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Abstract

ORIGINAL ARTICLE In the present study it explores how the shift
fromtransactional to transformational leadership
has influenced employee engagement through
organizational culture. ldealized influence,
Inspirational motivation, Intellectual stimulation
and Individualized consideration are the four
dimensions of transformational leadership that
significantly increase employees’ level of
motivation, satisfaction at their work place and
performance. In serviceindustries, an area where
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culture in such situations, or require longitudinal
studies (143). This analysis considers those gaps
and suggests potential future research directions,
including extending industry coverage, examining the impact of the COVID-19 pandemic, and
incorporating technology into leadership practice. In this way it offers suggestions for enhancing
positive organizational culture, continuing education and training and operating feedback systems
effectively. By proactively addressing organizational conflicts and tailoring leadership strategies to
specific sectors, organizations can enhance employee engagement and productivity.
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Introduction

Onesignof transformational |eadership isthe ability to motivate empl oyees because one of themain
aimsof aleader isto build confidence among workersin their own growth. According to Bass (1985) this
kind of leadership affects attitudes, beliefsand behaviour of workersthemost. It promotestrust between
workersaswell asbetween workerswithther chiefsand it enhances motivation leading to job satisfactionin
addition to reduced conflictsin an organization. Umar (2018) has mentioned that by focusing on work,
transformational leadership increasesthe ambitions of employeesand alignstheir valueswith those of the
company hence making them prioritize organizationa interests over theirsthus enhancing growth among
employees. Transformational |eaders drive aprocess ensuring continuous growth in terms of achievement,
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self-actualization, interest in organisation and its surroundingsfor workers. In setting free authority inan
organization, leaders enhance workers’ abilities and their confidence level on something, which makes sure
they can do more than they have been assigned.

Thefour dimensonsinvolvedinidedizedinfluence, inspirationa mativation, intellectud stimulation, and
individualized consideration are Transformational Leadership behavioural concepts. Aside from these
characteristics, aleader must control or diminish conflicts, teach others, and giverewards. Itiswell known
that bringing about changein leadershi p influencesinvol vement which then leadsto workplace environments
that boost worker participation irrespective of how. Such kind of |eaderstherefore alwaystrigger off and
keep going affirmative effects on how one behaveswhen working and their actud participation at work.

Literature Review

Bass(1985) in the study he discovered that what sets apart visionary transformational leadersfrom
othersistheir ability to comeup with compelling dreams about tomorrow which dicit enthusiasm from their
followers thereby pushing them beyond what is ordinarily expected.” says BASS (1985)” “The leader invests
timeon growing otherswithin his/her organization by encouraging constant training programsand acquisition
of new skills.

Heskett, Sasser, & Schlesinger (1994) found intheir study that human interactionisessential ina
service context. Aservice’s worth is founded on service operators’ capabilities, incentive mode; and commitment.
Workersalso act as determi nants through whom customers can rate the organi zation thusinfluencing its
growthor fdll.

Agarwal & Kar (2000) inthe hospitality industry observed that service ddivery quaity and happiness
of employeeshaveasignificant bidirectional relationship; hence consumerswoul d be more contented once
they receivetop notch customer servicein relationto their request requirements.

Avolioet al. (2004) reved ed that transformationa |eadership drivesinnovation a work, which stimulates
employeestowardssolving their own problems- and thisguidesthe emergenceof fresh thinking methodol ogies.

Geladeand Van den Bossche (2005) found that thosein thefinancial sector employeesweremore
satisfied with their job when they have beenled by transformational |eader than when they have never had any
leader.

Pfeffer (2005) arguesthat in businesseswith employeesat risk of burnout dueto multitasking and
stress need transactional |eadersto exist and keep going.

Bryman et al. (2010) in hisstudy found that traditional rulesare cantered on transactiona leadership
that focuses on achievement of goalsand payment for servicesoffered. Neverthel ess, thismay not work in
service businesses with highly committed employees. It spursworkersto undertake activities beyond the
defined scope.

Ryu and Han (2010) noted that profound inspiration has a significant influence on organi zational
identification and commitment, indi cating that transformational |eadership could be awatershed moment for
increased empl oyee commitment amidst toughtimes.

Leung et al. (2011) discovered that if causality is reversed, transformational leadership affects
engagement through psychol ogical empowerment; thisimpliesthat employeeswho fed empowered can engage
themselvesat theworkplace.

Mitraand Mitra(2014) thefindings suggest that transformationa |eaders played asignificant role by
promoting an enablingand humaneworking environment withinthecontext of thelndian hedthcareorgani zations

Popli and Rizvi (2015) found out that transformational |eadership affectsempl oyeeserviceorientation
inthelndian Private service sector. Their research pointsout that if transformational |eeders pay moreatention
to serving others, thisleadsto higher level s of empl oyee engagement alongside superior customer relations.
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Kumar and Singh (2018) intheir study wasthe Indian banking sector of Indiawith ahypothesisthat
saysthat transformati on leadership makesworkersfeel empowered. According to their study, aconclusion
can bedrawn out about theessence of decision-making among leadersoperatingin atransformationa paradigm
which givesthem an advantage over other kinds because subordinates respond better when their supervisors
have power intermsof persond influence, thus enabling them perform better in their work especially when
workinginabank organization.

Research Gaps
Despitethe extensiveresearch, there are notable gapsin theliterature:

» Redtricted Industry Focus. Some sectors, such ashedthcareand I T, attract most of theattentionin
investigationswhileothersare neglected.

»  Organization Culture Theroleof transformationa |eadership and employee engagement moderated
by organizationin between.

»  Leadership Nuances. Grooming detailsin supervision and staff preferencesat different demographic
settingsand professions necessitate further and exact scrutinization in theintricacy of leadership.

» Longitudinal Sudies. Most studies have concentrated on cross-sectional typeto find out about the
peculiaritiesof leadership that are only reveal ed temporarily; however, these sortsof thingsneedto be
extended intolongitudina formatsin order tolook at the changesthat are brought by transformational
|eadership stylesinthe courseof time.

»  Covid Impact: Morestudy isasked for to understand the full-timeinfluence of Covid-19 pandemic
on leadership approach and human resourceinvolvement in India.

Rationale of the Study

In many organizations, thetop executive officers control the environment in which work isdone,
engendering specific work culturesthat lead to staff commitment. Neverthel ess, numerous other factors
contributeto different engagement behaviours, leadership beingthemost influentid intermsof responselevd.
For future researcherswho care about understanding the rel ati onship between | eadership and engagement in
organizations, this study is useful. Employers’ loyalty in the health care industry could be probed into further
using this study. Moreover, it would enable them to figure out the reasons underlying employees’ decreasing
commitment based on various strategiesthat fiel d specidists recommend asimplemented within asociety.

Objectives of the Study

»  Toexploretheimpact of transformationa |eadership on employeemoativation and persond deve opment.

» Toexaminetherole of transformational |eadership in enhancing empl oyee engagement and job

stifaction.

»  Toassesstheeffectsof transformational leadership on organizationd efficiency and conflict reduction.
Toidentify thedimensionsof transformational |eadership that contribute to empl oyee empowerment
and psychol ogica engagement.

»  Tocomparetheeffectivenessof transformationa |eadership in different sectors, with afocusonthe
hedlthcareandfinancia sectors.

»  Toinvestigatetheintermediary roleof organizationa cultureinthereationship betweentransformationa
|eadership and empl oyee engagement.

»  Toidentify research ggpsand proposefuturedirectionsfor studies on transformationa |eadership and
employee engagement.

A\
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Limitations

Thissecondary study that relied on datamay not cover dl findingsexhaustively becauseit associated
with limited generdizability dueto itsdependence on secondary datasources, and besides, focusing only on
India’s financial services could overlook finer details in other divisions or regions. Therefore, forthcoming
research needsto extend geographica coverage across variousregionswhileincorporating primary datasets
from other sectors so asto enhanceindustry-specific specificity for morereiableresults.

M ethodology
Sampling Design
It’s a descriptive research paper based on secondary data available.

Sour ces of Data

Secondary Data: Information obtained from this secondary source will be obtained from books,
online sources, published journds, research papers, and other relevant literature.

Findings
This section analyses the impact of transformational |eadership on employee engagement and
organizationa efficiency based on secondary datafrom exigting literature:

»  Transformational L eader ship and Employee Engagement: Accordingtotheliterature, employee
engagement ispositively affected by transformational leadership style. Thishasbeen showninthestudy
of Avolio et d. (2004) whereit was shown that under such leadership, workersare more creative as
well asgood at solving problemswhich makesthem more committed. M otivated employeesarethose
who fed that their leaders are keen on their own growth both at work and personally.

»  Transformational L eader ship and Or ganizational Efficiency: It hasbeen shown by variousstudies
(for example, Gdlade & van den Bossche2005; Kumar & Singh 2018) that transformationa leadership
increases the effectiveness of an organization. Such type of |eadership givesmore power toworkersso
they becomesure of what they aredoing and areready to fulfil any objective of acompany. Asaresult,
staff engagement grows and performance,” as well as productivity levels go up which create overall
efficiency withinthecompany.

»  Sector-SpecificInsights: Thereisagrowing body of knowledge on the power of transformational
leadership inthefinanceindustry asregardsemployee engagement and operationd efficacy. Popli and
Rizvi (2015) outline how transformational leaderstransform Indian bank workersinto more efficient
and engaged employees (Kumar & Singh, 2018). Thisstudy by both Popli and Rizvi highlights how
transformational |eadership impacts service orientation within different sectors, emphasizingits
importance.

»  Psychological Empower ment: Intheassoci ation between transformational |eadership and employee
engagement, Leung and other scholars (2011) have argued that psychol ogical empowerment playsa
crucid role. A moremotivated workforcewill be devel oped by transforming leaderswho giveworkers
psychological power. This has been observed to lead to increased organi zational commitment and
identificationlevels(Ryu & Han, 2010).

Recommendations
Based on thefindings, thefollowing recommendationsare proposed:

» EncourageTransformational L eader ship Training Programs: Organizationsshouldinvestin
|eadership development programsthat focus on the four dimensions of transformational |eadership:
idealized influence, inspirationa motivation, intellectua stimulation, and individudized consideration.
These programs should be designed to enhance leaders’ abilities to inspire, motivate, and develop their
employees.
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Promote Employee Development and ContinuousL ear ning: Transformational |eaders should
prioritize the personal and professional growth of their employees. Organizations should create
opportunitiesfor continuous|earning and devel opment, including workshops, seminars, and courses
that hel p empl oyeesacquire new skillsand knowledge.

Foster a Positive Organizational Culture: A supportiveand positive organizationa cultureshould
be cultivated to enhance empl oyee engagement and commitment. Transformational leaders should
focus on building trust, encouraging open communication, and recognizing and rewarding employees’
contributions.

Implement Regular Feedback M echanisms. Establish regular feedback mechanisms where
employees can sharetheir thoughts, concerns, and suggestions. Thiscan hel pleadersunderstand the
needs and aspirationsof their team membersand aign organi zationd goa swithindividua objectives.

AddressOrganizational ConflictsProactively: Transformationa |leaders should be equipped with
conflict resolution skillsto manage and reduce organi zationa conflictseffectively. By addressing conflicts
proactively, leaders can maintain a harmoniouswork environment that fosters collaboration and
engagement.

EnhancePsychological Empower ment: Leadersshould focuson empowering employeesby giving
them moreautonomy and responsi bility. Psychological empowerment can be achieved by involving
employeesin decis on-making processes and encouraging them to take ownership of their tasksand
projects.

Sector-SpecificL eader ship Srategies: Tailor |eadership strategiestofit the specific needsof different
sectors. For example, inthe healthcareand financia sectors, transformational |eadersshould focuson
improving service orientation and operationa efficiency by aigning leadership practiceswith sector-
gpecific challengesand opportunities.

Conduct Longitudinal Sudies: Futureresearch should consider longitudinal studiesto examinethe
long-term effects of transformationa |eadership on employee engagement and organizational
performance.

Expand Research to Diver se Industries: To address the research gap in industry focus, future
studiesshould expand to include abroader range of industries. Thiswill provideamore comprehensive
understanding of how transformationd |eadership impactsvarioussectorsdifferently.
Assessthelmpact of COVID-19: Investigatetheimpact of the COV ID-19 pandemicon leadership
approaches and empl oyee engagement. Understanding these effects can hel p organi zationsadapt thelr
|eadership strategiesto better support employees during and after crises.

PromoteWork-L ife Balance: Organizationsshould encouragetransformational |eadersto promote
ahealthy work-lifebalance. This can be achieved by implementing flexibleworking hours, remote
work options, and well ness programs to reduce burnout and increasejob satisfaction.

Conclusion

For improving empl oyee engagement, motivation, and organizationd efficiency, theessentid thingisto

practicetransformational leadership. That way individua teamswill beinspired, motivated by demonstrating
excellent serviceworthinessand trust among themselves, thuseliminating discord. Businessleadersfromal
sectors needsto adopt thistypeasit promotes empowerment of workers aligned with company processes
whichwill lead to higher output in theend especially in service-based industries. Nonethel ess, further studies
need to be carried out o asto identify thelong-term effects of it that are not yet clear, broader applicationsin
industriesand theimportance of organization culturewhichisnot wayscons dered given thestuation created
by COVID-19 pandemic. There should beabetter way than thisif transformational leadership modelsareto
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beimproved. The purpose of thisimprovement should beto ensurethat transformational |eadership models
work in different contexts so asto benefit both the empl oyees and the entire organi zation.

Future Scope

Thereare several promising areasto explorein future research on Transformationa Leadershipin
connectionwithitseffectson staff commitment and the organi zationd efficiency. Expansion of research across
morediverseindustriestogether with longitudina studieswill yield insight into how sustainablearelong-term
outcomesfrom applying transformational leadership behaviours. Inaddition, theexamination of intermediary
roleplayed by organizationa culture, theincorporation of technol ogy and the unique challenges faced when
thereisacrisislike COVID-19would be beneficial. However, it would beinteresting for future researchers
to look into how transformational |leadership influences different demographic groups, staff welfareand
psychologicd statewithinthe context of eva uating theefficiency of diverseleadership devel opment programs.
Comparative studiesacrossdifferent countriesand regions can highlight global variationsand trends, further
enriching theunderstanding of how transformational |eadership can foster innovation, creetivity, and overal
organi zationa success.
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