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ABSTRACT 

The goal of leaders practicing transformational leadership is to encourage and enable their

teams to realize their maximum potential. Increased employee engagement, productivity, and

work happiness are just some of the positive outcomes that have been linked to this style of

leadership.  Among  the  most  significant  effects  of  transformational  leadership  on

organisational behaviour is the development of a common sense of mission and values among

workers. Transformative leaders motivate their teams to achieve shared goals by laying forth

the  organization's  purpose  and  guiding  principles.  Individual  growth  is  also  emphasized

heavily in transformational leadership.

INTRODUCTION 

The goal of leaders practicing transformational leadership is to encourage and enable their

teams to realize their maximum potential. Increased employee engagement, productivity, and

work happiness are just some of the positive outcomes that have been linked to this style of

leadership (Bernarto et al.,  2020). Among the most significant effects of transformational

leadership on organisational behaviour is the development of a common sense of mission and

values among workers. Transformative leaders motivate their teams to achieve shared goals

by laying forth the organization's purpose and guiding principles. Individual growth is also

emphasized heavily in transformational leadership. A more capable and inspired workforce

may be created by transformational  leaders that  invest  in their  workers'  professional  and

personal  growth.  Transformative  leadership  has  a  major  effect  on  company culture  as  a

whole. In today's competitive economic world, this type of leadership may help firms succeed

by inspiring and encouraging individuals to reach their maximum potential (Bernarto et al.,

2020).
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OBJECTIVES 

The goal of leaders who practise transformational leadership is to help their teams reach their

greatest potential. A pleasant work environment in which people feel empowered, engaged,

and driven to make their best efforts towards attaining the organization's goals is the desired

outcome of transformational leadership on organisational behaviour (Bernarto et al., 2020).

The  hallmarks  of  a  transformational  leader  include  a  shared  vision,  high  standards,  and

consistent  encouragement  and  direction  for  their  team.  They  promote  cooperation  and

teamwork in addition to encouraging originality, curiosity, and risk-taking. Transformative

leaders may enhance employee engagement and loyalty by cultivating an environment where

everyone is treated with dignity and respect. Productivity gains, greater rates of employee

retention, more creative problem solving, and enhanced overall performance are all outcomes

of transformational leadership at work. Leaders that transform their teams by investing in

their workers' growth as well as the company as a whole are more likely to achieve long-term

success (Bernarto et al., 2020).

PROBLEM STATEMENT 

For leaders to succeed, they need to be able to inspire and motivate their teams to work

together toward common goals. However, this type of leadership has been linked to a number

of issues that might have unfavorable consequences on the culture of a company. Dependence

on the leader is a major drawback of transformative leadership. Workers who rely too much

on their manager or supervisor for answers may lose the capacity to think critically and act

autonomously (Purwanto et al., 2021).

Unrealistic  expectations  are  another  issue  that  may  arise  from  using  a  transformational

leadership style. When leaders place an excessive emphasis on inspiring and motivating their

teams,  they  risk  setting  goals  that  are  out  of  reach,  which  can  cause  dissatisfaction  and

burnout.  Finally,  accountability  is  another  issue  that  might  arise  from  transformative

leadership. Leaders who place too much emphasis on invigorating their teams run the risk of

overlooking fundamental  management  tasks like communicating objectives  and enforcing

responsibility.  Leaders  should be  aware  of  these  issues  in  order  to  mitigate  any adverse
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impacts on organisational behaviour associated with transformative leadership (Purwanto et

al., 2021).

LITERATURE REVIEW 

The goal of leaders practising transformational leadership is to encourage and enable their

teams to realise their maximum potential. There are several positive effects on organisational

behaviour that have been linked to this style of leadership. First, it fosters a supportive and

encouraging workplace culture (Purwanto et al., 2021). The result is happier workers who are

more invested in their work and hence more productive and less likely to leave. Second,

transformational leaders are able to encourage their teams to work together toward a common

vision. Better performance and outcomes can be achieved as a result of greater alignment of

personal goals with those of the company. Finally, transformational leaders have the capacity

to  teach  and  guide  their  teams  to  greater  success.  In  addition  to  helping  the  person  in

question, this boosts the company as a whole. Increases in work satisfaction, productivity,

employee  retention,  goal  alignment,  and skill  development  are  just  some of  the  positive

effects that transformational leadership has on organisational behaviour. If a company adopts

this type of management, it will likely witness increased productivity and more success in its

efforts to achieve its goals (Purwanto et al., 2021).

Organizational  success  relies  heavily  on  strong  leadership,  and  research  has  shown  that

transformational leadership is among the most successful approaches. The purpose of leaders

who practise transformational leadership is to help their teams reach their full potential as

they work together to achieve organisational goals (Cahyono et al., 2020). The benefits of

transformational  leadership  on  organisational  behaviour  are  the  focus  of  this  paper.  The

motivational effects of transformative leadership are one of its primary benefits. Leaders who

transform their people instil their job with meaning and significance. Motivated workers are

more content in their roles, which decreases turnover and boosts output. Motivated workers

are more invested in the success of their company than those who simply do their jobs. One

of  the  benefits  of  transformational  leadership  is  that  it  helps  create  a  constructive  work

environment (Cahyono et al., 2020). Leaders that have the power to inspire their followers

with a compelling vision for the future are considered transformational. This common goal
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fosters a work environment in which all  workers feel appreciated and valued. A positive

culture  like  this  is  good  for  morale  and  productivity  alike  in  a  company.  Effective

communication  skills  are  another  hallmark  of  transformational  leaders.  These  leaders

understand the value of honest and open dialogue, and they use it to build mutual respect and

trust  with  their  teams.  As  a  result,  workers  are  more  likely  to  feel  safe  approaching

management with questions and suggestions. This kind of communication helps to create an

environment where new ideas and approaches to problems can flourish, leading to systemic

and procedural enhancements inside the company. Finally, research shows that companies

benefit from transformative leadership. The long-term aims and aspirations of an organisation

are central to the focus of a transformational leader. Transformational leaders provide their

companies a significant edge in the market by motivating their employees and fostering a

great company culture. This edge has the potential to boost earnings, expand market share,

and fuel steady expansion (Cahyono et al., 2020).

In conclusion, there are many positive outcomes for businesses when led by transformational

leaders (Cahyono et al.,  2020). Organizational performance and effectiveness may benefit

from  transformational  leadership  in  a  number  of  ways,  including  increased  employee

motivation and job satisfaction, a more collaborative workplace culture, and clearer lines of

communication. It is crucial for businesses to appreciate the significance of transformational

leadership and devote resources to grooming leaders who can inspire and encourage staff to

accomplish shared objectives (Khan et  al.,  2020).  Organizations all  throughout the world

have adopted the leadership style known as transformational leadership. There are several

advantages  to  this  leadership  style,  which  stresses  the  significance  of  inspiring  and

encouraging individuals to reach their greatest potential. However, there are drawbacks to

adopting a transformative leadership style (Khan et al., 2020).

It takes time and effort, which is a key drawback of transformative leadership. Leaders that

use this approach frequently put in extra hours cultivating rapport with their troops at the

expense of more strategic endeavours like planning and decision-making. Another drawback

is that transformative leaders can easily become self-absorbed, losing sight of the needs and

viewpoints  of  others  beyond  their  immediate  circle  of  influence.  Employees  who  feel
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excluded  or  underappreciated  may  react  negatively,  leading  to  disputes  and  resistance.

Finally, it's important to note that transformative leaders may also have difficulty staying

consistent over time. Problems with implementation and execution may arise if they become

so devoted to their  vision that  they neglect  the day-to-day operations of the business.  In

conclusion,  leaders  should  be  aware  of  the  benefits  and  limitations  of  transformational

leadership in order to maximise its positive effects on organisational behaviour. By weighing

these pros and cons, businesses may develop a leadership strategy that will last while still

satisfying the demands of all parties (Khan et al., 2020).

Leadership that inspires others to achieve shared goals is called transformational leadership,

and it has been the subject of much research in the field of organisational behaviour. The

purpose of this paper is to examine how transformational leadership affects staff morale, lines

of  communication,  teamwork,  output,  and  performance.  Higher  motivation,  better

communication  and teamwork,  and enhanced performance  are  the  subtopics  that  will  be

explored in this article (Khan et al., 2020).

Transformative  leaders  understand the  importance  of  boosting  employee  motivation  as  a

means of influencing their followers to take action and reach their objectives. This may be

accomplished through communicating the organization's goals to workers and giving them a

reason to care about their  work.  In addition to inspiring their  followers,  transformational

leaders  help  them  succeed  by  praising  their  accomplishments  and  opening  doors  for

advancement.  When  it  comes  to  fostering  cooperation  among  employees,  improved

communication and collaboration are also crucial components of transformational leadership

(Khan et al., 2020). Leaders that are able to successfully convey their vision to their teams

will  create  an  atmosphere  where  employees  feel  safe  voicing  their  own  thoughts  and

suggestions.  When  team members  work  together,  they  are  able  to  make  more  informed

decisions that improve the company as a whole. Transformative leadership has been shown to

increase  productivity  and performance,  two key metrics  for  the  success  of  any business.

Leaders  may  inspire  their  teams  to  work  together  toward  similar  goals  by  providing

inspiration,  facilitating  communication  among  workers,  and  delegating  decision-making

authority.  As  this  essay  draws  to  a  close,  we  will  have  looked  at  how  an  increase  in

transformational  leadership  can  have  a  positive  effect  on  organisational  behaviour  by
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increasing employee motivation,  fostering better  communication and collaboration within

teams, and ultimately boosting output and performance (Tian et al., 2020).

ENHANCING EMPLOYEE MOTIVATION

Increased  staff  motivation  is  a  key  component  of  transformative  leadership.  Better

organisational outcomes may be expected when workers feel motivated to do their best in

their jobs Tian et al., 2020).. Transformational leaders are aware of this, which is why they

strive to cultivate an encouraging and inspirational workplace. Transformational leaders may

boost  staff  motivation  in  a  number  of  ways.  First  and foremost,  they  need to  share  the

company's long-term goals and objectives and explain how everyone's work fits into that

bigger picture. Employees are more likely to take pride in their work and feel valued by their

employer if they can see the wider picture and how their efforts contribute to it. Providing

staff with avenues for professional development is another crucial tactic. Leaders that truly

transform  their  organisations  put  resources  into  their  workers'  professional  growth  by

providing them with access to mentors, formal education, and other avenues for progress.

Employees are more inclined to give their all when they believe they can further their careers

with the company Tian et al., 2020)..

Employees can be motivated greatly by being recognised and rewarded for their hard work.

When  employees  work  hard  and  accomplish  goals,  transformational  leaders  show

appreciation via  words of  praise  and material  incentives  like raises  and promotions.  The

morale of a team may be boosted by encouraging its members to appreciate and value one

another's efforts  Tian et al., 2020). Finally, it is essential to foster a motivating workplace

climate  in  order  to  increase  productivity.  This  involves  facilitating  a  healthy  work-life

balance for employees, supporting open lines of communication between management and

staff, and treating everyone fairly regardless of position or title. Increasing worker enthusiasm

is crucial for influencing positive organisational behaviour change through transformational

leadership.

IMPROVED COMMUNICATION AND COLLABORATION

Transformative leadership relies heavily on enhanced communication and cooperation, which

in turn has a major effect on company culture. Leaders that are unable to adequately articulate

their vision, objectives, and expectations to their teams will struggle to achieve their goals.
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Leaders  that  are  able  to  get  their  messages  across  to  their  teams  successfully  create  an

atmosphere that is conducive to cooperation and teamwork. Transformative leaders foster an

environment where workers feel safe sharing their thoughts and opinions. They also take the

suggestions of their employees seriously and implement them into the business. In doing so,

they encourage workers to take pride in their work and feel that they have a real impact on

the company's  success.  Another important  aspect  of  transformational  leadership that  may

have a major effect on organisational behaviour is collaboration. Leaders that foster a culture

of cooperation in their teams motivate their employees to pool their resources, learn from one

another, and root for one another's success. Employees who work together are more likely to

feel that their efforts are appreciated, which in turn increases job satisfaction and productivity

Tian et al., 2020).

Leaders  who  can  inspire  others  to  work  together  toward  a  common  goal  are  called

transformational leaders. Additionally, they assist workers in learning new skills and refining

old ones through mentorship and coaching programmes. These managers also advocate for

the formation of cross-departmental teams to work on joint projects and initiatives. Better

organisational behaviour is the result of enhanced communication and cooperation, which in

turn  boosts  productivity,  creativity,  employee  engagement,  staff  retention,  and  customer

satisfaction (Shafi et al., 2020). Employees are more likely to be motivated when they work

cooperatively with others towards shared goals and feel acknowledged and respected by their

superiors.  There  is  a  strong  correlation  between  transformative  leadership  and  the

improvement  of  communication  and  cooperation  within  a  company.  Leaders  that  put  an

emphasis on open lines of communication with their teams are more likely to promote an

atmosphere  conducive  to  cooperation  and collaboration.  Leaders  who foster  a  culture  of

cooperation in  the  workplace  inspire  their  teams to  pool  their  resources,  learn  from one

another, and root for each other while they pursue their unique objectives. This will lead to

better results across the board, including more productivity, more novel ideas, greater staff

engagement, fewer attrition, and happier customers Tian et al., 2020).

HIGHER PRODUCTIVITY AND PERFORMANCE

Among the many positive effects  of  transformative leadership on employee conduct  is  a

boost in efficiency and output. By demanding excellence from their teams, empowering them
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to  meet  those  demands,  and  inspiring  them  to  use  all  the  tools  at  their  disposal,

transformational leaders bring out the best in those they lead Tian et al., 2020). The team's

output  improves  as  a  result  of  their  leadership's  emphasis  on  originality,  curiosity,  and

analysis. Higher productivity, more staff involvement, and greater work satisfaction are all

outcomes of transformative leadership. When workers believe their supervisors have their

backs, they are more willing to put up extra effort. Increased job satisfaction is one outcome

of working for a company led by a transformational leader who provides enough opportunity

for professional development (Shafi et al., 2020).

In addition, transformational leaders place a premium on strong communication abilities as a

means of building trust with their followers. They build credibility with their staff by actively

listening  to  their  concerns  and  responding  with  helpful  criticism  when  appropriate.  By

sharing  ideas  and  thoughts  freely,  employees  might  learn  to  appreciate  one  another's

contributions to the company (Shafi et al., 2020). The importance of teamwork is another

facet of transformative leadership. Leaders that operate in this manner foster an environment

where employees feel empowered to work together toward common goals. Transformational

leaders inspire their teams to work together to achieve common objectives by cultivating a

culture in which everyone feels their efforts are appreciated.

In addition to concentrating on the present, transformational leaders look ahead to the future

of the business. They value strategic planning above ad hoc decisions because they know that

the key to success in the long run is giving due thought to every aspect of a given situation.

Improvements in organisational behaviour are only one of the many advantages linked with

transformative leadership (Shafi et al., 2020). Key benefits of this leadership style include

increased productivity and performance, as it motivates workers to invest in the company's

success by providing them with opportunities for personal and professional development, and

by encouraging them to work together to achieve their goals in a manner that is consistent

with strategic planning rather than the impulsive decision-making that  often characterises

other styles of management (Shafi et al., 2020).

METHODOLOGY 

For this research secondary data has bee used from the previous researchers.  In research

technique, secondary data refers to any facts and figures that have previously been gathered
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from primary sources. When others perform their own primary research, they may easily

access secondary data to use as a  resource.  This  helps them learn more about  the many

factors that go into conducting research. That's why one researcher's primary data might be

another's secondary data, depending on where they found it. Researchers using secondary

methods  can  compile  information  from several  sources  into  a  single,  streamlined report.

Secondary data can be a direct by-product of someone else's research techniques; it likely

took the original researcher a considerable amount of effort to collect, analyse, and publish

the  data  so  that  it  might  be  used  by others.  Secondary  data  typically  requires  less  time

investment than primary data, especially when leveraging digital resources like the Internet.

Secondary data collection now requires far less time and effort than it did before the advent

of search engines and internet databases.

ANALYSIS 

Leadership  has  been  profoundly  altered  by  technological  advancements  in  recent  years.

Leaders have had to adjust to new ways of managing teams and organisations as a result of

the rise of AI and machine learning (Shafi et al., 2020). These developments in technology

have  altered  the  dynamics  between  managers  and  their  subordinates,  clients,  and  other

stakeholders.  For  instance,  distant  executives  now have  better  access  to  their  employees

because  to  digital  communication  technologies  like  Slack  and  Zoom.  In  addition,

technological advancements have allowed for leaders to make choices based on facts and in

real time. In today's fast-paced corporate climate, when choices must be made swiftly and

properly, this is more crucial than ever (Afsar et al., 2019). Social media platforms, customer

feedback systems, and sales statistics are just some of the new types of data that leaders may

evaluate with the use of big data analytics technologies. This aids them in seeing patterns and

insights that might guide future decisions. Furthermore, technology has enabled increased

cooperation between team members regardless of physical proximity or time zone. Google

Drive and Microsoft Office 365 are just two examples of cloud-based tools that facilitate real-

time, distributed teamwork. This paves the way for managers to assemble multi-ethnic groups

of people whose varied experiences and opinions can only benefit the team as a whole (Afsar

et al., 2019). Despite the numerous benefits that technology has brought to leadership, it has

also created new problems that transformational leaders must overcome. Lack of face-to-face
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communication can have a detrimental effect on team morale and productivity if employees

rely too heavily on technology. As new technologies emerge, there is a possibility that people

could lose their jobs because automation will replace them (Afsar et al., 2019).

The  importance  of  human  contact  in  organisational  behaviour  practises  should  not  be

overlooked  despite  the  fact  that  technology  has  had  a  profound  effect  on  the  way

transformational  leaders’  function  in  modern  companies.  Leaders  need  to  find  a  happy

medium between using technology to its full potential and fostering a sense of community

among workers through regular in-person meetings. Keep in mind that technology is meant to

supplement human leadership, not to replace it (Afsar et al., 2019).

PROMOTING DIVERSITY IN LEADERSHIP ROLES

The future of transformational leadership's impact on organisational behaviour depends on

actively promoting diversity in leadership posts. More creative ideas and sounder judgments

can emerge from a group with a wide range of people and backgrounds represented. It also

makes  for  a  more  equal  and  welcoming  work  environment,  which  is  good  for  morale,

innovation,  and  efficiency.  However,  diversity  in  leadership  cannot  be  achieved  without

concerted efforts to remove the institutional and personal prejudices that have kept some

groups from rising to the top (Faupel & Süß, 2019). Affirmative action measures that provide

preference to underrepresented groups in hiring and promotion choices can help increase

diversity among those in positions of power. Affirmative action is necessary, but it won't be

enough to  fix  diversity  unless  there's  a  societal  movement  toward  acceptance.  Providing

underrepresented groups with access to professional development and mentorship is another

way  to  increase  diversity  in  leadership  positions.  For  instance,  companies  can  create

mentorship programmes that pair underrepresented groups with senior leaders who can help

them navigate the challenges of ascending to higher positions within the organisation, or they

can  offer  training  programmes  that  provide  skills  development  opportunities  specifically

targeted at these groups (Faupel & Süß, 2019).

In addition, businesses might think about adopting remote work or part-time schedules to

help workers from a variety of backgrounds juggle their personal and professional lives while

still  making  a  significant  contribution  to  the  company's  success  (Faupel  &  Süß,  2019).
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Caregiving  obligations  fall  disproportionately  on  women,  making  flexible  employment

options all the more crucial for them. Finally, it's crucial to promote an inclusive culture in

which people of diverse identities and backgrounds are treated with respect. It is important

for businesses to foster an atmosphere where employees may speak freely without fear of

reprisal  when  discussing  problems  of  diversity,  equity,  and  inclusion.  The  future  of

transformational  leadership's  impact  on  organisational  behaviour  depends  on  actively

promoting diversity in leadership posts  (Kim & Park,  2020).  Affirmative action policies,

professional  development  programmes,  flexible  work  arrangements,  and  developing  an

inclusive culture are all necessary components. Organizations may foster a more equal and

just  society  and  a  more  creative  and  productive  workforce  by  encouraging  diversity  in

leadership roles (Faupel & Süß, 2019).

DEVELOPING ETHICAL LEADERS

To ensure the continued success of transformational leadership on organisational behaviour,

it is essential that we train future leaders to act ethically. The capacity to exercise ethical

leadership, defined as making judgments in accordance with moral standards, has been shown

to improve workplace morale, productivity, and morale. When leaders put ethics first, they

build an environment where employees may feel safe speaking out and contributing new

ideas. Training programmes that emphasise values-based decision-making can help cultivate

ethical leaders (Kim & Park, 2020). These courses inspire ethical leadership by instructing

future leaders on how to make ethical decisions. They also give executives a chance to hone

their ethical decision-making skills in a risk-free setting. Mentorship programmes that match

seasoned leaders with up-and-coming ones are another strategy for producing ethically sound

future  leaders.  Mentors  are  excellent  resources  for  gaining  insight  into  and  gaining

confidence in handling difficult ethical circumstances (Kim & Park, 2020). Younger leaders

might gain confidence in their own talents and insight from an experienced mentor through

such a connection. A code of conduct or mission statement that details the principles and

expectations for behaviour inside an organisation is another way to foster ethics. To keep this

document current and accurate to the organization's current state, it should be reviewed and

revised as needed (Faupel & Süß, 2019).
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Finally, accountability structures should be established to ensure that unethical actions have

real-world repercussions. For severe infractions of the organization's code of conduct, this

may  involve  disciplinary  action  up  to  and  including  termination.  If  transformational

leadership in organisational behaviour is to succeed in the long run, it is essential that ethical

leaders  be  nurtured  (Kim & Park,  2020).  Organizations  may  develop  a  culture  of  trust,

respect,  creativity,  and  productivity  by  placing  a  premium on  ethics  at  all  levels  of  the

business.  Ethical  leadership  may  be  effectively  fostered  through  the  implementation  of

training programmes, mentorship opportunities, codes of conduct or mission statements, and

accountability measures. Ethical leadership will be more crucial than ever as we continue to

navigate  a  dynamic  business  environment  marked  by  heightened  scrutiny  over  company

actions from internal stakeholders (workers) and external stakeholders (Faupel & Süß, 2019).

OUTCOMES AND RESULTS 

Researchers and professionals alike have devoted a great deal of time and energy to studying

leadership  because  of  its  importance  to  organisational  behaviour.  Particularly,

transformational leadership has been recognised as an effective method of promoting change

and attaining objectives in the workplace. However, the future of transformative leadership is

questionable due to the quick rate of technical breakthroughs, shifting demographics, and

growing ethical issues (Faupel & Süß, 2019). This essay will discuss three aspects of the

future of transformational leadership on organisational behaviour the effect of technology on

leadership, the value of diversity in leadership positions, and the importance of cultivating

ethical  leaders.  The first  subtopic looks at  how leaders'  interactions with their  teams and

stakeholders are changing as a result of technological advancements (Kim & Park, 2020).

With the rise of remote work and the proliferation of virtual communication technologies,

leaders need to adopt novel approaches to leadership that take full use of these developments.

The second subtopic considers how incorporating diverse viewpoints into decision-making

processes might improve an organization's bottom line. Variety of ideas and experience is

equally as important as diversity of gender and race (Afriyie et al., 2019). The third and last

priority area is training future leaders to uphold the highest standards of morality and social

accountability. Leaders must be ethical if they want to keep their companies' stakeholders'
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trust in the face of rising scrutiny over their policies and procedures. In sum, these three areas

bring to light some of the most pressing difficulties facing transformative leadership in the

modern corporate world. We may learn more about how firms might use transformational

leadership  to  succeed and avoid pitfalls  by conducting deeper  study on these  topics  and

examining real-world instances of their use (Kim & Park, 2020).

STUDY OUTCOMES 

In conclusion, research shows that organisations benefit from the transformational leadership

style. Enhancing employee engagement, fostering better communication and cooperation, and

increasing productivity and performance are all integral parts of this strategy. Leaders may

instil a sense of responsibility and ownership in their teams by concentrating on empowering

people via inspiration (Afriyie et al., 2019). Employees are happier in their work and more

dedicated to the company's mission as a result. Organizational change is greatly aided by

increased communication and teamwork. Better problem-solving and decision-making come

about  when  team members  are  able  to  better  understand  one  another  via  open  lines  of

communication (Kim & Park, 2020).

Finally, every company should strive for increased production and performance. Through the

establishment  of  a  common vision,  values,  and  goals  for  the  company,  transformational

leadership  aids  in  the  accomplishment  of  these  objectives  (Afriyie  et  al.,  2019).

Transformative leadership is undeniably a viable strategy for influencing change in corporate

culture. Long-term success and employee happiness may be achieved when businesses invest

in their staff members in ways that foster autonomy via motivation, enhance communication

and cooperation, and boost output and performance (Kim & Park, 2020). Because of the

positive results shown in so many different industries, it is strongly suggested that businesses

implement  this  strategy.  To  sum  up,  the  impact  of  transformational  leadership  on

organisational behaviour in the future is both encouraging and difficult (Suprapti et al., 2020).

Leadership has been profoundly altered by technological  advancements,  necessitating the

adoption of novel approaches by those in charge. An open and egalitarian workplace, which

may  lead  to  improved  creativity  and  innovation,  can  be  fostered  through  encouraging

diversity in leadership roles. Because of the serious effects that lack of ethics may have on a
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company and its stakeholders, the cultivation of ethical leaders is equally crucial (Afriyie et

al., 2019).

An essential  element of  future organisational  success will  be transformational  leadership.

Organizational transformation is more likely to occur under leaders who demonstrate vision,

inspiration,  intellectual  stimulation,  individualised  consideration,  and  ethical  behaviour.

Further, technology will play an ever-growing role in influencing how leaders interact with

their  employees  and make choices  (Afriyie  et  al.,  2019).  Organizations  may do more  to

promote diversity in leadership roles by actively seeking out  and developing outstanding

people  from  underrepresented  groups.  When  people  with  different  backgrounds  and

experiences contribute to an organization's strategic planning, everyone benefits.  Creating

morally upstanding leaders calls for a culture that values honesty and transparency above all

else. In order to foster a culture of ethics, businesses must lay out the rules for employees to

follow. Personal accountability for doing one's best to do the right thing and act ethically is

also required (Suprapti et al., 2020).

Overall, our capacity to adapt to shifting conditions while staying true to our principles as

leaders will determine the impact of transformational leadership on organisational behaviour

in  the  future.  We can build  companies  that  are  more  resilient  in  a  world  that  is  always

evolving by embracing technology, encouraging diversity in leadership roles, and cultivating

ethical leaders.

LIMITATION AND IMPROVEMENT 

Inspiring and encouraging staff to reach their maximum potential is crucial to the success of

any  organisation,  and  this  is  precisely  what  transformational  leadership  aims  to  do.

Organizational performance, worker happiness, and company culture are all said to benefit

greatly from this type of leadership (Suprapti et al., 2020). However, this style of leadership

has constraints that might reduce its usefulness in specific contexts. This article will examine

the effects of transformational leadership on organisational behaviour by focusing on three

subtopics: communication and feedback, diversity and inclusion, and ethics and transparency

(Carreiro & Oliveira, 2019). Any good leader knows how important it is to have the whole

team on the same page at all times. Leaders who can transform their teams must have strong
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interpersonal communication skills and the ability to give regular, constructive feedback to

their employees (Lei et al., 2020). In addition, transformational leaders succeed because they

embrace diversity, which helps them to create a setting in which all workers, regardless of

their origin or ethnicity, feel respected. Furthermore, trust between leaders and employees is

built via ethical behaviour and open communication (Carreiro & Oliveira, 2019). Transparent

leaders  encourage  ethical  norms  in  the  workplace  and  show  they  are  willing  to  take

responsibility  for  their  actions.  This  article  will  discuss  the  limitations  of  transformative

leadership and how ethical standards like openness may help overcome problems like a lack

of diversity and ineffective communication (Afriyie et al., 2019).

COMMUNICATION AND FEEDBACK

Transformative  leadership  on  organisational  behaviour  relies  heavily  on  open  lines  of

communication and constructive criticism. To communicate is to share one's views, ideas,

and facts with another person or group. To guarantee that all employees are pulling in the

same direction,  a transformational leader must clearly articulate the organization's  vision,

goals, and objectives. Employees benefit from this openness because they can see how their

efforts impact the company as a whole (Carreiro & Oliveira, 2019). Furthermore, it is via

open lines of communication that trust is built between superiors and their staff. Staff loyalty

increases when workers believe their  opinions are being taken seriously by management.

Furthermore, an open-door policy may be established with the aid of good communication,

allowing employees to voice their concerns and suggestions without fear of retaliation. One

other  essential  element  of  transformational  leadership  on  organisational  behaviour  is

feedback. Leaders may provide employees either constructive criticism or praise depending

on their performance with the use of feedback. Giving workers constructive criticism allows

them to see where they excel and where they may use some work (Afriyie et al., 2019).

Leaders  who  truly  transform  their  teams  should  not  only  solicit  input  from  those  they

supervise, but also use it to improve their own performance. Leaders that actively seek their

employees'  thoughts  and  viewpoints  through  feedback  requests  are  more  likely  to  have

committed,  engaged workers.  Transformative leadership,  however,  is  not without its  own

constraints on dialogue and evaluation (Lei et al., 2020). When working with a workforce

that is culturally and linguistically diverse, it is important to remember that not everyone will
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speak English as their first language. Second, some workers could be reluctant to provide

genuine criticism for fear of reprisal. To get beyond these hurdles, transformative leaders

need  to  make  their  messages  accessible  to  people  of  many  linguistic  and  cultural

backgrounds.  They  need  to  make  sure  workers  can  give  constructive  criticism  without

worrying  about  retaliation.  Although  the  impact  of  transformational  leadership  on

organisational behaviour can't be overstated, there are several caveats that should be kept in

mind.  By  removing  these  roadblocks,  transformational  leaders  may  boost  morale  and

productivity in the workplace by encouraging open lines of communication and constructive

criticism (Afriyie et al., 2019).

EMBRACING DIVERSITY

To  achieve  lasting  changes  in  company  culture,  transformational  leaders  must  embrace

diversity. A more diversified workforce and clientele are necessities in today's increasingly

varied  society.  Leaders  who  transform their  organisations  by  valuing  diversity  foster  an

atmosphere where all  members  are  treated with dignity and respect.  This  method boosts

morale  and  output  in  the  workplace,  as  well  as  customer  satisfaction,  originality,  and

creativity. Transformational leaders may show they value diversity by raising consciousness

about  the  need  of  being  culturally  sensitive  and  aware  (Carreiro  & Oliveira,  2019).  It's

important to teach workers about other cultures and their  practises so that  they can treat

customers and co-workers with dignity and respect. By doing so, transformational leaders

may foster a setting in which all workers feel safe expressing their opinions without fear of

reprisal. Another method transformative leader may show their support for diversity is via

their employment practises (Eliyana & Ma’arif, 2019). This not only helps to guarantee that

the company employs a representative cross-section of the community, but it also introduces

fresh ideas and points of view that may have been missed otherwise. Teams that are more

diverse in terms of their members' backgrounds, experiences, and opinions tend to be more

inventive and creative overall, according to studies (Afriyie et al., 2019).

Transformative leaders must guarantee that all workers have access to the same learning and

advancement  opportunities  inside  the  company,  in  addition  to  fostering  cultural

understanding and actively recruiting a diverse workforce.  Regardless of their  identity or

history,  all  employees  should  have  access  to  the  same training  programmes,  mentorship
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opportunities,  and  professional  growth  possibilities  (Carreiro  &  Oliveira,  2019).  Finally,

transformational  leaders  should  promote  diversity  inside  the  firm  by  honouring  various

cultural festivals and holding activities that highlight the rich range of employee backgrounds

and perspectives (Lei et al.,  2020). This shows their dedication to diversity and inclusion

while also fostering a sense of belonging among employees. In order to foster an environment

in which all employees feel included and appreciated, a business must actively encourage

diversity. When executives make diversity and inclusion a top priority, they notice gains in

morale, output, customer happiness, originality, and efficiency. Transformational leaders may

make the workplace more inclusive by raising people's  sensitivity to cultural  differences,

actively recruiting a wide range of talent, guaranteeing everyone a fair shot at professional

advancement, and holding regular celebrations of diversity (Park & Pierce, 2020).

CONCLUSION

In conclusion, research shows that organisations benefit from the transformational leadership

style. Enhancing employee engagement, fostering better communication and cooperation, and

increasing productivity and performance are all  integral  parts of this strategy (Eliyana &

Ma’arif, 2019). Leaders may instil a sense of responsibility and ownership in their teams by

concentrating on empowering people via inspiration. Employees are happier in their work

and  more  dedicated  to  the  company's  mission  as  a  result  (Park  &  Pierce,  2020).

Organizational change is greatly aided by increased communication and teamwork. Better

problem-solving and decision-making come about when team members are able to better

understand one another via open lines of communication.  Finally,  every company should

strive for  increased production and performance (Eliyana & Ma’arif,  2019).  Through the

establishment  of  a  common vision,  values,  and  goals  for  the  company,  transformational

leadership  aids  in  the  accomplishment  of  these  objectives.  Transformative  leadership  is

undeniably a viable strategy for influencing change in corporate culture. Long-term success

and employee happiness may be achieved when businesses invest in their staff members in

ways that  foster  autonomy via  motivation,  enhance communication and cooperation,  and

boost output and performance. Because of the positive results shown in so many different

industries, it is strongly suggested that businesses implement this strategy (Park & Pierce,

2020).
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In conclusion, transformational leadership is a viable strategy for influencing group dynamics

for the better. In this paper, we've looked at three key areas that, when combined, might

enable transformative leadership beyond its current boundaries (Lei et al., 2020). To begin,

leaders' ability to successfully express their vision and accept feedback from their followers

through channels of communication and feedback is crucial to the success of transformational

leadership. Secondly, a culture that welcomes and celebrates differences in people and ideas

leads to more informed decision-making and greater originality in the workplace (Park &

Pierce, 2020). Finally, leaders and their followers need to have faith in their leaders, and

leaders need to have their followers' confidence in order to uphold ethical norms. As a whole,

developing more transformative leaders calls for a dedication to lifelong education. Leaders

need to be adaptable, prepared to question their own beliefs about how things should be done,

and always on the lookout for better methods to coordinate the efforts of their teams. In doing

so, they may make the workplace a better place to work where all employees feel respected

and  appreciated  for  their  efforts  (Lei  et  al.,  2020).  In  the  end,  we  can  only  realise

transformational leadership's full potential on organisational behaviour by focusing on these

specialised areas.
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