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1.0. INTRODUCTION 

1.1. INTRODUCTION TO THE STUDY  

The term "employee engagement" has gained increasing prominence since the 

early 1990s, reflecting its critical role in organizational dynamics. Leadership, 

as highlighted by Ahmad and Saad (2020) and Rapp et al. (2020), serves as a 

pivotal factor in fostering employee engagement through motivation and 

inspiration. Notably, transformative leadership, characterized by charisma, 

vision, and trust-building, emerges as a significant driver of employee 

engagement, as evidenced by various studies (Balwant et al., 2020; Qalati et 

al., 2022). This leadership style, emphasizing empowerment and 

individualized support, correlates positively with enhanced productivity and 

reduced turnover costs, indicating its substantial impact on organizational 

performance (Jiatong et al., 2022). As organizations increasingly recognize 

the centrality of their human capital, the nexus between transformational 

leadership and engaged workforce gains traction, particularly in service-

oriented sectors (Aftab et al., 2023). The pursuit of higher employee 

engagement stems from its profound implications for organizational 

effectiveness, reflected in heightened productivity, creativity, and customer 

satisfaction (Marisya et al., 2023). While existing research underscores the 

positive association between transformational leadership and employee 
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engagement, further inquiry is warranted to comprehensively elucidate their 

interplay and consequent impact on organizational outcomes (Park et al., 

2022). Therefore, this study aims to address this gap by examining the 

relationship between transformational leadership and employee engagement, 

and its ramifications on organizational success. 

1.2. PROBLEM STATEMENT 

Transformational leadership holds significant potential to impact employee 

engagement and performance, yet there's still a lack of understanding 

regarding its specific mechanisms and contextual influences. The complexity 

is compounded by the absence of consensus on effective implementation 

strategies, necessitating context-specific research (Aftab et al., 2023). While 

prior studies often focus on individual or team levels, there's growing 

recognition of the role of organizational factors. Despite government 

initiatives like the Shared Prosperity Vision 2030 and the Public Sector 

Employee Engagement Index, engagement levels remain below par, impacting 

organizational competitiveness (Suliman et al., 2023). Addressing this 

requires a deeper understanding of factors influencing engagement, from 

leadership to organizational dynamics, to drive success and competitiveness. 

1.3. PURPOSE OF STUDY 

This study aims to assess the impact of transformational leadership on 

employee engagement and performance in modern organizations. Specifically, 

it seeks to investigate how transformational leadership strategies influence 

employee engagement, subsequently affecting overall performance. Through 



Asian Journal of Knowledge Management                      Vol. 11 No. 1: 2024 

3 

 

 

 

this analysis, the study aims to provide insights into leadership's role in 

fostering a motivated and committed workforce: 

• To conduct an analysis of the concept of transformational 

leadership and the most essential characteristics 

• To investigate the relationship between transformational 

leadership and employee engagement. 

• To evaluate the impact that transformational leadership has on 

workplace performance. 

1.4. THEORETICAL CONTRIBUTIONS 

Motyka (2018) and Sheemun et al. (2013) highlight the lack of research on the 

relationship between transformational leadership, talent management, public 

service motivation, and employee engagement in Malaysian public sectors, 

emphasizing this study's pivotal contribution. Previous research has linked 

employee engagement with these factors, but empirical studies on talent 

management techniques are scarce, necessitating further exploration. This 

study expands the conceptual framework of employee engagement by 

integrating theories like Resource-Based View and Self-Determination 

Theory. Job Demands-Resources Theory, particularly relevant amid the 

pandemic, underscores the impact of job demands on employee outcomes. 

Through Social Exchange Theory, this study emphasizes the importance of 

leaders' support in fostering employee commitment. Self-determination theory 

highlights the role of self-motivation in shaping employee performance, 

encompassing self-perceived transformational leadership and public service 

motivation within the model. 
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1.5. OUTLINE OF DISSERTATION 

The first chapter outlines the research issue, emphasizing the significance of 

transformational leadership in contemporary businesses and the challenges in 

achieving enhanced employee engagement and performance. The problem 

statement emphasizes the lack of research on how transformational leadership 

affects employee engagement and performance, highlighting the study's 

importance in improving leadership strategies. The second chapter delves into 

relevant literature on transformational leadership, employee engagement, and 

performance within organizations, establishing the theoretical foundation for 

the study and identifying gaps in existing publications. Chapter 3 discusses the 

research methodology, detailing the qualitative research design, data 

collection techniques such as surveys, sample strategy, and data analysis 

methods, while addressing ethical considerations. Chapter 4 presents the 

research findings, analysed through descriptive statistics and regression 

analysis, providing a comprehensive discussion of significant connections or 

patterns discovered. In Chapter 5, the findings are discussed in relation to 

research objectives and existing literature, exploring implications for theory 

and practice and offering suggestions for future research, thereby concluding 

the thesis. 
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2.0. LITERATURE REVIEW  

2.1. WHAT IS LEADERSHIP 

Leadership is a complex and multifaceted concept that has been extensively 

studied across disciplines (Nohria & Khurana, 2010), leading to a diverse 

range of publications. While there are various definitions and styles of 

leadership, it is universally acknowledged as the ability to influence and guide 

others toward shared goals, applicable to individuals at all levels of an 

organization (Northouse, 2010). Effective leadership is crucial for motivation, 

creativity, and performance, contributing significantly to organizational 

success (Aftab et al., 2023). However, the most effective leadership style can 

vary depending on factors such as generational, cultural, and individual 

differences (Park et al., 2022). Leadership ethics are also essential, as ethical 

leaders set the tone for organizational culture and play a critical role in its 

success. Various leadership styles, including transformational, transactional, 

servant, charismatic, democratic, and laissez-faire, each have their own 

approaches and effectiveness in different contexts. 

2.2. TRANSFORMATIONAL LEADERSHIP 

Transformational leadership emphasizes motivating and encouraging 

followers to achieve extraordinary performance through idealized influence, 

inspirational motivation, intellectual stimulation, and personalized attention 

(Martinez et al., 2020). This style, characterized by charismatic and visionary 

leaders like James McGregor Burns and Dr. Bernard Bass, fosters a sense of 

purpose and direction, motivating team members to exceed expectations 

(Aftab et al., 2023). In contrast, transactional leadership involves rewards or 
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penalties based on performance, with leaders intervening only when issues 

arise. Transformational leaders effectively communicate a compelling vision, 

inspiring followers to embrace values and make sacrifices for the greater good 

(Atik et al., 2023). As organizations face significant shifts, transformational 

leadership is seen as highly advantageous, addressing complex challenges and 

inspiring followers to surpass expectations. 

Transformational leadership comprises four key components that are idealized 

influence, inspiring motivation, intellectual stimulation, and individualized 

consideration. Idealized influence, akin to charisma, involves leaders being 

exemplary figures who inspire trust and admiration (Chua and Ayoko, 2021). 

Inspiring motivation entails leaders communicating a compelling vision that 

energizes and unites their team (Balwant et al., 2020). Intellectual stimulation 

encourages innovative and analytical thinking by challenging existing ideas 

and promoting creativity (Park et al., 2022). Individualized consideration 

focuses on understanding and catering to the unique needs of each team 

member, fostering personal development and trust (Martinez et al., 2020). 

Together, these components enable transformational leaders to motivate, 

engage, and improve the performance of their followers by creating a 

supportive and inspiring environment. 

2.2.1. EFFECTS OF TRANSFORMATIONAL LEADERSHIP 

Charismatic CEOs can significantly influence employee actions, leading to 

enhanced performance, creativity, and reduced turnover. Transformational 

leaders, as defined by Burns (1978), motivate and inspire employees to 

achieve goals, fostering a positive environment that boosts productivity and 

morale. Studies by Chen et al. (2018) and Sheehan et al. (2020) indicate that 
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such leaders enhance individual performance by effectively communicating 

their vision and expectations, creating a motivating workplace that leads to 

high productivity and creativity. Employees with a strong sense of confidence 

and purpose are more likely to exceed performance standards and exhibit 

innovative behaviours. Transformational leaders also reduce employee 

turnover by fostering an environment that values employee development and 

alignment with organizational values. Research by Al-sharafi et al. (2018) and 

others shows that when companies invest in employee skills and professional 

growth, satisfaction and commitment increase. Effective leadership is a 

critical factor in retaining employees, as noted by Ezam et al. (2018). By 

addressing employees' needs and creating a supportive and innovative 

environment, transformational leaders can lower turnover rates and promote 

long-term organizational loyalty. 

2.2.2. SUPPORTING THEORIES OF TRANSFORMATIONAL 

LEADERSHIP 

Over the years, academics have supported transformational leadership through 

concepts like social exchange theory, path-goal theory, and personal 

participation theory, all emphasizing relational dynamics between leaders and 

followers. The social exchange theory (SET), proposed by Homans (1958), 

combines behaviors with economic principles, focusing on implicit 

agreements that link shared ideas and result in reciprocal benefits. According 

to Almaaitah et al. (2017), employees who perceive beneficial relationships 

with their organization tend to achieve favorable outcomes, while those who 

find the costs outweigh the benefits may leave. Key components of SET 

include attraction and reciprocity, which enhance participation and strong 
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connections (Presbitero, 2016; Tanskanen, 2015). Leaders can use SET to 

motivate employees and foster meaningful commitments (Haley, 2018; Bailey 

et al., 2017). Reciprocal actions, as described by Carter et al. (2018), involve 

employees contributing significantly to the organization in response to 

positive encounters (Rana, 2015). 

Path-goal theory, developed by House (1971), aligns with transformational 

leadership by using incentives to motivate followers. It describes how leaders 

use influence to guide followers toward achieving common objectives, 

fostering self-assurance and inspiring continued efforts (Vieira et al., 2018; 

Olowoselu et al., 2019). Path-goal theory includes four leadership behaviors: 

directive, supportive, participative, and achievement-oriented. Directive 

leaders establish clear expectations and organize tasks (Northouse, 2019; 

Olowoselu et al., 2019). Supportive leadership, similar to transformational 

leadership, involves empathy and concern for followers' well-being, 

promoting loyalty and morale (Saleem et al., 2021). Participative leaders 

involve followers in decision-making, enhancing engagement and reducing 

turnover (Northouse, 2019). Achievement-oriented leaders set high goals and 

inspire followers to exceed expectations (Northouse, 2019; Olowoselu et al., 

2019). The theory also considers subordinates' perceived competence and 

locus of control, helping leaders identify the appropriate leadership style to 

achieve desired outcomes. 

2.3. EMPLOYEE ENGAGEMENT 

Employee engagement refers to the emotional and psychological connection 

individuals have with their job and organization (Park et al., 2022). Engaged 

employees show high enthusiasm, unwavering commitment to organizational 
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goals, and a drive to contribute to the organization’s success (Atik et al., 2023). 

Kahn (1990) first defined engagement as the process by which individuals 

connect with their work responsibilities. This engagement involves employees 

actively participating in their job performance, expressing themselves 

physically, intellectually, and emotionally, and demonstrating genuine 

dedication to their work (Chua and Ayoko, 2021). Fully engaged employees 

focus intensely and utilize their whole selves to improve performance (Aftab 

et al., 2023). According to Anitha (2014) and Kumar and Pansari (2015), 

employee engagement is crucial for organizational success, with engaged 

employees contributing significantly to competitive advantage (Sultana, 2015). 

Research by Bailey et al. (2017), Cahill et al. (2015), and Zhong et al. (2016) 

indicates that employees with psychological commitment and enthusiasm 

towards organizational goals are considered fully engaged. This concept 

involves a range of emotional, physical, and cognitive capabilities essential 

for achieving desired outcomes. 

2.3.1. EMPLOYEE ENGAGEMENT THEORY 

The employee engagement theory, similar to transformational leadership, aims 

to inspire individuals to have confidence in their work responsibilities. Kahn 

(1990) delineated three dimensions of engagement: physical, cognitive, and 

emotional, which collectively contribute to enhanced performance. Physical 

engagement entails activities aligned with organizational goals, while 

cognitive engagement reflects individuals' perception of their work 

environment and its alignment with organizational objectives. Emotional 

engagement fosters a sense of connection with work experiences, promoting 

camaraderie and dedication among employees (Beraldin et al., 2019). In 
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contrast, alternative theories like the job demands-resources theory offer 

different perspectives on influencing business outcomes, emphasizing the 

impact of job demands and resources on employee engagement, motivation, 

and stress levels (Cao et al., 2020). Excessive job demands without adequate 

resources can lead to disengagement and stress, highlighting the importance 

of balancing job demands and available resources to prevent burnout. Leaders 

play a crucial role in managing stress by providing support, promoting work-

life balance, and building trust in leader-follower relationships, although this 

leadership approach may not inherently drive individuals to surpass 

expectations. 

2.3.2. EMPLOYEE ENGAGEMENT COMPONENTS 

Employee engagement consists of three primary components that are energy, 

devotion, and absorption. Absorption occurs when employees are deeply 

focused and interested in their work, often losing track of time and 

experiencing a sense of flow (Balwant et al., 2020). Vigor is measured by the 

energy and resilience employees display in their duties, showing proactive and 

enthusiastic attitudes toward their job (Qalati et al., 2022). Dedication 

encompasses the intense sense of significance and fulfillment individuals feel 

toward their work, leading to a strong commitment to achieving organizational 

goals and deriving meaning from their professional activities (Lai et al., 2020). 

Employee engagement in the workplace is influenced by various factors, 

including leadership, organizational culture, and incentive programs. Positive 

leadership, characterized by meaningful interactions and shared goals, fosters 

trust and commitment among employees (Lam et al., 2015). Effective leaders 

use persuasion, cooperation, and conflict resolution to inspire engagement. 
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Abusive leadership practices can lead to stress and burnout among employees 

(Schneider et al., 2018). Organizational culture also plays a crucial role, with 

a positive culture enhancing engagement levels. Effective communication is 

essential in creating a cooperative work environment, fostering trust, and 

increasing participation. Incentive programs, including both tangible rewards 

like salary increases and intangible rewards like recognition, are powerful 

motivators that can increase engagement and overall company performance. 

Leaders who engage in abusive practices or cause excessive stress in the 

workplace can negatively impact employee engagement. Therefore, it's crucial 

for leaders to recognize and address factors that can hinder engagement (Lam 

et al., 2015). Organizational culture, shaped by effective communication and 

employee involvement, can significantly influence engagement levels 

(Talukder et al., 2018). Implementing a comprehensive incentive program that 

includes both tangible and intangible rewards can further enhance employee 

engagement and improve overall performance. Leaders must strive to create a 

supportive and engaging work environment that encourages employees to 

perform at their best. 

2.4. EMPLOYEE PERFORMANCE 

Employee performance is measured by how effectively they fulfill their job 

responsibilities, including factors like productivity, work quality, and goal 

achievement (Qalati et al., 2022). Productivity reflects how efficiently 

employees use resources to achieve company goals, with highly productive 

employees accomplishing more in less time. The quality of work considers the 

accuracy and completeness of tasks, with exceptional work contributing 

significantly to overall organizational performance (Atik et al., 2023). Factors 
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affecting work quality include employee expertise, clear instructions, and 

feedback mechanisms. Goal achievement directly measures how well 

employees meet or exceed allocated goals and targets, often resulting in 

recognition or rewards for high performance (Safar and Ramlawati, 2023). 

Successful goal achievement depends on clear, congruent goals, support, and 

resource availability. 

2.5. TRANSFORMATIONAL LEADERSHIP AND JOB 

PERFORMANCE 

Numerous studies have shown that transformational leadership positively 

impacts job performance by inspiring employee commitment, engagement, 

and job satisfaction (Lai et al., 2020. Leaders who create a compelling vision 

and support their employees foster an environment conducive to innovation 

and creativity, leading to improved performance (Qalati et al., 2022). This 

leadership style has a long-lasting effect on job performance, mediated by 

factors like self-efficacy and organizational commitment, while situational 

factors such as organizational culture and team dynamics can moderate its 

impact (Rezeki et al., 2023). Despite some cultural differences, the positive 

correlation between transformational leadership and job performance is 

widely acknowledged. Different studies may yield varying results based on 

implementation conditions. 

Research consistently shows that transformational leadership positively 

impacts employees' job performance. Transformational leaders inspire and 

motivate their followers by providing a compelling vision and fostering a 

sense of purpose. They stimulate intellectual curiosity and problem-solving 

skills, encouraging innovative thinking among employees. By paying attention 



Asian Journal of Knowledge Management                      Vol. 11 No. 1: 2024 

13 

 

 

 

to individual needs and providing personalized support (Qalati et al., 2022), 

these leaders cultivate a sense of value and commitment among employees, 

leading to improved performance. Transformational leaders also serve as role 

models, embodying moral and ethical principles that influence their colleagues 

positively (Abolnasser et al., 2023). They create engaging work environments 

that encourage employee participation and ownership, ultimately boosting job 

performance (Balwant et al., 2020). Additionally, their supportive and 

empowering leadership style enhances employee confidence and productivity. 

2.6. SYNTHESIS OF LITERATURE 

Research indicates that transformational leadership positively impacts 

employee engagement and performance. Transformational leaders motivate 

and inspire employees, fostering a collective vision and sense of loyalty. This 

leadership style encourages creativity, provides individualized attention, and 

creates a supportive work environment, leading to increased productivity, 

innovation, and customer satisfaction. 
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3.0. METHODOLOGY 

This chapter outlines the research approach and methodologies employed to 

investigate the correlation between transformational leadership and employee 

engagement and performance. Using qualitative techniques, including 

phenomenology and case study investigations, the study will purposively 

sample professionals from organizations renowned for employing 

transformational leadership. Data collection will involve semi-structured 

interviews, document analysis, and observation notes, with thematic analysis 

used to identify key themes. Adherence to ethical considerations, such as 

informed consent and anonymity protection, will be rigorously maintained. 

Despite qualitative research constraints, the study aims to offer substantial 

insights into the impact of transformational leadership on employee 

engagement and performance, thereby enhancing understanding of effective 

leadership strategies and their organizational outcomes. 
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4.0.  FINDINGS AND DISCUSSION 

4.1. PRESENTATION OF FINDINGS 

The study identified four key themes of transformational leadership: idealized 

influence, inspirational motivation, intellectual stimulation, and 

individualized consideration. Idealized influence, where leaders are seen as 

moral and purposeful role models, inspires trust and respect, fostering a 

culture of collaboration (Marisya et al., 2023). Inspirational motivation, 

through clear and compelling vision communication, motivates teams, 

fostering unity and resilience (Rezeki et al., 2023). Intellectual stimulation, by 

encouraging creative thinking and challenging norms, drives innovation and 

increases engagement. Individualized consideration, by understanding and 

supporting personal and professional development, enhances dedication and 

loyalty, leading to higher retention rates (Alam et al., 2023).  

4.2. DISCUSSION 

The research findings underscore the significant impact of transformational 

leadership on employee engagement and performance. Through idealized 

influence, inspirational motivation, intellectual stimulation, and personalized 

attention, leaders create a positive work environment that fosters motivation, 

respect, and innovation (Aftab et al., 2023). This leadership approach 

cultivates trust, drives team efforts towards common goals, encourages 

creativity and continuous learning, and meets individual needs, ultimately 

boosting loyalty and retention (Alam et al., 2023). The study aligns with 

existing research, emphasizing the importance of promoting and developing 
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transformational leadership qualities in employees through training and 

development programmes. 

4.2. OBJECTIVES FINDINGS AND DISCUSSION 

The study on transformational leadership revealed several key themes and 

their impact on employees and organizational performance. Firstly, idealized 

influence, where leaders serve as moral role models, fosters trust and respect, 

creating a culture of collaboration. Secondly, inspirational motivation, through 

clear vision communication, motivates teams, fostering unity and resilience. 

Thirdly, intellectual stimulation, by encouraging creativity and challenging 

norms, drives innovation and engagement. Lastly, individualized 

consideration, by supporting personal and professional development, 

enhances dedication and loyalty, leading to higher retention rates. 

Regarding the relationship between transformational leadership and employee 

engagement, effective communication, empowerment, and recognition were 

highlighted. Leaders who communicate openly and transparently engage 

employees more effectively, fostering a sense of belonging and ownership. 

Empowerment, through delegation and decision-making authority, boosts 

engagement by giving employees control over their work environment. 

Additionally, expressing thanks and recognition motivates employees, 

fostering a culture of appreciation and increasing engagement and 

performance. 

In terms of workplace performance, transformational leadership was found to 

enhance team collaboration, innovation, and productivity. Leaders who foster 

collaboration and creativity improve decision-making and problem-solving, 
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leading to increased efficiency. Employee participation was also emphasized, 

with actively engaged employees contributing significantly to organizational 

success. Overall, transformational leadership positively influences employee 

engagement and performance by creating a supportive and motivating work 

environment. 
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5.0. SUMMARY 

In conclusion, the findings of this study provide a substantial amount of 

information on the impact that transformative leadership has on the level of 

employee engagement as well as performance. The study investigates the 

effect that transformational leaders have on the experiences of workers and 

highlights the relevance of idealized influence, inspirational motivation, 

intellectual stimulation, and individualized attention in the process of creating 

a positive and stimulating environment for people to work in. The theoretical 

knowledge of transformational leadership is improved as a consequence of 

these findings, and practical advice for the development of great leaders are 

provided.  

The research emphasizes the significance of businesses making investments 

in leadership development programme that provide opportunities for the 

development of transformational leadership qualities. The use of this strategy 

allows businesses to maximize the levels of engagement, satisfaction, and 

performance of their workforce, which ultimately leads to improved 

organizational outcomes. As a guide for further investigation into this vital 

area of leadership and organizational behavior, the ideas for future research 

serve as a direction for further investigation. 

In a nutshell, the findings of the study shed light on the major role that 

leadership plays in shaping not just the experiences of workers but also the 

overall success of a business. When confronted with complex and ever-

evolving conditions, the concepts of transformational leadership will continue 

to be essential in order to foster teams inside businesses that are resilient, 

imaginative, and high-performing. 
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