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Abstract 
Transformational leadership has gained significant attention in organizational research due 
to its impact on employee behavior. it is a widely studied leadership style that has been linked 
to various positive employee behaviors in organizational settings. This mini-review explores 
the impact of transformational leadership on employee behavior, focusing on key dimensions 
such as employee motivation and psychological empowerment, organizational commitment, 
employee job performance, innovative and proactive behavior of employees, employee 
creativity, work engagement, employee turnover intention and knowledge sharing. This study 
includes the literature on transformational leadership and employee behavior from 2015 to 
2025. By synthesizing recent research, this study highlights the critical role of 
transformational leadership in shaping employee behaviors that contribute to organizational 
success. The findings suggest that organizations should invest in leadership development 
programs to cultivate transformational leadership skills, thereby fostering a motivated and 
high-performing workforce. 
Keywords: Transformational Leadership (TL), Motivation, Psychological Empowerment, 
Organizational commitment, Innovative & Proactive behavior, Employee creativity, Work 
Engagement, Turnover Intention (TOI), Knowledge Sharing 
 
Introduction 
Leadership is the most often considered topic in the organizational sciences (Gemeda & Lee, 
2020). Leadership and innovation are critical drivers of organizational success and 
sustainability in today's business environment (Tharushika et al., 2025). Transformational 
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leadership refers to the type of leadership required for successful transformation (Opatha, 
2015). So transformational leadership is a dynamic approach that motivates individuals to 
work together in achieving organizational goals, and it emerges whenever someone exhibits 
the ability to guide others' behaviors towards a common objective, allowing leaders to 
positively inspire their subordinates (Wuryaningrat, Hidayat, and Kumajas, 2024).  
 
Transformational leaders are highly effective in driving significant organizational change (Park 
& Pierce, 2020). As described by Siangchokyoo et al. (2020), transformational leadership is a 
leadership approach that integrates societal structures with individual development. This 
leadership style fosters a reciprocal relationship between leaders and followers, enabling 
both to attain greater levels of confidence and motivation (Singh et al., 2020). Effective 
transformational leaders must possess strong interpersonal skills and demonstrate leadership 
competencies that facilitate meaningful engagement with their followers (Ntseke, Monga, & 
Hoole, 2022). Prioritizing employee well-being, transformational leaders act as role models 
who inspire, motivate, and empower individuals to achieve their full potential (Nurtjahjani et 
al., 2021). 
 
Díaz-Sáenz (2011) in his book Transformational Leadership, explains that while James 
Downton initially introduced the term "transformational leadership" in a 1973 dissertation on 
rebel leadership, it was James MacGregor Burns who popularized the concept through his 
seminal work on political leadership. In his 1978 book Leadership, Burns outlined the 
fundamental elements of transformational leadership, which were subsequently expanded 
upon by various scholars. This leadership style is characterized by four key dimensions:1. 
Idealized Influence (Charisma): Transformational leaders serve as role models, earning 
admiration and respect from their followers by demonstrating high ethical standards and 
integrity. 2. Inspirational Motivation: These leaders inspire and energize their teams by 
articulating a compelling vision for the future, fostering enthusiasm and commitment among 
team members. 3. Intellectual Stimulation: Transformational leaders encourage creativity 
and innovation, challenging existing norms and supporting novel ideas, thereby cultivating a 
culture of continuous learning and development. 4. Individualized Consideration: They 
provide personalized support, coaching, and mentorship, ensuring that each team member 
receives the necessary guidance to realize their full potential. 
 
Avolio et al. (2009) further refined the concept of transformational leadership by presenting 
its four primary dimensions: idealized influence, inspirational motivation, intellectual 
stimulation, and individualized consideration. Idealized Influence (Charisma): This dimension 
pertains to leaders who serve as role models, exuding confidence and a strong sense of moral 
responsibility. Such leaders make decisive choices based on deeply held values and beliefs, 
earning the trust and admiration of their followers (Khalili, 2016). Inspirational Motivation: 
Brandt et al. (2016) describe this dimension as the ability of leaders to articulate a compelling 
vision of the future with enthusiasm and confidence, thereby inspiring similar emotions and 
commitment among their followers. Intellectual Stimulation: According to Yao et al. (2014) 
transformational leaders foster innovation and creativity by encouraging followers to 
critically examine assumptions and explore diverse approaches to problem-solving. 
Individualized Consideration: This dimension reflects a leader's ability to recognize and 
respond to the unique developmental needs of their followers. Leaders who exhibit 
individualized consideration provide tailored support and guidance while acknowledging 
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individual differences to enhance their followers' personal and professional growth (You-De 
et al., 2013; Yao et al., 2014). 
 
The effectiveness of transformational leadership is contingent upon a leader’s capacity to 
inspire followers to enhance their efficiency and uphold ethical standards (Burns, 1978). 
According to Podsakoff and MacKenzie (1997), transformational leadership is a dynamic 
process that enables leaders to significantly energize individuals, groups, teams, and 
organizations. Transformational leaders exhibit visionary thinking, strong moral values, and 
charismatic qualities while demonstrating resilience in making crucial decisions that drive 
organizational success (Deichmann & Stam, 2015). Engelbrecht and Samuel (2019) describe 
transformational leadership as a leadership style in which leaders inspire followers to 
internalize the organization's vision as their own, directing their efforts toward shared 
objectives. Similarly, Díaz-Sáenz (2011) highlights that transformational leadership is 
characterized by a deep emotional connection between leaders and their followers, fostering 
unity in pursuit of a higher moral purpose. This leadership approach encourages performance 
beyond expectations, enhancing both group and organizational outcomes. As a result, 
transformational leadership is essential for building and sustaining healthy organizations 
(Ohunakin et al., 2019). 
 
This leadership approach emphasizes the personal and professional growth of followers by 
addressing their individual needs and nurturing their inherent leadership potential (Islam et 
al., 2021). Research has shown that leaders exhibiting transformational leadership traits exert 
a significant influence on their subordinates' attitudes and behaviors (Deery & Jago, 2015; Gui 
et al., 2020; Sobaih et al., 2022). 
 
Transformational leadership is characterized as a leadership style that fosters positive 
employee experiences through dynamic leader-follower interactions across diverse work 
environments (Jin et al., 2016). These leaders play a crucial role in developing their followers 
into future leaders by providing mentorship, coaching, and a balance of challenge and 
support, while simultaneously inspiring commitment to a shared vision (Lai et al., 2020). The 
transformational leadership model is particularly impactful within organizations as it drives 
significant changes in workplace relationships and individuals' lives (Peng et al., 2021). By 
addressing employees’ personal growth needs, transformational leaders reshape their 
perspectives, encourage innovative thinking, and inspire greater dedication to organizational 
objectives (Meriel et al., 2021). 
 
Transformational leaders achieve success by aligning employees’ self-concepts with the 
organization’s goals, which fosters self-expressive attitudes and behaviors (Chai et al., 2017; 
Van Zyl & Hofmeyr 2021). This leadership philosophy has garnered substantial attention from 
both academics and practitioners (Le & Lei, 2019). Due to its growing global appeal, 
transformational leadership is now recognized as one of the most influential leadership 
approaches (Elsaid & Mostafa, 2016; Yi, Uddin, Das, Mahmood, & Sohel, 2019). 
Given the critical role of leadership in corporate governance, extensive research has been 
conducted in this domain. As described by Eliyana & Ma'arif (2019) transformational 
leadership is among the most extensively studied leadership styles due to its proven ability to 
enhance productivity at all organizational levels. And over the last two decades, interest in 
transformational leadership has gushed within leadership research (Breevaart & Zacher, 
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2019; Kim & Shin, 2019). Studies indicate that this leadership style is among the most effective 
in fostering positive employee behaviors (Atan & Mahmood, 2019; Buil, Martínez, & Matute, 
2019; Chipunza & Matsumunyane, 2018; Elsaid & Mostafa, 2016; Khattak, Zolin, & 
Muhammad, 2020; Le & Lei, 2018, 2019; Mabasa, 2018). As fragmented knowledge can be 
challenging to consolidate and comprehend within a coherent framework. Review studies 
provide readers and researchers with the opportunity to systematically explore a topic, 
presenting its development in a structured and sequential manner. An effective and well-
conducted review as a research approach provides a firm foundation for knowledge growth 
and facilitates the formation of theories. According to Popay et al., (2006) assessing the 
literature allows researchers to filter out research that contributes little (clearing the 
brickyard), moderate variable findings of similar research (sorting out the bricks), and build 
edifices of previously undiscovered public knowledge," as cited in Pahlevan-Sharif et al., 
(2019). Furthermore, the review studies help to strengthen the academic profession by using 
digital technologies, using systematic review criteria, including bibliometric, advanced 
synthesis procedures, and transdisciplinary approaches (Kraus et al., 2023). Review studies 
often have one basic goal: to assess past research in the given field. Although review studies 
have made significant contributions to knowledge generation, their scope and depth vary 
(Law et al., 2012). A field must be aware of its historical patterns in order to advance and get 
insights about probable future developments and implications that contribute to the body of 
knowledge. A literature review has traditionally been regarded of as a tool for researchers to 
map the contemporary intellectual environment (Weed, 2006, quoted in Pahlevan-Sharif et 
al, 2019). So purpose of this study is to review recent literature on employee behaviors in the 
context of transformational leadership, providing a comprehensive summary and identifying 
future research directions for scholars in this field. 
 
The significance of this study lies in its contribution to understanding how transformational 
leadership influences employee behavior, ultimately shaping organizational success. In 
today’s dynamic work environment, leadership plays a crucial role in fostering motivation, 
engagement, and innovation among employees. By synthesizing existing research, this mini-
review highlights the mechanisms through which transformational leadership enhances 
employee performance, job satisfaction, and organizational commitment. 
 
From a practical perspective, this study provides valuable insights for organizational leaders, 
managers, and HR professionals seeking to develop effective leadership strategies. 
Understanding the impact of transformational leadership can help organizations implement 
training programs that cultivate leadership skills, improve workplace culture, and boost 
overall productivity. 
 
Additionally, this study contributes to academic literature by offering a concise review of 
empirical findings related to transformational leadership and employee behavior. It serves as 
a foundation for future research exploring the long-term effects of transformational 
leadership across different industries and cultural contexts. By emphasizing the importance 
of transformational leadership in promoting positive employee behaviors, this study 
underscores the need for organizations to prioritize leadership development as a means of 
achieving sustainable growth and competitive advantage.  
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The framework of this study is systematically structured to enhance readers' comprehension 
of its findings. It begins with a foundational overview of transformational leadership in the 
introductory section, followed by a concise discussion of the methodology employed to 
identify, select, and evaluate relevant literature. Subsequently, the study provides a 
comprehensive analysis of various employee behaviors associated with transformational 
leadership, integrating insights from a broad spectrum of previous research to offer a 
nuanced perspective on these relationships. Finally, the study concludes with 
recommendations and directions for future research. 
 
Method 
To examine how researchers have explored the relationship between transformational 
leadership and individual behavior, a comprehensive review of studies conducted between 
2015 and 2025 was undertaken. A system literature search was conducted to identify relevant 
research on transformational leadership, encompassing all articles published up to February 
2025 and indexed in databases such as Google Scholar, Scopus, Web of Science, CORE, 
Dimensions, and The Lens. A structured review methodology was developed, specifying the 
search strategy and selection criteria for the articles. 
 
To ensure a rigorous approach, an extensive search for research articles was performed in 
highly reputable electronic databases, including Web of Science, Scopus, and Google Scholar, 
using the key terms "transformational leadership" and "employee behavior." After 
retrieving relevant studies, the titles and abstracts were reviewed to exclude publications that 
were clearly unrelated to transformational leadership. Subsequently, a full-text eligibility 
assessment was conducted to determine the inclusion and exclusion of articles. 
 
Following the review process, studies that were unavailable in full text, written in languages 
other than English, or focused solely on other variables influencing transformational 
leadership were excluded. The selected articles specifically examined the relationship 
between transformational leadership and individual behavior, offering insights into the topic. 
This analysis primarily focuses on recent publications while also considering the broader body 
of literature to provide a comprehensive understanding of the subject. 
 
Results or Findings 
The analysis of prior research on transformational leadership has revealed a range of 
individual behavioral outcomes that have been widely explored in the existing literature. A 
brief overview of these key aspects is presented below. 
 
Transformational Leadership Enhances Motivation and Psychological Empowerment of 
Employees 
Effective leadership is critical to the survival and growth of organizations (Louw et al., 2018). 
Leadership, like   transformational   leadership, motivates   employees   to achieve the target 
for an organization (Anwar et al., 2023). Transformational leaders inspire and motivate 
followers to work beyond their self-interest and identify themselves with the objectives and 
vision of the organization (Saira et al., 2021). Involving employees in decision-making 
processes help them feel psychologically empowered (Kim and Fernandez, 2017). As a result, 
employees perform extra-role activities and demonstrate loyalty to the organization (Singh 
and Singh, 2019). Motivated and Psychologically empowered employees have the privilege of 
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working well without their supervisor’s approval, which increases employee satisfaction 
(Alqatawenh, 2018). Transformational leaders enhance employees’ motivation & 
psychological empowerment by fostering participative decision-making that would incline 
employees toward organizational processes and reduce their intention to leave the 
organization (Abouraia and Othman, 2017). Transformational leadership has been found to 
be an important predictor of psychological empowerment (e.g. Dustetal., 2014; KimandShin 
2019; Krishnan 2012; Pradhanetal., 2017). Ozaralli (2002) also stated a positive relationship 
between transformational leadership and empowerment. Followers of transformational 
leaders are believed to be psychologically empowered as their leaders tend to transform 
them to utilize their full potential (Joo and Lim, 2013; Pradhan et al., 2017) and make them 
believe that they can positively influence the organization (Laschinger et al., 2001). Findings 
of Hashmi et al., (2021)’s study showed the positive significant effect of transformational 
leadership towards employees’ empowerment in the banking sector of Pakistan. The 
dimensions of transformational leadership should be continuously improved alongside 
strategically motivating employees to increase their satisfaction level to enhance 
organizational performance (Hilton et al., 2023). Transformational leadership describes how 
manager leaders can encourage, develop and implement significant changes in the company, 
in a way to empower followers directing them to changes, likewise they achieve greater 
quality and efficiency of all business processes in their company Strukan, Nikolić, & Sefić, 
(2017). 
 
Transformational Leadership and Employee Organizational Commitment 
According to Mujinga (2020), commitment is commonly seen as a person's engagement and 
identification with an organization's aims and ideals. According to Bogler & Berkovich (2022, 
p. 441), organizational commitment is "a strong psychological attachment or bond towards a 
specific organization, which can be driven by internal motives like identification or by external 
normative pressures." Over the past few decades, academics and practitioners have become 
interested in the concept of employee commitment (Khuwaja et al., 2020). According to 
Nguyen & Tu (2020) organizational commitment is a spiritual connection between workers 
and organizations or businesses that are able to mitigate workplace dangers brought on by 
workers, in the sense that commitment improves employee performance. In contrast to 
previous theories, they maintained the notion that loyalty ties people to their employers. In 
the customer service sector, employee loyalty is a critical proximal predictor for 
organizationally important outcomes such extra-role behaviors, absenteeism, and 
organizational performance (Horn, 2019). Organizational commitment is the level of 
adoration a worker demonstrates for the business where they work (Shuv-Ami et al., 2015; 
Serhan et al., 2022).  
 
The importance of leaders in encouraging and fostering workers' organizational commitment 
has always been highlighted by leadership scholars (Berkovich & Bogler, 2021; Yahaya & 
Ebrahim, 2016). Organizational commitment and transformative leadership have a highly 
favorable relationship (Donkor; Appienti; & Achiaah, 2021). Transformative leadership is 
believed to lessen turnover intentions among employees according to study of, Manoppo, 
(2020) it is strongly correlated with lower turnover rates, employee loyalty, job satisfaction, 
and great organizational performance). According to Mas-Rodrguez et al. (2019), emotional 
commitment of employees is favorably correlated with transformative leadership.  
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A study conducted by Gom et al., (2021) revealed that managers/supervisors engaging in 
transformational leadership behaviors are more likely to develop good supervisor–employee 
exchange relationships, thus influencing employee–employer relationships further and 
decreasing turnover intention among the employees of hotel industry in Malaysia. Moreover, 
in research conducted in South Korea, Koo and Lee (2021) found that transformational 
leadership is important for achieving employee engagement to the firm. According to 
Berkovich & Hassan's 2023 study on an educational setting, even leadership in the digital 
transformation has a major beneficial impact on organizational commitment.  
 
Affective organizational commitment and transformative leadership have a significant and 
favorable association, according to several research (Berkovich & Eyal, 2017; Bogler & 
Berkovich, 2022; Berkovich & Bogler, 2021; Dou, Devos, & Valcke, 2017; Sayadi, 2016). 
Developing their workers' affective connection and attachment to the organization, 
transformational leaders help followers with their socioemotional needs and increase the 
emotional attractiveness of organizational activities and the future (Berkovich & Eyal, 2017; 
Berkovich & Bogler, 2021). Just as by Khuzwayo et al. (2023), transformational leadership 
significantly increased organizational fairness and employee commitment.  Additionally, 
Metaferia, Baraki, and Mebratu (2023) recently shown that transformative leadership 
significantly increases employee loyalty to the firm. Alghusin, & Al-Ajlouni, (2020) indicated a 
positive relationship between transformational leadership and organizational commitment of 
non-executive employees operating in banking industry of Jordan. 
 
Haoyan et al. (2023) conducted a study titled "Quantitative systematic review of the 
transformational leadership style as a driver of nurses' organizational commitment" to 
investigate the relationship between nurses' perceptions of their nurse manager's 
transformational leadership style and nurses' organizational commitment. They discovered 
six studies that supported this claim. Only one study found a negative correlation between 
the organizational commitment of acute care nurses and transformational leadership style. 
The study data suggests that the nurse managers' poor transformational leadership style in 
the acute care unit or the cultural impact, which may have influenced the results, making the 
unfavorable conclusion less reliable. 
 
Transformational Leadership Influences on Employee Job Performance 
Employees ability to carry out their duties can be seen through their performance, so 
employee performance is significant for the company's success (Salim et al., 2024). The 
empowerment of the employee is the main objective of transformational leaders, they 
motivate the employees to work towards the personal and the organizational goals on an 
ongoing basis and the tasks set is challenging and performance is focused as well (Asrar-ul-
Haq, & Kuchinke, 2016). A study by Agarwal (2020) has described the role of the democratic 
leadership and the transformational leadership which has proven to have the significant 
relationship with the performance of employees of the banking institutions. Park et al., (2022) 
described a strong positive relationship between transformational leadership and employee 
job performance in their study “Structural relationships among transformational leadership, 
affective organizational commitment, and job performance: the mediating role of employee 
engagement”. Transformational leadership has a significant positive relationship with 
organization citizenship behaiour of employees which ultimately leads to the increment of 
employee job performance Mekpor & Dartey-Baah (2017). Transformational leadership has 
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gained the importance due to evidence of its significant effects on the performance of 
followers and their effectiveness (Asrar-ul-Haq and Kuchinke, 2016; Ng, 2017) and has been 
considered as an integral part of an organization’s success (Doucet et al., 2015). Bartram and 
Casimir (2007) found a significant positive relationship between transformational leadership 
and followers’ performance. The findings  of Anwar et al., (2023) show that transformational 
leadership has a positive effect on employees' performance and employee commitment. 
Samad & Ahmed (2021) conducted a study to evaluate the contribution of transformational 
leadership and strategic planning on employee job performance and revealed that TL and SP 
dimensions are profoundly needed to enable Yemeni banks to propel to improved 
employee/bank performance.  As outlined by Anjum et al., (2017), the transformational 
leadership style of headship is an effective mechanism for employee motivation in 
organizations. Findings of Hashmi et al., (2021)’s study showed the positive significant effect 
of transformational leadership on employees’ performance in the banking sector of Pakistan. 
The which excellent leadership like transformational leadership plays a vital role in managing 
employees to reach higher performance (Wang et al., 2021). Ozcan, & Ozturk, (2020) 
indicated that the effect of hierarchy culture and transformational leadership on individual 
performance is statistically significant. Transformational leadership values such as inspiration, 
motivation, potential development, and empowerment impact employee performance in 
order to enhance company’s productivity and efficiency in achieving organizational goals and 
targets (Sidik et al., 2024). Wuryaningrat, Hidayat, & Kumajas, (2024) conducted a study on 
“The Impact of transformational and transactional leadership on employee performance” 
within the banking industry in North Sulawesi, Indonesia and the results provide empirical 
evidence that transformational leadership has a positive influence on employee performance, 
particularly in the realms of individual consideration and individual inspiration. Top et al., 
(2020) while studying the relationship between transformational leadership and employee 
performance in Kurdistan region of Iraq and results of the study revealed that 
transformational leaders positively related with employee performance. Further, 
inspirational motivation and individual consideration have significant impact on employee 
performance.     
 
Transformational Leadership Encourages Employee Innovative and Proactive Behavior 
Innovation is a critical determinant of organizational survival, competitiveness, and growth. 
It significantly influences customer satisfaction, employee productivity, service quality, 
market value, and customer retention. Additionally, innovation generates economic value for 
organizations by enhancing profitability and overall performance (Martínez-Pérez et al., 
2016). 
 
Innovation can be defined as the creation and application of new knowledge and ideas to 
drive business improvements. It strengthens business processes, optimizes internal 
structures, and facilitates the development of competitive products and services (Masa’deh 
et al., 2017). As a cornerstone of sustained success and economic growth, innovation enables 
organizations to remain adaptive in dynamic market environments (Jia et al., 2018). Within 
organizational settings, innovation encompasses the introduction of new technologies, 
strategies, or management practices, whether entirely novel or significant improvements to 
existing processes (Varadarajan, 2018). 
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Two primary types of innovation exist: incremental innovation, which introduces 
enhancements, new features, or refinements to existing technologies (Alonso & Bressan, 
2016), and radical innovation, which involves the creation of entirely new products or 
services based on fundamentally distinct technologies, offering substantial benefits over 
previous offerings (Varadarajan, 2018). 
 
Transformational leadership plays a crucial role in fostering an innovative and proactive work 
culture. By aligning with management, transformational leaders create an environment 
where employees are encouraged to embrace change and contribute new ideas. Through 
their ability to inspire, motivate, and empower employees, transformational leaders facilitate 
the adoption of innovative practices, ultimately driving long-term organizational success 
(Parveen & Adeinat, 2019). 
 
 In today’s competitive and dynamic work environment, an organization's ability to drive 
innovation is closely linked to its leadership (Amankwaa et al., 2019). Transformational 
leaders play a pivotal role in fostering innovation by enhancing employee confidence and 
independence. Through inspirational motivation, they set clear expectations for innovation, 
which boosts employees' confidence in undertaking creative tasks (Tan, Van Dum, & 
Wilderom, 2023). Additionally, individualized consideration allows leaders to demonstrate 
empathy, appreciation, and support for employees as they proactively tackle challenges, 
further encouraging innovation (Azim, Fan, Uddin, Abdul Kader Jilani, & Begum, 2019). 
 
Transformational leadership encourages employees to approach task-related challenges with 
innovative problem-solving methods (Megheirkouni, 2017). Such leaders inspire their 
employees to question traditional organizational beliefs and values, fostering a culture of 
continuous improvement and change. While both transactional and transformational 
leadership styles influence creativity and innovation, transformational leadership has been 
widely recognized as a critical factor in driving organizational innovation (Vargas, 2015; Al 
Ahmad et al., 2019). By developing employees' creative skills, transformational leaders 
empower them to generate effective solutions to complex problems, making innovation a 
core aspect of the organization’s success (Alrowwad et al., 2020). 
 
Empirical studies reinforce the significance of transformational leadership in fostering 
innovative work behavior across various industries. Masood and Afsar (2017) found that 
transformational leadership significantly promotes innovation among nurses and doctors in 
Pakistan’s public sector hospitals, while Choi et al. (2016) observed similar results among 
South Korean workers. Likewise, research by Reuvers et al. (2008) among hospital employees 
in Australia and Molodchik et al. (2016) among manufacturing employees in Russia further 
supports the positive relationship between transformational leadership and innovation. 
 
A cross-cultural study by Gemeda and Lee (2020) in Ethiopia and South Korea confirmed a 
strong correlation between transformational leadership and employees' innovative behavior. 
Similarly, Al Ahmad et al. (2019) highlighted the importance of transformational leadership in 
fostering innovation within the Lebanese banking sector, using a probability stratified 
sampling method of 310 employees from 27 banks. 
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In the Indian banking sector, Garg, Attree, and Kumar (2023) examined the association 
between transformational leadership and innovative work behavior (IWB), demonstrating 
that transformational leaders enhance employee innovation through psychological 
empowerment. Wang et al. (2021) further emphasized the need for transformational 
leadership in banking, advocating for leadership strategies that inspire employees to sustain 
innovation, ultimately benefiting organizational operations and the broader economic 
landscape. 
 
Transformational leadership is also instrumental in facilitating employee adaptability to 
change while fostering an innovative mindset (Tayal et al., 2018). Amankwaa et al. (2019) 
suggest that transformational leadership—by offering employees job autonomy, fostering 
attachment to the organization, and creating a perception of strong leadership support—can 
effectively enhance employee innovation and proactive behavior. 
 
Transformation leadership and Employee Creativity 
Creativity, defined as the generation of novel and valuable ideas, is a crucial factor in ensuring 
organizational success and sustainability in today’s rapidly evolving business environment. 
Research indicates that transformational leadership (TL) has a strong positive effect on 
employee creativity (Tharushika et al., 2025). Dayanti and Yulianti (2023) emphasize that 
creativity and innovation are essential for maintaining a competitive market position, 
enabling organizations to utilize resources more efficiently than their competitors. Given that 
organizations heavily rely on the creative capabilities of their employees (Arulrajah, 2017), 
fostering an environment that encourages creativity is vital. 
 
Employee creativity is a fundamental component of intellectual capital, contributing to the 
development of new and valuable ideas (Kumara, Neruja, & Arulrajah, 2023). It is regarded as 
a critical attribute for employees, as creative thinking in the workplace helps organizations 
achieve their goals in innovative ways (Anggiani, 2019). Additionally, creativity is closely linked 
to innovation, as it directly contributes to the development of new products and services, 
ultimately enhancing an organization's ability to compete on a global scale (Asbari, Purba, 
Hariandja, & Sudibjo, 2021; Palupi, 2020). 
 
Transformational leadership plays a pivotal role in fostering a work environment conducive 
to creativity and innovation (Celestin & Sujatha, 2024). Numerous studies have explored the 
direct relationship between TL and employee creativity, highlighting its positive impact on 
fostering creative thinking and problem-solving (Iqbal, Ahmad, & Nazir, 2023; Mahmoud, 
Mustamil, & Seng, 2024). The role of leadership in promoting organizational creativity—the 
ability to generate novel and useful ideas—has been widely examined in literature (Hughes 
et al., 2018; Lee et al., 2020). Furthermore, research suggests that different leadership styles, 
including transformational and directive-achieving leadership, influence distinct cognitive 
processes that enhance employee creativity (Chen et al., 2025). A study by Suifan et al. (2018) 
on employees in the Jordanian banking sector further confirmed the positive impact of 
transformational leadership on employee creativity, reinforcing its significance in fostering a 
culture of innovation. 
Transformational Leadership and Employee Work Engagement 
Transformational leadership has been widely studied and is recognized as one of the most 
effective leadership styles for fostering employee engagement and driving organizational 
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success (Iqbal et al., 2015; Łukowski, 2017). Research suggests that transformational 
leadership enhances organizational performance by increasing employee engagement, 
fostering innovation, and leveraging collective expertise to address complex challenges 
(Widodo et al., 2022). 
 
Transformational leaders cultivate employee commitment and engagement through 
strategies such as fostering open communication, promoting personal development, and 
aligning individual goals with organizational objectives (Le & Lei, 2018). A longitudinal study 
by Qiao et al. (2025) demonstrated that transformational leadership positively influenced 
leader self-efficacy in emotional regulation, which, in turn, strengthened employees’ efficacy 
beliefs and work engagement over time. Similarly, Gemeda and Lee (2020) found a significant 
relationship between transformational leadership and employee work engagement. 
 
Further, Islam et al. (2021) examined the impact of transformational leadership on employee 
engagement during organizational change in Bangladesh’s banking sector and identified a 
strong positive association between the two variables. Given its crucial role in enhancing 
employee motivation and commitment, transformational leadership continues to be a focal 
point in research on employee engagement (Besieux et al., 2018). 
 
Transformational Leadership and Employee Turnover Intention 
In the contemporary era of intense competition and occasional instability within the global 
market, employee turnover is often driven by talent poaching and ineffective managerial 
leadership practices (Gyensare, Kumedzro, Sanda, & Boso, 2017). Compared to other 
leadership styles, transformational leaders effectively leverage psychological empowerment 
to fulfill employees' higher-order needs, thereby reducing their intentions to leave the 
organization (Zhang & Wang, 2017; Grošelj et al., 2020). This relationship is particularly 
significant as employees’ perceptions of transformational leadership behaviors play a crucial 
role in shaping their turnover intentions (Ntseke, Monga, & Hoole, 2022). 
 
A study by Basyir et al. (2020) on state civil apparatus workers at the Southeast Sulawesi 
Regional Secretariat found that transformational leadership negatively influences employees' 
withdrawal behavior while positively impacting their job involvement. Employees who 
perceive their transformational leaders as setting high expectations, serving as role models, 
encouraging innovative thinking, and demonstrating genuine concern for their individual 
needs are more likely to remain engaged in their roles. Furthermore, employees tend to view 
transformational leaders as ethical and trustworthy, which reduces their intention to leave 
the organization (Hakim & Ibrahim, 2017; Lum, 2018). This relationship is further reinforced 
by the emotional bonds employees develop with transformational leaders, making them less 
likely to seek alternative employment opportunities (Ali & Ahmad, 2021). In a study 
conducted among 423 employees and 74 supervisors from private and public sector 
organizations in Canada, Mathieu and Babiak (2015) found a negative relationship between 
transformational leadership and employee turnover intentions. Similarly, Nei, Snyder, and 
Litwiller (2015) highlighted the critical role of leadership in mitigating employees’ intentions 
to leave the workplace, emphasizing the importance of effective leadership styles in fostering 
employee retention. 
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Donkor, Appienti, and Achiaah (2021) examined employee turnover in state-owned 
enterprises in Ghana and found a significant inverse relationship between transformational 
leadership and turnover intentions. Similarly, Park and Piece (2020) reported that 
transformational leadership negatively influences employees' intentions to leave their jobs. 
In the hospitality industry, Sobaih et al. (2022) identified a strong association between 
transformational leadership and employee retention, a finding further supported by Samad 
et al. (2022). Additionally, Diko and Saxena (2023) observed a negative correlation between 
transformational leadership and turnover intentions in Ethiopia’s higher education sector. 
Furthermore, transformational leadership has been shown to mitigate workplace deviant 
behaviors, such as bullying and disrespect, thereby reducing employee turnover intentions 
(Qi et al., 2022). 
 
Extensive research on turnover intentions within the healthcare sector has primarily focused 
on nurses, given the prevalence of turnover-related studies in this field. For instance, Yücel 
(2021) found that Turkish healthcare workers who experienced transformational leadership 
exhibited lower intentions to leave their jobs. Similarly, several studies (Cheng et al., 2016; 
Alkarabsheh et al., 2022) have reported a negative correlation between transformational 
leadership and employee turnover intentions. Furthermore, Freire and Azevedo (2023) 
identified a significant negative association between transformational leadership and nurses' 
intentions to leave in both public and private hospitals in Portugal. 
 
Transformational Leadership and Knowledge Sharing 
In today's dynamic and highly competitive business environment, knowledge is increasingly 
recognized as a vital organizational asset that enhances an organization's ability to navigate 
challenges and seize opportunities. Knowledge sharing, defined as the exchange of 
information, expertise, and insights among employees, is a crucial element of effective 
knowledge management, facilitating innovation, enhancing team performance, and reducing 
operational costs (Lauring & Selmer, 2012; Ritala et al., 2015). By contributing to an 
organization’s collective knowledge base, knowledge sharing supports faster decision-
making, improves problem-solving capabilities, and drives continuous process improvement, 
thereby strengthening organizational competitiveness (Liu et al., 2020; Lei et al., 2021). 
Despite its significance, many organizations face challenges in managing knowledge resources 
effectively, often due to employee reluctance to share information, which hinders the full 
realization of potential innovation and collaboration (Muhammed & Zaim, 2020). 
 
Transformational leadership has emerged as a critical driver of knowledge-sharing behaviors 
within organizations. By inspiring employees to transcend their individual interests in pursuit 
of shared organizational goals, transformational leaders foster motivation, trust, and a 
collective vision (Iqbal et al., 2015; Łukowski, 2017). This leadership style significantly 
influences employee attitudes and intentions toward knowledge sharing, thereby cultivating 
a collaborative and innovative workplace culture (Ng, 2020). Moreover, transformational 
leaders help overcome key organizational barriers—such as lack of trust, insufficient 
leadership support, and resistance to collaboration—by fostering mutual trust and 
highlighting the collective benefits of knowledge exchange (Vandavasi et al., 2020; Widodo et 
al., 2022). 
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By aligning team objectives with broader organizational goals, transformational leadership 
ensures that employees are both motivated and empowered to contribute their knowledge 
and creativity to organizational success (Son et al., 2020). Research suggests that 
transformational leadership plays a vital role in enhancing competitiveness by fostering a 
culture of continuous learning and collaboration (Widodo et al., 2022; Mustika et al., 2020). 
Furthermore, this leadership style aligns well with organizational cultures that emphasize 
participatory decision-making and innovation, making it particularly effective for 
organizations seeking to maximize the potential of their knowledge resources (Widodo et al., 
2022). Through the development of strong relationships with their teams, transformational 
leaders encourage employees to actively share their expertise and ideas, embedding 
knowledge-sharing practices as an integral part of the organizational culture (Son et al., 2020). 
Research suggests a strong correlation between transformational leadership and knowledge-
sharing behaviors within organizations (Oyewole, 2025). Transformational leaders inspire 
employees to actively participate in knowledge-sharing activities by emphasizing the 
collective benefits of such practices (Afsar et al., 2019). Through the promotion of open 
communication and the creation of a supportive work environment, these leaders enhance 
employees' willingness to exchange knowledge (Mustika et al., 2020). 
 
Furthermore, transformational leadership significantly influences organizational culture, 
which serves as a key determinant of knowledge-sharing behaviors. Studies indicate that 
participatory and innovative cultures foster knowledge sharing by encouraging collaboration 
and idea exchange among employees (Mohiuddin, 2017). Transformational leaders play a 
crucial role in shaping such cultures by fostering trust, mutual respect, and collaboration (Le 
& Lei, 2018). 
 
Additionally, research underscores the importance of leaders’ interpersonal and 
communication skills in facilitating knowledge sharing. Transformational leaders, with their 
strong communication abilities, are particularly effective in overcoming barriers such as fear 
of criticism or lack of trust (Widodo et al., 2022). As key drivers of trust-building, motivation, 
and cultural transformation, transformational leaders create an environment where 
knowledge sharing thrives, ultimately enhancing organizational learning and performance 
(Iqbal et al., 2015; Le & Lei, 2018). 
 
Conclusion and Future Directions 
Transformational leadership plays a pivotal role in shaping positive employee behaviors, 
including job performance, organizational citizenship behavior, innovative behavior, job 
satisfaction, work engagement, and overall well-being. By inspiring and motivating employees 
through vision, intellectual stimulation, and individualized support, transformational leaders 
foster a culture of trust, commitment, and high performance. Organizations that prioritize 
transformational leadership can create an environment where employees feel valued, 
engaged, and driven to contribute beyond their formal job responsibilities. 
 
Future research should delve into the long-term effects of transformational leadership on 
employee behavior across diverse cultural and industrial contexts. Additionally, exploring the 
influence of digital transformation and remote work on the efficacy of transformational 
leadership can offer valuable insights into its evolving role in contemporary organizations. 
Existing literature predominantly focuses on the direct relationship between transformational 
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leadership and various employee behaviors; therefore, future studies should incorporate 
mediating and moderating variables to provide a more comprehensive understanding of 
these dynamics. Furthermore, investigating the interaction between transformational 
leadership and other leadership styles, as well as its implications for employee mental health 
and resilience, can significantly enhance our knowledge of its broader impact. Advancing 
research in these areas will enable organizations to refine leadership development strategies, 
optimize employee performance, and foster sustainable long-term success. 
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