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Abstract 
COVID-19 outbreak has caused many changes in employees' routine and activities, as well as 
in managerial leadership styles in mitigating the COVID-19's implications. During the COVID 
19 era, leadership practices have been criticized as insignificant. To a considerable degree, 
this is due to the reactive mode and mismatching solutions offered to the prevailing situation 
by leaders in trying to enhance employees’ perceptions in their safety, welfare and work tools 
support. However, as transformational leadership is the most suitable leadership style to lead 
human resources in uncertain environments. The objective of this research is to examine 
transformational leadership role on work performance among Beverage’s manufacturing 
companies who have been working during the pandemic. This is quantitative research which 
comprises of a sample of 369 employees who were selected using probability sampling where 
a self-administered survey questionnaire was administered on employees and the responses 
were analyzed using various statistical techniques. The results show that each dimension of 
transformational leadership predicts work performance, although not at the same extent. 
This pandemic inevitably pushed for new leaderships skills that can become an integral part 
of the post-pandemic world. Hence the research provides important practical implications for 
improving employee's performance through appropriate leadership traits.  
Keywords: Transformational Leadership, Work Performance, COVID-19 and Pandemic 
 
Introduction  
Leadership plays a significant role to work performance (Sulasmi et al., 2020). Research 
indicates that different leadership styles are generally predictive of work performance (Hassi, 
2019). However, COVID-19 outbreak has caused many changes in employees' routines and 
activities, as well as changes in managerial leadership styles in mitigating the COVID-19's 
implications. During the COVID 19 era, the leadership practices have been criticized as 
insignificant. However, some researches have suggested that the influence of leadership may 
vary across the contexts of organizations, environments, cultures and situations (Yom and 
Gibbs, 2021). In addition, research suggests that Transformational leadership style positively 
impacts on employees’ performance in challenging environments. This is so because it is the 
most suitable leadership style to manage and lead resources in challenging environments 
(LaRocca and Groves, 2021). Therefore, this study examined the role of transformational 
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leadership dimensions on work performance in Beverages manufacturing companies that 
largely practice transformational leadership style and have been working during COVID 19 
pandemic era. Specifically, this research aims to, first, determine the dimension(s) of 
transformational leadership that influences work performance of organizations operating in 
the COVID-19 pandemic, and second, to examine the relationship between transformational 
leadership dimensions and work performance in pandemic environment.  
 
Background  
The coronavirus disease 2019 (COVID-19) pandemic began in December 2019 in China and it 
rapidly spread to the entire world (Hossain et al., 2020; Sher, 2020). It was declared a 
pandemic by the World Health Organization (Spinelli and Pellino, 2020). During this uncertain 
time the world come to a halt being affected by the deadly outbreak of the COVID-19 and the 
business community found it difficult to keep their business afloat (Diab-Bahman and Al-Enzi, 
2020). This then left the employee and employer with many unanswered questions, unsure 
of the expectations from both to and from the employer and uncertainty in general. In such 
cases, emotional stresses mount and there was also failure and fear to follow rushed or 
unexpected transition prevailing to mitigate the pandemic.  
 
Now, this COVID -19 pandemic has emerged to be a good example of a complex business 
environment and came as an evaluation tool to assess about their preparedness to lead 
organizations in which to remain a going concern despite challenging environments (Nangia 
& Mohsin, 2020). Furthermore, the coronavirus pandemic has helped to shed more light on 
what happens to organizations that lack appropriate agile leadership which respond slowly to 
threats. Before COVID-19 pandemic no business was immune to technological changes, 
globalization, political and economic challenges, but these changes did not affect business 
globally the same time. The effects slowly impacted the nations and gradually spread globally. 
In other words, it was at the pleasure of dictates of the trends in individual businesses. 
However, the impact of COVID 19 pandemic did not spread gradually globally, but its impact 
spread rapidly to the business community globally including the Zimbabwean organizations 
which this paper seeks to focus on.  In that regard, appropriate leaders with appropriate 
leadership style are crucial whose vision can see through where the pandemic is taking the 
organizations to. Of which, the right kind of employees who are adaptable and who can 
quickly change direction when the need arises match this environment.  
 
The context under which this study is carried out is pandemic driven complex environment. 
It is a pandemic because the disease spreads over multiple countries and continents 
negatively affecting humans, working environments and work performances. Work 
performance can be a measure of productivity of the organization, including quality of its 
products and quantity of products produced per unit time. These are achieved not only by 
aligning employees to the organization’s strategy, but they are also achieved by providing a 
conducive environment which motivates employees to believe in the supporting environment 
and wanting to work in it. This suggest that, there are three dimensions that need to be 
considered by an organization to survive during pandemics and these are the leader, the 
employee and the context of the organization.  The context of the organization in this 
research is COVID 19 situation which has posed serious threats to the business operations 
rendering this situation to be an unconducive working environment. However, leadership 
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plays a significant role in creating a conducive environment to enhance work performance 
(Khaliq et al., 2021). 
 
Research indicates that leadership styles influence employees differently under different 
environments and as such employees respond differently to different leadership styles 
(Alheet et al., 2021). However, transformational leadership style is the most suitable 
leadership style to practice under unprecedented environmental conditions (Buil et al., 2019). 
Despite several studies on leadership, including the contemporary transformational 
leadership studies which show that transformational leadership practices can positively 
transform employees and organizations, results obtained from previous researches are 
inconclusive and or contradictory. There is dearth of evidence on the relationship, application 
and practice of transformation leadership style on work performance under the pandemic 
contexts in Zimbabwe. This suggest that there is need for more researches on 
transformational leadership on work performance in organizations particularly under the 
COVID-19 pandemic. Ma & Yang (2020) argued that the COVID-19 pandemic has exposed 
many organizational problems of leadership crisis and management ineptitudes. Again, it also 
exposes general insufficient research on leadership style on work performance under 
pandemic situations.  
 
Literature Review  
Literature substantiates that among several leadership styles, transformational leadership 
style is widely used in organizations and it plays a significant role on organizational 
performance (Arif and Akram, 2018). Several studies done on transformational leadership 
have examined how this leadership style impacts on employee performance based on the 
premises that employee performance always improves organizational performance (Li et al., 
2019). However, in a pandemic complex situation, employee performance with poor 
leadership may fail to enhance organizational performance (Manzoor et al., 2019). In that 
regard, more research is required to understand how leadership contributes to employee 
performance in hostile environments which leaders themselves have little control over. 
Nonetheless, there is lack of robust research on Transformational leadership style under the 
pandemic situation and this situation has become the new normal in Zimbabwe which has 
inevitably pushed for new leaderships skills that can potentially become an integral part of 
the post-pandemic world. 
 
Transformational Leadership and Work Performance  
Literature substantiates that each dimension of transformational leadership influences work 
performance in unique ways in terms of how employees are motivated and inspired to 
willingly want to exceed their expectations. These dimensions of transformational leadership 
are; first, Idealized Influence which refers to the charismatic characteristics of the leader who 
behaves as a role model for others where the employees admire, respect and trust the leader 
(Hutagalung et al., 2021). Ultimately, followers identify with their leader’s goals, interests and 
values. Second, intellectual stimulation is the leader’s ability to help followers to think on their 
own, through challenging them by questioning and developing their beliefs, assumptions and 
values then followers are motivated to be creative and innovative in solving problems 
(Magasi, 2021) Third, Inspirational Motivation entails the ability of a leader to promote 
followers’ emotional commitment and excitement to a mission by not only providing 
challenging tasks and promoting positive expectations of what needs to be done, but also, 
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demonstrating commitment to the shared vision (Muppidathi and Krishnan, 2021). Last, 
Individualized Consideration, whereby the leader assists followers to become fully actualized 
by providing personalized career guidance (Alshamsi et al., 2020).  
 
However, the extent of the influence of each dimension of transformational leadership on 
work performance is varied and at times conflict each other (Lai et al., 2020). This suggests 
that, in unprecedented environments such as the COVID-19 situation, to continue viewing 
transformational leadership as a composite or single construct may not bring out the deeper 
understanding and conclusive results which can be generalized in different challenging 
environments. Instead, transformational leadership is understood more when it is broken 
down to factors which are then studied as separate dimensions. However, few attempts that 
attempted to study transformational leadership dimensions separately yielded conflicting 
results. This may be partly due to different environmental contexts under which these studies 
were conducted. In light of the COVID-19 outbreak which has caused social isolation, anxiety, 
fear of contagion and uncertainty among employees, organizations came to a halt. Therefore, 
the study of the role of specific dimensions of transformational leadership becomes crucial 
because specific leadership traits are the only source of hope for the employees to increase 
their work engagement and consequently work performance. Manzoor et al (2019) argue that 
organizations that seek to remain competitive are those that are focused at improving 
employees work performance. While work performance is enhanced by transformational 
leadership approach, transformational leadership deals with change processes which in turn 
transforms followers’ attitudes, belief and values (Pasha and Ur Rehman, 2020). Therefore, 
this paper aims to determine the transformational leadership dimension(s) which influences 
work performance in a pandemic situation.  
 
Transformational leaders are obliged to create and provide their employees with a conducive 
organizational climate to enable employees to successfully carry out their work (Imran et al., 
2012). The conducive organizational climate includes but not limited to shared perceptions of 
the values, policies, missions, ethics and morals which are formulated and implemented by 
leaders as wells a protective equipment and clothing (Garg et al., 2017). According to Monika 
and Kaliyamurthy (2017), support rendered by leaders removes fear and uncertainty, and it 
creates feelings that potentially influence employees’ behaviors and attitudes to energize 
them to work hard. Therefore, this research also aims to examine whether each dimension of 
transformational leadership positively predict work performance in a COVID 19 pandemic 
situation.  
 
The Conceptual Framework  
The relationship between each transformational leadership dimension and work 
performance are illustrated in the conceptual frame. The dimensions of transformational 
leadership positively impact on employee work performance. The important issues 
underpinning this conceptual framework is to stress the role of five transformational 
leadership dimensions in improving work performance in the wake of the pandemic.  The 
diagram shows five independent variable namely inspirational motivation, idealized influence 
attributed, idealized influence behavioral, intellectual stimulation and individualized 
consideration. The diagrammatic presentation further presents one dependent variable 
which is work performance.  
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Fig 1 Conceptual framework 
 
Research Methodology  
A total of 369 participants were selected using systematic random sampling techniques. A 
survey questionnaire was used for data collection and data were analyzed using descriptive 
and inferential statistics. Pearson’s correlation was used ahead of other techniques like 
spearman’s rho correlation because although the data has ranked variables (ordinal data) 
which makes it a non-parametric statistic, this study conducted normality tests which 
revealed an approximately normally distributed data. The study used one-way ANOVA and 
post hoc comparisons of mean values using Tukey HSD in order to identify the extent to which 
dimensions of transformational leadership style influence work performance of organizations 
operating in the COVID 19 pandemic situation. Therefore, work performance was the 
dependent variable while the dimensions of transformational leadership were the 
independent variables. One-way ANOVA was the most appropriate in this study because it is 
a robust method for evaluating differences between groups and the post hoc test of ANOVA 
is advantageous in that it can control the type 1 error (Jorgensen et al., 2018) than a similar 
t-test analysis technique. In this this study, a p-value of less than 0.05 was required for 
significance. Further, simple linear regression using SPSS was used to explore the predictive 
abilities of transformational leadership dimensions on work performance because it provides 
a more detailed analysis to predicting, optimizing, or explaining a numeric response of work 
performance from transformational leadership, since other predictive statistical tools like 
correlation provides a quick and simple summary of the direction and strength of pairwise 
relationships between variables. But this study seeks to predict and explain relationships.  
 
Sample and Sampling Techniques  
The sample consisted of all employees of the organizations who were systematically randomly 
selected to participate in the study. The procedure was that, after every ninth person on the 
lists, all the tenth persons were recorded as the potential participants which gave rise to the 
target population of approximately 7000 employees.  Then, 700 questionnaires were sent to 
participants through a blind cope email and through hard copies to those not on email and a 
sample size of 364 was adequate (Krejcie and Morgan 1970). However, 369 questionnaires 
were returned and usable denoting a rate of return of 52%. The results were quantified using 

WORK 

PERFORMANCE 

Dependent Variable Independent Variable   

TRANSFORMATIONAL 

LEADERSHIP  

IDEALISED INFLUENCE (behavioral) 

INSPIRATIONAL MOTIVATION 

IDEALISED INFLUENCE (attributed) 

INTELLECTUAL STIMULATION 

INDIVIDUALISED CONSIDERATION 
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SPSS software package. The survey questionnaire used a descriptive rating on a Likert-scale- 
type on well-structured questions adapted from previous studies.   
 
Data Collection and Analysis 
The survey instruments included the Multifactor Leadership questionnaire (MLQ) and Work 
performance questionnaire. These questionnaires were combined into one continuous 
document and were made available for participants to access on their computers, or on their 
personal devices. The independent variables were the 5’I’s of transformational leadership. 
The questions on transformational leadership dimensions comprises of twenty items adopted 
from the MLQ which were rated on a 5-point Likert scale from 1 to 5, that is 1 = strongly 
disagree to 5 = strongly agree. Additionally, each dimension on the MLQ survey has four 
statements and each statement started with the phrase, “The person I am rating...” then 
followed by phrases such as, goes beyond self-interest; models ethical standards; emphasizes 
the collective mission; talks optimistically; arouses awareness about important issues. Then 
the questions for work performance were adapted from the work of Koopmans et al., (2013, 
2014) and consist of a Likert-type scale that has eight questions and the answer options range 
from 1 to 5, to say 1 = strongly disagree and 5 = strongly agree. For example, the questions 
read; my quality of work is higher than average, my work load is higher than average level of 
the department, I always complete my task on time.  
 
Results  
Normality Test 
The results of Normality test using Shapiro-Wilks test (p>0.05) shows that work performance 
is approximately normally distributed for all transformational leadership dimensions (Table 
4.1), which means that the sample data were drawn from normally distributed population. 
Therefore, the sample means, and standard deviations are representatives of the data, and 
ANOVA and regression analysis are applicable for this study. 
 
Table 1 Shapiro-Wilks Test  

 
Shapiro-Wilks Test 

Statistic df Sig. 

Work 
Performance 

Inspirational Motivation 0.967 40 0.722 

Idealized influence (A)  0.954 42 0.087 

Idealized Influence (B)  0.946 42 0.088 

Intellectual stimulation  0.954 43 0.086 

Individualized consideration 0.978 39 0.623 

 
Pearson’s Correlation of Constructs  
Table 4.2 below shows correlation among variables with a confidence interval of 95% and a 
statistical significance of p < 0.05,  
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Table 2 Pearson’s correlations of the constructs   

 IM IFB IFA IS IC WP 

Inspirational_motivation (IM) 1.000      
Idealised_influence_behavioral (IFB) .751 1.000     
Idealised_influence_attributed (IFA) .663 .680 1.000    

Intellectual_Stimulation (IS) .726 .680 .546 1.000   

Indivualised_Consideration (IC) .603 .641 .527 .647 1.000  

Work_Perfomance (WP) .525 .461 .480 .499 .402 1.000 

 
Results for the Influence of TL dimensions on work performance 
Descriptive Statistics  
Table 3 below shows descriptive statistics; the mean values, standard deviations, standard 
error, confidence interval for the mean, as well as the one-way ANOVA in Table 4.4. The 
descriptive statistics results were read in conjunction with ANOVA and post hoc test results 
to describe the effect of each transformational leadership dimension on work performance.    
 
Table 3 Results of the Descriptive statistics and one-way ANOVA 

  
Mean 

 
SD 

 
SE 

95%   CI for Mean  
Min 

 
Max Lower Upper 

Idealized influence (A) 16.78 2.57 0.157 14.367 19.193 4.00 20.00 
Idealized influence (B) 16.84 2.50 0.145 14.485 19.195 4.00 20.00 
Inspirational 
Motivation  

17.12 2.49 0.147 14.777 19.463 4.00 20.00 

Intellectual Stimulation  16.44 2.57 0.159 14.029 18.851 4.00 20.00 

Individualized 
Consideration 

16.33 2.39 0.142 14.082 18.578 4.00 20.00 

 
Table 4 One-way ANOVA 

Source  SS df MS F Sig 

Between  152.221 4 38.055 6.076 .000 
Within  2029.216 364 6.263   
Total  2181.437 368    

 
The one-way ANOVA indicates that the overall test of the descriptive was significant, F (4, 
364) = 6.076, p = 0.001.  
 
Multiple Comparisons of the Mean Values 
Further, a post hoc comparison using the Tukey HSD test to compare the means of the five 
dimensions of transformational leadership was also done and the Multiple comparisons of 
the mean values shows that  
the mean score for Inspirational motivation (M = 17.12, SD = 2.49) was statistically 
significantly different than the other four practices, that is, Idealized influence-behavioral, (M 
= 16.84, SD = 2.50, p = 0.009); Idealized influence-attributed (M = 16.78, SD 2.57, p = 0.002; 
Intellectual stimulation (M = 16.44, SD = 2.57, p = 0.001) and Individualized consideration (M 
= 16.33, SD = 2.39, p = 0.001). On another note, Idealized influence (behavioral) is statistically 
significant than intellectual stimulation and individualized consideration with the same p-



International Journal of Academic Research in Business and Social Sciences 

Vol. 1 2 , No. 1, 2022, E-ISSN: 2222-6990 © 2022 HRMARS 

346 
 

value of 0.001. Similarly, Idealized influence (attributed) is statistically significant than 
intellectual stimulation and individualized consideration with the p-values of 0.017 and 0.003 
respectively. However, idealized influence-behavioral (M = 16.84, SD = 2.50), did not 
statistically significantly differ from idealized influence-attributed (M = 16.78, SD = 2.57), p-
value = 0.369. Similarly, intellectual stimulation (M = 16.44, SD = 2.57), did not statistically 
significantly differ from individualized consideration (M = 16.33, SD = 2.39), p-value = 0.545. 
  
Overall, there is a statistical significance between the mean values of the group under study, 
F (4, 364) = 6.076, p = 0.001. In that regard, the most influential dimension of transformational 
leadership on work performance is Inspirational motivation followed by idealized influence, 
followed by intellectual consideration and the least rated is individualized consideration. 
Further, the statistical relationships between each dimension of transformational leadership 
and work performance were all significant.   
 
Results for the Regression analysis   
Table 5 Regression equation coefficients for Five Dimensions of TL with Work performance   

Variables  R2 F B SE β t Sig. 

Constant   14.064 1.190  11.814 .000 
Inspirational Motivation 0.43

7 
253.91 1.097 0.069 0.66

1 
15.935 .000 

Constant   3.560 1.128  12.03 .000 
Idealized influence 
(behavior) 

0.477 298.55
5 

1.145 0.066 0.691 17.28 .000 

Constant   14.011 1.041  13.459 .000 
Intellectual Stimulation 0.506 334.92 1.145 0.063 0.71

1 
18.301 .000 

 Constant   14.804 1.221  12.12
8 

.000 

Individualized 
Consideration 

0.405 222.8
5 

1.104 0.074 0.63
7 

14.92
8 

.000 

 
Table 5 above indicates a significant regression analysis on all the dimensions of 
transformational leadership and work performance.  That is, Inspirational motivation 
recorded F (1, 367) =253.91, p-value = 0.001 with R2 = 0.437 explains a variance of 43.7% and 
Beta value of 0.661 denoting a significant relationship that Inspirational motivation predicts 
work performance. Then, Idealized influence (behavioral) recorded F (1, 367) =298.555, p-
value = 0.001 with R2 = 0.477 explains a variance of 47.7%, and Beta value of 0.691 denoting 
a significant relationship that Idealized influence behavioral predicts work performance. 
Then, Idealized influence (attributed) recorded F (1, 367) =276.174, p-value = 0.001 with R2 = 
0.458 explains a variance of 45.8%, and Beta value of 0.667 denoting a significant relationship 
that idealized influence attributed predicts work performance. Then, Intellectual stimulation 
recorded F (1, 367) =334.92, p-value = 0.001 with R2 = 0.506 explains 50.6% variance and Beta 
value of 0.711 denoting a significant relation that intellectual stimulation predicts work 
performance. Finally, Individualized consideration recorded F (1, 367) = 222.85, p-value = 

Constant   14.580 1.111  13.119 .000 

Idealized influence 
(attributed) 

0.458 276.17
4 

1.088 0.065 0.67
7 

16.618 .000 
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0.001 with R2 = 0.405 explains 50.6% variance, and Beta value of 0.637 denoting a significant 
relationship that individualized consideration predicts work performance.  
 
Discussion  
The study provided an exhaustive analysis of the results and findings. The findings and analysis 
in this research were mainly consistent with literature related to transformational leadership 
and work performance. The study clearly confirms the importance of transformational 
leadership style for organization operating in unprecedented environments.  In which the 
interaction of the five dimensions of transformational leadership on work performance 
revealed significant relationships. These relationships are such that transformational 
leadership dimensions have direct effects on work performance. Since the study was 
performed for organizations operating in the pandemic era, the findings of this study provided 
additional evidence on the relationship between transformational leadership dimensions and 
work performance under challenging environment. 
  
This research paper shows that although transformational leadership dimensions jointly 
influence work performance, the degree of influence differs particularly in COVID-19 
pandemic environments. As such, in this pandemic situation, inspirational motivation is 
ranked the most influential dimension, followed by idealized influence (behavioral and 
attributed). Then the third influential dimension is intellectual stimulation and the least 
influential dimension is individualized consideration. This finding supports objective of this 
research which was to identify the dimension(s) of transformational leadership that 
influences work performance during pandemic situations. Similarly, Vu, Vu and Hoang (2020), 
also found out that all the five dimensions of transformation leadership are predictors of work 
performance, but on the contrary, Idealized influence - attributed was ranked the most 
influential dimension.  Previously, Aslan, (2019) revealed that idealized influence -behavior 
impact the most on work performance. Further, Chan et al (2019) revealed otherwise that, 
Inspirational motivation was ranked the least among transformational leadership dimensions 
in influencing work outcome. These contradictory results may give an indication that work 
performances under different environments are affected the most by certain 
transformational leadership characteristics. However, the findings of this research revealed 
that pandemic situations require the inspirational motivation the most.  
 
The findings of this study imply that during the pandemic situations, leaders achieve 
organizational performance by providing guidance and assurance through talking to 
employees enthusiastically and optimistically while at the same time arousing their 
awareness about the importance of containing the pandemic as well as following the health 
guidelines, restrictions, rules and regulations. This gives employees hope and trust in their 
leaders and it evokes sense of excitement and assurance that the direction the organization 
is taking is the right direction and that the organization cares for their wellbeing. This is in line 
with Arokiasamy and Tat (2020) who attests that well-articulated vision supported by skillful 
communication makes the vison clear, powerful and engaging such that employees are 
aroused to believe in their abilities despite the challenges and they to successfully complete 
their tasks. This removes the panic brought about by pandemic situations and it encourages 
team cohesion and stops team integration.  
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Although idealized influence behavioral and idealized influence attributed were ranked the 
second and third respectively, they do not statistically significantly differ. This suggests that 
both attributed and behavioral idealized influences can be treated as one construct and this 
is in line with the attestations of Erden and Yaşlioğlu (2020) who referred to both attributed 
idealized influence and behavioral idealized influence as simply a charismatic behavior of a 
leader. Now, this characteristic is associated with walking the talk and acting consistently in 
building the commitment towards the vision. In the pandemic situation, the leader achieves 
this by exhibiting high ethical or moral standards and sense of purpose while taking the 
dangers of pandemic into consideration and putting peoples first. In turn, employees respect 
and view the manager as their role model.  However, the difference in the ranking of these 
dimensions can be credited to the fact that that idealized influence behavior has strong 
influential personal behaviors that demonstrates values, belief and sense of mission, whereas 
the idealized influence attributed possesses strong influential traits that encourages 
employees to think highly about their superiors. Therefore, in pandemic situations the 
behaviors of managers appeal more to employees than it does on their traits. This is in line 
with the research by Baba (2019), which showed that idealized influence (behavioral) is the 
most practiced and influential transformational leadership factor among leaders in the 
academic set up. Therefore, during pandemic environments, employees are motivated and 
inspired more by what managers do as oppose to what managers are. What “managers do” 
may include considering and modelling moral and ethical standards, talking of values and 
always emphasizing the need for collective mission and team work, contrary to “what 
managers are” where the emphasis may be on power and authority, altruism and confidence. 
However, the findings revealed that, employees emulate and want to do and identity with 
managers who live their principles.  
 
Intellectual stimulation is ranked the fourth in terms of influencing work performance, but 
the influence is still significant. The finding of this present study is similar to the finding of the 
previous study by Nguyen et al (2019) which show that, intellectual stimulation creates the 
ability in employees to analyze and deduce issues which in turn provoke proactive feeling in 
them to make effective plans to implement and exceedingly meet optimistic goals, which in 
turn, increases work performance. This implies that in challenging environments, managers 
ought to be highly knowledgeable in every aspect of the business.  In fact, during periods of 
pandemics, employees may be craving for different views and angles from their managers on 
how to deal with the uncertainty affecting their places of work. In that case, the ranking of 
Intellectual stimulation on the fourth position, though significant, may indicate that the rapid 
environmental changes characterized by strict restrictions and lockdowns may at times 
overtake the most needed managerial intellectual interventions that include guidance and 
assurance in the execution of their tasks. Before employees fully realize the importance of 
the guidance provided it would have been overtaken by the new effects on a new variant. 
However, intellectually stimulated employees are likely to view problems created by 
pandemic situations as an opportunity for them to learn and show what they can do at all 
cost to resolve the problem. In that regard pandemic driven complex situations may be a 
platform to showcase their capabilities because intellectual stimulation is associated with 
creativity and innovation. This is in line with the study by Muchiri et al (2020), which affirm 
that innovative work behaviors stimulate idea generation and implementation.  
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The least rated transformational leadership practice is individualized consideration, but the 
results also show that the relationship is significant. The results of this study are in line with 
the results of the research by Munyeki and Were (2019) which shows that individualized 
consideration has positive and significant effect on performance. However, the ranking of 
individualized consideration is contrary to the study by Baba (2019) whose results show that 
individualized consideration is the second most influential transformational leadership factor 
after Idealized influence-behavioral. However, the numerically low ranking of the perception 
by respondents is accredited to low attention to individual needs that manager provide to 
employees during the pandemic situations. In which case the pace at which the pandemic 
rolls out may out-pace the initiatives of managers to focus on the individual awareness, 
training and development. The contributing factor is that before employees realize their next 
full level of self-belief and self-actualization they would have been overtaken by the fast-
changing events of the pandemic. In which case, may fail to cope up fully with the trends and 
effect of the variants of COVID 19 pandemic and its variants. Specifically, managers are 
involved in identifying and satisfying individual needs, retraining and coaching employees to 
match their skills and capabilities with the then new order created by the variants of COVID 
19. This implies that individualized attention is very important in providing individualized 
guidance, advice, great care, work tools and concern for the employees in the pandemic 
times.  
 
Conclusion  
While the outbreak of COVID19 has caused several operational challenges, transformational 
leadership can help cope with the current challenges and post the pandemic period. The 
dimensions of Transformational leadership impact on work performance in unique and 
different ways and it brought deeper and sharper distinct understanding of their 
contributions in relation to work performance in the pandemic environment with effective 
communication, dealing with uncertainty and ambiguity, provision of guidance, support, 
safety and welfare of employees. Present study contributes evidence of the uniqueness of 
each dimension of leadership to influencing work performance. This paper also closes the 
contextual and literature gap on transformational leadership and work performance in which 
transformational leadership validated the importance of its dimensions in influencing 
outcomes despite pandemics. This study provides several implications to management 
practices and offer managers a comprehensive framework by which to understand what 
contributes to high employee work performance in pandemic situations like the COVID 19 
environments. Therefore, by keeping in view of the current results, this paper considers 
transformational leadership as highly capable of dealing with uncertain environments for 
work performance for now and into the post-pandemic world.  
One of the research limitations is that the research used quantitative research design. 
Moreover, there mixed method that can be used to draw other insights. In addition, 
examining the role of transformational leadership in Beverages organizations further narrows 
down the current research. However, clarity was provided, and this paper recommends more 
studies on the leadership during emergencies. 
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