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Abstract: The research set out to determine how much impact 

transformative leadership had on worker output by asking the following 

questions: The government of India was the site of this investigation. The 

study's overarching goals were to determine the impact of idealistic 

influence on worker productivity, the value of inspiring motivation, the 

value of intellectual stimulation, and the value of customized attention in 

boosting worker productivity. Using a descriptive research strategy, this 

study analyzed data from across India's individual counties. There were a 

total of 197 participants in the survey, including 61 county officials, heads 

of departments, and 136 permanent workers. This research used a 

probability methodology known as stratified random sampling, which took 

into account the different types of counties and how they are organized 

administratively. For the selection of county administrators and department 

heads, a purposeful sampling method was utilized, whereas a simple 

random sample method was used for the selection of county workers with 

permanent positions. Cranach's alpha was used to analyze the consistency 

between responses to check the reliability of the questionnaire. Employee 

performance was positively correlated with idealized influence, suggesting 

that fostering idealized influence might boost productivity. The standards 

for performance are set by higher-ups. The study's goal is to assess the 

effects of transformational and transactional leadership on the efficiency of 

workers in Southeast Province's Education Department.  

Keywords: Transformation Leadership, employee’s performance, 

Structural Equation Modelling, organization 

 

Introduction 

One of the most commonly acknowledged leadership styles in the literature of leadership, 

transformational leadership has become a fantasy in recent years because to its proven 

effectiveness in boosting staff productivity. Transformative leadership is a type of management 

that inspires followers to work more than is required of them and to put the good of the business 

ahead of their own personal goals. As leaders who can inspire and motivate their teams to work 

together toward a shared vision of the future, transformational leaders play a crucial role in 

bringing about positive change in businesses. To establish the limits of transformative 

leadership in boosting employee performance, however, further in-depth study is required. 

Most likely, the impact of a transformational leader on subordinates' productivity varies from 

one instance to the next, depending on the nature of the organization and the subordinates' 

preparedness to react to the stimuli described by the leader.  

In addition to considering their employees' knowledge, abilities, and preferences, 

transformational leaders motivate their teams to work together to achieve the company's 
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objectives. It is common knowledge that several organizational and hierarchical changes are 

taking place in the banking industry. Transitioning from a conventional and hierarchical to a 

more flexible form is seen as a tough process, but most banks and financial institutions 

throughout the world prefer to implement innovations in the sector of organization and staff 

training. 

Literature Review 

Tonderai Mathende et.al (2021) As transformational leadership is best suited to manage and 

lead resources in difficult settings, it makes a huge impact on how well workers and 

organizations perform and develop. The purpose of this research was to investigate the impact 

of transformational leadership and perceived effectiveness of available resources on the 

productivity of beverage manufacturing firms trading on the Zimbabwe Stock Exchange and 

experiencing VUCA conditions over the course of the previous five years. A total of 369 

workers were randomly chosen to participate in this quantitative study, and everyone completed 

a questionnaire about their experiences at work on their own time. The information gathered 

was then subjected to a number of statistical analyses. The findings reveal more pronounced 

differences between the various facets of transformative leadership in terms of their ability to 

foretell both job success and efficiency in the workplace. Once again, means effectiveness 

mediated the connection between transformative leadership and productivity at work. 

Mats Ehrnrooth (2020) Leadership studies and human resource management (HRM) studies 

have developed along similar paths despite their shared goal of explaining the same results. 

The study's goal is to explain the complex relationship between transformational leadership 

and productivity. Evidence from an analysis of 308 direct reports to 76 managers at 5 MNCs 

suggests that an HPWS may stand in for most of the independent impact of TL and acts as a 

crucial boundary condition for part of it. Future directions for HRM and leadership studies are 

explored. 

Ekpenyong Joy Nse (2020) This study analyzes how different types of leadership affect the 

productivity of workers at Nigeria's Guaranty Trust Bank in Abuja (GTB). The primary purpose 

of this study was to compare and contrast the effectiveness of four distinct management 

philosophies—the transformational, transactional, autocratic, and laissez-faire approaches—

on workforce productivity. Sixty out of a total of one hundred questionnaires utilized in this 

descriptive study were returned. The management and the staff utilized MLQ 360 to complete 

a self-rating and rating-of-others form. The hypothesis and association were evaluated using 

regression analysis and Pearson correlation. The majority of GTB Abuja employees identify 

with the transformational leadership style, with the Transactional Leadership style coming in 

second. Neither autocratic nor laissez-faire management styles were popular among GTB 

Abuja's upper-level executives. Employee performance was shown to be negatively correlated 

with both leadership styles. The study urged further extensive research into the subject to fully 

understand the link between leadership style and productivity in the workplace. 

Aarya Singh et.al (2019) In today's competitive business world, it is essential to keep people 

motivated and involved in their job. Leadership is often regarded as the single most important 

factor in an organization's success. By inspiring their subordinates to put in more effort and 

https://onlinelibrary.wiley.com/authored-by/ContribAuthorRaw/Ehrnrooth/Mats
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take more pride in their job, transformational leaders boost employee engagement across the 

board. Transformative leadership and employee engagement are two of the most studied topics 

in HRM, but the relationship between the two has received less attention. In this study, we will 

attempt to draw connections between transformative leadership and enthusiastic participation 

in the workplace. The primary purpose is to analyze transformational leadership's influence on 

staff morale and performance. In order to foresee the transformational leadership-employee 

engagement link in future study, Existing literature reviews, various empirical and conceptual 

investigations, and related outcomes form the foundation of a research technique. 

Muhammad Fiaz et.al (2017) Pakistan's lack of effective leadership has been a major concern for 

decades, and it is especially endemic in the public sector. What defines an effective leadership style 

to enhance employee engagement is becoming an increasingly important subject as we attempt to 

address the leadership problem. At the core of this study is the intriguing topic of the most practical 

leadership style and its potential effect on employee engagement. Employee motivation is the focus 

of this analysis, with leadership styles including authoritarian, democratic, and laissez-faire serving 

as independent variables. Results are compatible with theories of authoritarian and laissez-faire 

leadership styles but not with those of democratic leadership. In response to a potentially harmful 

bureaucratic setting, The paper supports a more decentralized and hands-off approach to 

management. There is limited study on the bureaucratic context of a developing economy, even 

though some researchers have looked at the link between leadership styles and staff performance. 

The report gives broad policy suggestions for building institutions through the development of 

democratic leadership. Leadership development and the pursuit of a more democratic management 

style should be top priorities for upper management in a bureaucratic and slow-moving environment. 

Effect Of Transformational Leadership On Employee Performance 

A transformational leader is one who inspires their followers to care more about the company 

and the value of their job by making them more sensitive to its worth. It fosters confidence in 

the leader, admiration for him, and the desire to go above and beyond in service to him. 

Charisma, inspiring leadership, one-on-one focus, idealism, and mental stimulation are all 

components of transformational leadership. The data shows that transformative leadership has 

a positive effect on performance of 0.646. What this signifies is that the Education Department's 

leadership has had a transformative effect on the productivity of their staff. Higher levels of 

transformative leadership are associated with increased productivity in the workplace (positive 

path coefficient). There is a substantial correlation between transformative leadership and 

improved productivity in the Education Department, as shown by a p-value of 0.000 = 0.05. 

It's safe to say that studies have shown that transformative leadership really improves 

productivity. The Education Department's results have dramatically improved thanks to the 

new transformative leadership.  

Leadership at the Education Department is charismatic because they are able to convey the 

department's vision and objective to their staff so that they can all work together to accomplish 

their goals. A majority of respondents also agreed that effective leadership inspires confidence 

in subordinates, creates positive working relationships with those under them, and gets 

consistent encouragement from superiors. Regarding the idealized impact dimension, 
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employees at the Department of Education conveyed to their bosses the importance they placed 

on upholding moral principles and ideals in all of their work. In a similar vein, one of the most 

important things a leader can do to succeed in their job is to think about the ethical and moral 

repercussions of every choice they make. Inspirational motivational elements, such as the 

leader's capacity to ignite the passion of subordinates and the subordinates' ability to generate 

trust to task, demonstrate the responder's readiness to carry out this activity. One of the 

hallmarks of an exceptional leader is the ability to convey the organization's top goals to 

subordinates. 

As leaders may encourage rational thought and originality in their teams, the intellectual 

stimulation component of work is dependent on these traits. A leader's ability to provide 

individualized feedback and encouragement on performance is another factor that inspires faith 

in followers as full beings. A leader has to appreciate everyone on the team for what they offer 

to the table.  

Effect Of Transactional Leadership On Employee Performance 

This finding suggests that the Education Department's transactional leadership style is paying 

dividends in terms of staff productivity. Increases in transactional leadership have been linked 

to gains in performance, as shown by a positive path coefficient. Hence, a probability of -0.014 

= 0.05 may be used to show it. This suggests that the Education Department's use of 

transactional leadership has a considerable impact on worker output. There is a significant and 

favorable impact on performance from transactional leadership. Employee performance in the 

Education Department has increased noticeably once the department made certain adjustments 

in the direction of transactional leadership. This is due to the fact that the Education Department 

makes effective use of transactional leadership across all three dimensions. Leaders in the 

Education Department are fair and honest in their evaluation of employees along ward 

contingent aspects. Similarly, superiors commend employees for meeting predetermined work 

and attendance targets. Similarly, leaders clarify processes for implementing duties delegated 

to subordinates, and give supervision to subordinates to prevent errors in work on the 

management by active exception dimension. When it comes to the aspect of management 

known as "passive exception," In order to address issues in the workplace, intervene when 

necessary, and train workers who have fallen short of expectations, leaders often convene with 

their subordinates for meetings. 

The results of this research support the idea that transactional leadership styles have a favorable 

impact on organizational performance. The performance impact of transactional leadership 

styles may swing either way. The impact of transactional leadership on employees ranges from 

beneficial when workers see it favorably to negative when they believe their leaders are 

dishonest, lack transparency, or fail to deliver on their commitments. 

Methods 

The research method used in this study was a descriptive survey. A total of 409 participants 

were solicited for the research, however only 197 completed the survey. Data was gathered 

with the use of 5-point likert scale surveys. The data were run through the Cronbach's alpha 
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coefficient to see how consistently scoring items on the same instrument were. With a 

minimum acceptable value of 0.7 for the Cronbach's Alpha coefficient, we were better able to 

determine which variables may be omitted. 

Data Analysis 

In order to get a feel for the overall trend, the researchers started with some basic descriptive 

statistics like mean and standard deviation. But we performed correlation analysis at the normal 

threshold of significance, P=0.05, to figure out how the variables were connected. In addition, 

a multiple regression analysis was used to assess the validity of the hypotheses. By using a 

large number of alternative predictors, multiple regression analysis is able to investigate the 

correlation between a single dependent variable and a wide range of independent variables. A 

t-test was performed on the model-predicted beta () coefficients of the independent variables 

to test each hypothesis. Statistical Package for the Social Sciences (SPSS) version 20 was used 

to examine the aforementioned data. There were no one-tailed tests. Differences between 

means were considered statistically significant when they were found to be p 0.095 at the 95% 

confidence level. 

Data Analysis 

Correlation results 

Pearson's determines the linear connection between two variables and its intensity and 

direction. Based on the calculated Pearson correlations, There was a 99% chance that the 

variables would turn out the way they did since a 1% shift in Idealized Influence results in an 

85% shift in worker performance. An increase in employee performance of 85.6% was found 

to be the result of an increase in inspirational motivation, 85.4% was the result of an increase 

in intellectual stimulation, and 90.3% was the result of an increase in individualized 

consideration. 

Table 1: Correlation of Independent Variables 
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Table 2 Model Summary 

 

As a measure of how well a model fits the data, R squared is often used. R2 is a measure of 

how well the predicted line matches up with the data in regression analysis. It is a statistical 

method for determining how much of the observed variation in a dependent variable may be 

attributed to external factors. R2 accounts for 82% of the observed variation in the 

subcomponents of the outcomes. The findings indicate that 82.6% of the variation in 

productivity may be attributed to financial reporting, inspiring motivation, intellectual 

stimulation, and personalised attention. 

Table 3 ANOVAa 

 

The data exhibits F=177.347, p=0.000. Table 3 displays the results of an ANOVA used to assess 

the validity of the regression model. Financial reporting, Personalized Consideration, 

Reconciliation, and Inspiring Motivation are all predicted to have an effect on employees in 

India, and the model is statistically significant since it gives a superior match. All of the 

variables in the equation are significant, as shown by the F value of 177.347, and the total 

regression is significant. 

Table 4: Summary of Results for Hypotheses Testing 

 

Hypothesis testing results were also summarized using a significance level of 0.05, with a p-

value below 0.05 indicating rejection of the null hypothesis and a p-value over 0.05 indicating 

acceptance of the null hypothesis.  
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Conclusion 

The results indicate that idealized influence is crucial for increasing output at work. Employee 

performance was positively correlated with idealized influence, suggesting that fostering 

idealized influence might boost productivity. The standards for performance are set by higher-

ups. Department leaders are responsible for employee evaluations. Employee output improves 

when they are inspired to do their best. Although most managers are under the impression that 

their subordinates may be inspired by their superiors, workers seem to be of the opposite 

opinion. Employee performance was shown to be significantly affected by intellectual 

stimulation. Workers disagree with the administration's claim that intellectual stimulation 

boosts leaders' creativity and autonomy, while the administration maintains that it does. 

Transformational and transactional leadership styles, as well as workers' degrees of intrinsic 

motivation, contribute to high performance in the Education Department. 

Reference  

1. Singh, Aarya, Role of Transformational Leadership in Enhancing Employee Engagement: 

Evolving Issues and 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 

2. Ekpenyong Joy Nse “The Impact Of Leadership Style On Employees Performance In A 

Business Organization: A Case Study Of Guarantee Trust Bank Plc, Abuja.” Submitted to 

the National College of Ireland August 2020 

3. Mats Ehrnrooth et.al “A new look at the relationships between transformational leadership 

and employee attitudes—Does a high-performance work system substitute and/or enhance 

these relationships?” https://doi.org/10.1002/hrm.22024 

4. Mathende, T., & Yousefi, M. (2021). Transformational Leadership Role and Means 

Efficacy on Work Performance under Volatile Uncertain Complex and Ambiguous 

Environment. Open Journal of Leadership, 10, 277-299. 

https://doi.org/10.4236/ojl.2021.104018 

5. Muhammad Fiaz et.al “Leadership Styles And Employees'motivation: Perspective From An 

Emerging Economy”2017 

6. Cohen J. Academic Press; Cambridge, MA: 2013. Statistical Power Analysis for the 

Behavioral Sciences. 

7. Fang G.G., Qalati S.A., Ostic D., Shah S.M.M., Mirani M.A. Effects of entrepreneurial 

orientation, social media, and innovation capabilities on SME performance in emerging 

countries: a mediated–moderated model. Tech Anal Strategic Manag. 2022;34(11):1326–

1338. 

8. Gao R., Murphy W.H., Anderson R.E. Transformational leadership effects on salespeople’s 

attitudes, striving, and performance. J. Bus. Res. 2020; 110:237–245.  

9. Geyery A.L., Steyrer J.M. Transformational leadership and objective performance in 

banks. Appl. Psychol. 1998;47(3):397–420.  

10. Gibson J.L., Ivancevich J.M., Donnelly J.H., Jr., Konopaske R. McGraw-Hill; New York, 

NY: 2012. Organizations: Behavior, Structure, Processes.  

http://dx.doi.org/10.2139/ssrn.3316331
https://doi.org/10.1002/hrm.22024
https://doi.org/10.4236/ojl.2021.104018


Vol. 70 No. 2 (2021) 

http://philstat.org.ph  

Mathematical Statistician and Engineering Applications 

  ISSN: 2094-0343 

DOI: https://doi.org/10.17762/msea.v70i2.2164 

1111 

11. Goleman D. Routledge; London: 2018. What Makes a Leader?  

12. Hair J.F., Jr., Hult G.T.M., Ringle C., Sarstedt M. second ed. Sage; Thousand Oaks, CA: 

2016. A Primer on Partial Least Squares Structural Equation Modeling (PLS-SEM)  

13. Hair J.F., Jr., Hult G.T.M., Ringle C.M., Sarstedt M. third ed. Sage; Thousand Oaks, CA: 

2021. A Primer on Partial Least Squares Structural Equation Modeling (PLS-SEM)  

14. Hair J.F., Hult G.T.M., Ringle C.M., Sarstedt M., Thiele K.O. Mirror, mirror on the wall: 

a comparative evaluation of composite-based structural equation modeling 

methods. J. Acad. Market. Sci. 2017;45(5):616–632.  

15. Hair J.F., Risher J.J., Sarstedt M., Ringle C.M. When to use and how to report the results 

of PLS-SEM. Eur. Bus. Rev. 2019;31(1):2–24 

 


