500, 21.1% between RM 3,500 to
RM 4,500, 9.2% between RM 4,500 to RM 5,500, and 13.2% earning RM 5,500 and
above, indicating a varied income range among the respondents. This table provides
a demographic profile of the survey respondents, offering valuable insights for
further analysis and interpretation within the study's context.

Table 3: Results of Pearson Correlation

Dimensions Correlation Value Significant Value
Idealised Influence 0.558** .001
Inspirational Motivation 0.545** .001
Individualised Consideration 0.452* .001
Intellectual Stimulation 0.521** .001
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Table 3 presents the correlation coefficients and significance levels for each
dimension. All dimensions of transformational leadership were found to have a
statistically significant positive correlation with employee performance.

Idealised Influence demonstrated positive correlation with employee performance (r
= 0.558, p < 0.001), indicating that as leaders exhibit idealised influence behaviors,
employee performance tends to improve. Similarly, inspirational motivation (r =
0.545, p < 0.001), Individualised Consideration (r = 0.452, p < 0.001), and
Intellectual Stimulation (r = 0.521, p < 0.001) were all positively correlated with
employee performance, although to varying degrees.

The present study highlights the significant relationship between transformational
leadership and employee performance, reaffirming the foundational principles of
transformational leadership theory. Consistent with prior research, the dimensions
of ldealised Influence, Inspirational Motivation, Individualised Consideration, and
Intellectual Stimulation all demonstrated a positive association with performance
outcomes. These findings provide compelling evidence that transformational leaders
who engage and inspire employees can enhance productivity and foster
organizational success. However, the varying strength of these correlations also
raises important considerations about the relative impact of each leadership
dimension and their practical implications in different organizational contexts.

The strongest relationship was observed between Idealised Influence and employee
performance (r = 0.558, p < .001). This suggests that employees are more likely to
perform at higher levels when their leaders embody characteristics of
trustworthiness, charisma, and ethical conduct. The ability of a leader to inspire
admiration and respect among employees aligns with the work of Bass and Avolio
(1994), who emphasize the essential role of ethical and charismatic leadership in
cultivating a motivated workforce. However, while the strength of this correlation is
notable, it is essential to acknowledge that charisma alone may not ensure in driving
sustained performance. Charisma must be paired with other leadership behaviors,
particularly those that address individual employee needs and organizational goals.
The risk, as argued by Judge et al. (2006), is that charisma without substance can
lead to dependency on the leader rather than empowerment of the workforce.
Therefore, while Idealised Influence is critical, its effectiveness depends on its
integration with other transformational behaviors.

Similarly, Inspirational Motivation exhibited a strong correlation with employee
performance (r = 0.545, p < .001). Leaders who provide a compelling vision and
instill a sense of purpose in their employees are likely to see enhanced performance
outcomes. This supports the view that vision-oriented leadership, as articulated by
Shamir, House, and Arthur (1993), creates meaning in employees' work, which in
turn increases engagement and commitment. However, a critical perspective must
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be considered here. While Inspirational Motivation is beneficial in driving short-
term engagement, it may not be sufficient for maintaining long-term performance if
it is not supported by tangible resources or clear strategies for achieving the vision.
As Northouse (2018) suggests, motivation without the necessary tools or guidance
can lead to frustration and disengagement over time. Thus, while Inspirational
Motivation is crucial, organizations must ensure that leaders are equipped to
translate vision into actionable steps that employees can realistically achieve.

In contrast, Individualised Consideration demonstrated a moderate correlation with
performance (r = 0.452, p < .001), indicating that personal attention to employees’
needs and professional development is positively linked to performance, although to
a lesser extent than other dimensions. This finding aligns with the idea that leaders
who act as mentors and coaches can foster employee development, as emphasized
by Kuhnert and Lewis (1987). However, the relatively lower strength of this
relationship raises critical questions about applying individualised leadership
approaches in larger organizations. While providing individualized support can
enhance performance in smaller teams, leaders in larger organizations may find it
challenging to offer the same level of attention to all employees. As Yukl (2010)
points out, the demands of personalized leadership may become untenable as the
complexity of the organization grows. Therefore, while Individualised
Consideration remains important, its practical application may require innovative
solutions, such as leveraging technology or delegating mentoring roles to mid-level
managers to ensure broad accessibility.

The relationship between Intellectual Stimulation and performance (r = 0.521, p <
.001) further underscores the importance of fostering creativity and innovation
within teams. Leaders who encourage employees to challenge assumptions and
think critically contribute to a culture of continuous improvement, which is essential
for organizational performance in today’s dynamic business environment. This
finding is consistent with Avolio and Bass (2004), who argue that intellectual
stimulation is central to transformational leadership’s capacity to drive innovation.
However, while Intellectual Stimulation is clearly beneficial, it is important to note
the potential risks associated with its overemphasis. Excessive focus on innovation
can lead to ambiguity and risk, which may not be suitable for all organizational
contexts. Employees in more routine or operational roles may struggle with the
constant demand for creative problem-solving, leading to stress or decreased
performance. Thus, while Intellectual Stimulation is vital, it should be applied
judiciously, with consideration of the nature of the tasks and the capacity of
employees to handle innovative challenges.

From a practical standpoint, the findings suggest several actionable implications for
organizations. First, leadership development programs should prioritize training in
transformational leadership skills, with particular emphasis on fostering charisma
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and visionary communication, given the strong correlations between Idealised
Influence, Inspirational Motivation, and employee performance. However, it is
equally important that leaders are equipped with practical tools to support the
realization of their vision, ensuring that motivation is sustained over the long term.
Second, performance management systems should integrate transformational
leadership behaviors as core competencies, aligning leadership actions with
performance metrics. This approach can help ensure that leaders are not only
inspiring their teams but also driving measurable outcomes. Furthermore, while
Individualised Consideration is important, organizations may need to adopt a more
scalable approach to personal development, particularly in larger or more complex
environments.  Structured mentoring programs or distributed coaching
responsibilities may offer a viable solution to this challenge.

Finally, the emphasis on Intellectual Stimulation highlights the need for
organizations to cultivate environments that encourage creative thinking and
innovation. However, care must be taken to balance the demand for innovation with
the operational realities of different roles within the organization. Leaders should
tailor their approach to Intellectual Stimulation based on the nature of the work and
the capacity of employees to manage uncertainty and change.

To sum up, the study reinforces the significance of transformational leadership in
enhancing employee performance, while also offering critical insights into the
nuanced impact of each dimension. While Idealised Influence and Inspirational
Motivation appear to have the most immediate and substantial effects,
Individualised Consideration and Intellectual Stimulation also play important roles,
although with more specific applications depending on organizational context and
task complexity. These findings provide a foundation for future research and
practice, encouraging a more holistic and adaptable approach to leadership in
contemporary organizations

CONCLUSION

In conclusion, this study provides compelling evidence supporting the positive
relationship between transformational leadership and employee performance. The
use of Pearson correlation analysis revealed significant correlations between the
dimensions of transformational leadership (ldealised Influence, Inspirational
Motivation, Individualised Consideration, and Intellectual Stimulation) and
employee performance. These findings underscore the role of transformational
leadership in shaping not only the immediate productivity of employees but also
their long-term engagement and development.

The correlations observed suggest that when leaders demonstrate charismatic
behavior, set high standards, inspire with a compelling vision, provide personalized
support, and stimulate creativity and innovation, they significantly enhance
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employee performance. This is particularly important in today’s dynamic work
environments, where employee motivation and adaptability are critical to success.
Leaders who can foster an atmosphere of trust and vision through Idealised
Influence and Inspirational Motivation stand to see the most immediate gains in
performance. Meanwhile, personalized attention to employees’ individual growth
(Individualised Consideration) and encouraging creative problem-solving
(Intellectual Stimulation) provide avenues for fostering deeper, long-term
performance outcomes.

These findings emphasize the importance of transformational leadership in fostering
a conducive work environment where employees are motivated, engaged, and
empowered to perform at their best. However, the study also reveals that the impact
of each transformational leadership dimension may vary depending on
organizational context and employee roles, suggesting that leaders must tailor their
approach to the specific needs and capabilities of their teams.

Organizations that adopt transformational leadership practices are likely to
experience improved employee performance, which, in turn, contributes to
organizational success and sustainable growth. The practical implications of this
study are clear: by integrating transformational leadership behaviors into their
management practices, organizations can enhance not only employee performance
but also overall organizational effectiveness. Future research should further explore
the contextual factors that may influence the effectiveness of transformational
leadership and investigate how organizations can systematically implement these
practices to achieve long-term goals. This study highlights the role of
transformational leadership in contemporary organizations, advocating for its
adoption as a key driver of performance, innovation, and employee engagement. By
fostering leadership behaviors that inspire, support, and challenge employees,
organizations can build a workforce capable of achieving sustained success in an
increasingly complex and competitive environment
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