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 Abstract: Transformational leadership has become the 
center of attention of researchers and academics and has 
made it a source of reference or literature on leadership. 
This literature review is to identify the main points of 
transformational leadership (TFL) in the last 5 years, 
namely from 2018-2022. The method used is to search 
for keywords from the Direct Science and Google Scholar 
databases. A total of 25 articles of international repute 
and in English were downloaded. The results of a 
literature review show that transformational leadership 
is used as a model in leading that strengthens 
motivation, stimulates intellect, has charisma and 
becomes a source of inspiration from leaders to followers 
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INTRODUCTION 

Digital changes and developments have presented a new challenge and demand for 
leadership models [1]. Culture and habits that continue to develop and change where today's 
technological advances require innovation in business models and how customers and 
consumers expect a business organization[2]. The evolution of industry has made leadership 
in organizations a fundamental position[3]. In the management literature, there is a 
leadership model in which a leader, such as a supervisor, is able to motivate employees. In 
embodying the practice of leadership, it is necessary to use the characteristics or special 
notes and effective personal qualities of a leader [4]. Not only the effect on the economy, but 
leadership can be used in printing things related to incentives, culture and organizational 
goals [5]. Therefore, leadership adjustments are always related to changing conditions [6]. 

It has become a belief that a leader directs his leadership to knowledge and then 
supports him to innovate so that he gets a continuous competitive advantage [7].It is said to 
be a good leader if he can set goals and motivate his followers in increasing the level of 
performance that exists in these followers in an organization [8].In the context of the 
expectancy theory which is the reference point, it is explained that the leader will have hope 
to become a leader in the future with his involvement in leadership development programs 
[9]. Increased joint efforts of workers about cultivating individual resources, the role of extra 
action about environmental goals, learning in organizations occurs due to leadership style as 
a step to introduce how the organization's performance [10]. 

Good leaders are those who are open to change and to new things. As said by [11]that 
the leader is someone who agrees to change and then decides on goals and achieves them by 
sharing motivation and accepting new views. With the complexity of organizational 
management, it is said that successful leadership requires a promotion and fulfillment of 
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needs that can be used by stakeholders in business environment activities [12]. Over the past 
decade, researchers' attention to transformational leadership has grown because it leads to 
its positive effect on employees' attitudes and actions [13];[14]. Therefore, currently 
academics and researchers focus a lot of attention on transformational leadership models as 
literature in their organizations [15]. 

For 3 decades, the topic of transformational leadership has become the center of 
attention of researchers and academics and has made it a source of reference or literature on 
leadership. Based on view [16], said that leadership that has an extraordinary philosophy is 
called transformational leadership. This is explained by the existence of ethical and truth 
values which are the basic reference that this leadership style makes followers motivated and 
inspired by the presence of a leader. Can combine common interests in the organization and 
personal interests so that people in the organization respect each other and respect each 
other. Therefore, transformational leadership is said to be able to grow people's 
understanding in achieving organizational goals [17]. Thus, the aim is to specifically use the 
literature review to answer the question how is transformational leadership related and 
different from other dimensions? And whether transformational leadership practices can 
inspire and motivate followers in the study of this article? The outline is to identify the main 
points of discussion of transformational leadership in the last 5 years. 
 
LITERATURE REVIEW 

The hallmark of a leader with a transformational leadership model is able to utilize 
emotional intelligence by adapting the power of thought and action by paying attention to his 
employees against unplanned changes [18]. This refers to the relationship of 
transformational leadership to performance within the organization, where the effect of this 
leadership model has a significant effect on both non-financial and financial terms. Therefore, 
this is practiced by leaders in managing the organization [19]. 

In an organization, a subordinate will be more productive if the leader has a 
transformational leadership style even though the benchmark for assessment is from the unit 
level to a larger level, namely the company [20]. This leadership style also has a significant 
effect on academic and non-academic issues so that it is used in increasing employee 
engagement [21]. The charismatic aspect of leadership studied in this study is the positive 
value transformational model of its impact on performance in an organization [22]. 

Transformational leadership is called focusing on leaders who realize organizational 
goals that are centered on them [23].The organization will be maximally effective if it 
involves transformational leadership who has an extraordinary vision and role [24];[25]. 
This leadership model is useful in making changes and developments throughout the 
organization that wants to improve its performance [26]. Transformational leadership is an 
effective leadership model today for making change [27]. Not only does it provide things that 
exist now, but transformational leadership requires leaders to adjust how their vision of the 
future is the same as the vision of their subordinates and align things for mutual needs [28]. 
Therefore, transformational leadership is able to encourage change and achieve success 
because it can provide innovation, success, and is effective in replacing and developing 
subordinates while working [29];[30]. 

Maximum performance and surpassing work performance in terms of a follower's 
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finances can be supported by the transformational leadership model [31]. A follower can 
identify himself with the goals of a leader through transformational leadership so that 
followers participate in and are committed to the goals of the organization [32]. As a result 
of the help of a transformational leadership model that inspires, encourages intellectual 
aspects, ideal power, and individual assessment, these are 4 forms or dimensions that an 
employee will work for the common interest rather than individual interests[33]. 

The involvement of transformational leadership is also seen from how to keep the 
workforce to survive and their commitment to the organization to grow lies in leadership 
which has an essential role[34]. The leadership style is positively and negatively influenced 
by the perception of the organizational climate that exists in the organizational bureaucracy 
[35]. This is indicated by a study of transformational leadership which is significantly related 
to professional position and holistic perception, and emotional intelligence in the 
organizational climate[36]. Also how organizational style can effectively introduce a series of 
processes and innovations through transformational leadership[37];[38];[39];[40], as found 
the principle of causality or a very strong causal relationship between knowledge 
management, innovation and process and transformational leadership [41]. On the other 
hand, when conditions are not possible due to high technology and uncertain low demand, it 
creates its own threat to performance with the use of transformational leadership models 
[26]. 

 
RESEARCH METHODS 

The researcher identified the topic with the keyword in the search, namely 
transformational leadership. The literature review on transformational leadership comes 
from databases taken from Direct Science and Google Scholar which are the search sites in 
this study. This study analyzes articles published in the last 5 years, namely from 2018-2022. 
By making a literature review, as many as 25 articles of international reputation and English 
language were taken. Researchers use articles with inclusion characteristics, namely articles 
that can be accessed openly by anyone in full. Then after that the article and citation files are 
downloaded. And arranged systematically in alphabetical order and database sources for 
observation and study. 
 
RESULTS AND DISCUSSION 

A review of 25 articles that have been downloaded and then systematically extracted 
with results in the form of a table that displays 10 articles to illustrate and represent other 
articles while the discussion describes the main points regarding the dimensions of the 
transformational leadership relationship as a whole as many as 25 articles. Extraction of 
articles is described in the form of: author and year, title, region/location, purpose, method, 
results. The data for the top 10 articles in alphabetical order are explained in the form of table 
1 below. 
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Table 1. Top 10 Articles In Alphabetical Order 

No. 
Author and 

Year 
Title 

Region/ 
Location 

Objective Method Results 

1 M. ngeles 
López-
Cabarcos, 
Paula 
Vázquez-
Rodríguez, 
Lara M. 
Quiñoá-
Piñeiro 
(2021) 

An Approach 
To Employees 
Job 
Performance 
Through 
Work 
Environment
al Variables 
and 
Leadership 
Behaviors 

Galicia 
Spain/10 
Small and 
Medium 
Enterprise
s 

Examining 
the 
combinati
on of 
leadership 
actions 
and the 
work 
environme
nt on the 
presence 
or absence 
of 
employee 
performan
ce 

Quantita
tive 
(questio
nnaire) 

The important 
functions are 
transformational 
leadership and 
social support 
variables. 
Transformational 
leadership can be a 
variable that 
supports employee 
performance. Task 
significance and 
empowerment are 
secondary to 
performance 

2 Mina 
Azimirad, 
Carin 
Magnusson, 
Allison 
Wiseman, 
Tuomas 
Selander, 
IIkka 
Parviainend, 
Hannele 
Turunen 
(2021) 

British and 
Finnish 
nurses 
attitudes, 
practice, and 
knowledge on 
deteriorating 
patient in-
service 
education: A 
study in two 
acute 
hospitals 

English 
and 
Finnish/H
ospital 

To 
measure 
the 
attitude 
value of 
nurses 
regarding 
in-service 
education 
and the 
impact of 
its 
presence 
on nurse 
manageme
nt and 
poor 
patient 
understan
ding 

Quantita
tive 
(Questio
nnaire/
Quick 
Respons
e Team 
Survey) 

Nurses thought 
about the education 
program was 
positive, but their 
low self-confidence, 
fear of criticism, 
delays caused by the 
culture of the 
hospital, and fear of 
criticism were still 
problems in 
management after 
poor patient 
education. The 
nurse's self-
reflection about 
management getting 
worse shows 20-
25% of patients 
getting worse 
missed 

3 Jørn Hetland, 
Arnold B. 
Bakker, 
Hilde 
Hetland, 
Evangelia 
Demerouti 
(2018) 
 

Daily 
transformatio
nal leadership 
and employee 
job crafting: 
The role of 
promotion 
focus 

Hordaland 
County, 
Norway/O
rganizatio
n 

To share 
new 
understan
ding of 
leader 
behavior 
and pro-
active 
behavior 
of 
subordinat

Quantita
tive 
(questio
nnaire) 

Transformational 
leadership is able to 
influence followers 
to use work and the 
focus of employee 
promotion 
moderates this 
influence. 
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No. 
Author and 

Year 
Title 

Region/ 
Location 

Objective Method Results 

es, as well 
as basic 
informatio
n about 
pro-active 
profile of 
employee 
dynamics 

4 Arnold B. 
Bakker, Jørn 
Hetland, 
Olav 
Kjellevold 
Olsen, Roar 
Espevik 
(2022) 
 

Daily 
transformatio
nal 
leadership: A 
source of 
inspiration 
for follower 
performance? 

Military 
University 
College, 
Norway/N
avy Cadre 

To explain 
if the 
leader is 
involved in 
using 
transform
ational 
leadership 
in his 
activities, 
the leader 
identifies 
the 
followers 
and 
stimulates 
the 
individual 
initiative 
of the 
subordinat
es. 
Transform
ational 
leadership 
relates to 
work 
engageme
nt and 
performan
ce with 
strengths 
from 
subordinat
es and 
individual 
initiative 

Quantita
tive 
(questio
nnaire) 

Leaders take 
advantage of 
transformational 
leadership, namely 
intellectual 
encouragement and 
personal review 
where subordinates 
tend to use 
strengths and 
initiate themselves. 
So that it is used in 
determining work 
engagement and 
performance the 
next day and the 
individual initiative 
of subordinates is 
associated with 
higher than lower 
work involvement 
 

5 Kari Wik 
gotnes, Jørn 
Hetland, 
Anders 
Skogstad, 
Olav 

Daily work 
pressure and 
exposure to 
bullying-
related 
negative acts: 

Military 
University 
College, 
Norway/N
avy cadets 

Incorporat
ing a 
hypothesis 
of the 
work 
environme

Quantita
tive 
(questio
nnaire) 

There is a positive 
relationship from 
the daily reports of 
cadets' work with 
their daily reports 
that bullying is 
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No. 
Author and 

Year 
Title 

Region/ 
Location 

Objective Method Results 

Kjellevold 
Olsen, Roar 
Espevik, 
Ståle 
Valvatne 
Einarsen, 
Arnold B. 
Bakker 
(2020) 

The role of 
daily 
transformatio
nal leadership 
The role of 
daily 
transformatio
nal and 
laissez-faire 
leadership 

nt as well 
as the 
effort-
reward 
imbalance 
model to 
reveal if 
previously 
work-
related by 
workplace 
bullying is 
moderated 
by 
leadership 
practices 
on a 
leader's 
day-to-day 
basis. And 
the 
individual'
s daily 
experience 
of work 
pressure 
was 
positively 
related to 
the daily 
experience 
of negative 
behavior 
regarding 
bullying 

related to negative 
actions. Laissez-
faire leadership 
behavior moderates 
the work pressure 
of the megatiff 
action relationship 
Regarding bullying. 
Laissez-faire 
leadership is also a 
key component for 
developing 
escalation of conflict 
and intimidation in 
the workplace that 
is not present in 
transformational 
leadership. 

6 Kalyan 
Prasad Das, 
Susmita 
Mukhopadhy
ay, Damodar 
Suar (2022) 

Enablers of 
workforce 
agility, firm 
performance, 
and corporate 
reputation 

India/IT 
Company 

Reviewing 
previous 
research 
on 
workforce 
agility 
through 
financial 
and non-
financial 
performan
ce affects 
company 
reputation 
and how 

Quantita
tive 
(questio
nnaire) 

Transformational 
leadership stems 
from TMT and TLT 
companies share 
WFA, and WFA 
advances company 
performance which 
results in company 
reputation 
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No. 
Author and 

Year 
Title 

Region/ 
Location 

Objective Method Results 

TFL 
top 
manageme
nt (TMT) 
and talent 
manageme
nt (TLT) 
through 
workforce 
agility 
(WFA) 
impact the 
financial 
and non-
financial 
performan
ce of IT 
companies 

7 Line 
Christofferse
n, Janne 
Teigen, Chris 
Ronningstad 
(2020) 

Following-up 
midwives 
after adverse 
incidents: 
How front-
line 
management 
practices help 
second 
victims 

Norway/H
ospital 

To provide 
a 
framework 
for how 
front-line 
managers 
(FLN) in 
maternity 
wards 
provide 
assistance 
to 
midwives 
as the 
second 
victim 
after an 
adverse 
incident 

Qualitati
ve 
(intervie
w) 

Managers on the 
maternity ward use 
four different 
practices to provide 
support to 
midwives after a 
critical event: 
management, TFL, 
distributed 
leadership, and 
delegative 
leadership (laissez-
faire). 

8 Anis Eliyana, 
Muzakki, 
Syamsul 
Ma'arif 
(2019) 

Job 
satisfaction 
and 
organizationa
l commitment 
effect in the 
transformatio
nal leadership 
towards 
employee 
performance 

Indonesia/
Port III 
Organizati
on Inc. 
(BUMN) 

Analyze 
and 
understan
d about 
the 
antecedent 
variables 
of 
transform
ational 
leadership 
that 
affect the 
performan

Quantita
tive 
(questio
nnaire) 

Employees have 
performance 
through a 
transformational 
leadership model 
that has an impact 
on organizational 
commitment and 
job satisfaction of 
employees 
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No. 
Author and 

Year 
Title 

Region/ 
Location 

Objective Method Results 

ce of 
middle-
level 
leaders 

9 Fajrillah 
Kolomboy, 
Fridawaty 
Rifai, Sukri 
Palutturi, 
Nasrul, Lalu 
Muhammad 
Nasrul, 
Ridwan 
Amiruddin 
(2021) 

Leadership 
style based on 
the study of 
multifactor 
leadership 
questionnaire 
in Palu 
Anutapura 
hospital 
 

Anutapura
, Palu, 
Indonesia/
General 
Hospital 

Explain 
how the 
leadership 
model of 
the chair 
of the 
room is 
examined 
from a 
scale and 
framework 
Multifacto
r 
Leadershi
p 
Questionn
aire 

Descript
ive 
quantita
tive 
(online 
question
naire) 

As much as 63.6% of 
leaders refer to the 
TFL style, 9.1% tend 
to use the 
transactional 
leadership model 
(TSL) and 27.3% 
refer to the results 
of leadership. 

10 Habtamu 
Kebu 
Gemeda and 
Jaesik Lee 
(2020) 

Leadership 
styles, work 
engagement 
and outcomes 
among 
information 
and 
communicatio
ns technology 
professionals: 
A cross-
national study 

Ethiopia 
and South 
Korea/ICT 
Non-Profit 
Enterprise
s 

Examining 
the 
relationshi
p between 
leadership 
style (LS), 
job 
involveme
nt (JI) and 
the results 
used by 
task 
performan
ce and 
innovative 
work 
actions 

Quantita
tive 
(Online 
Question
naire) 

The TFL model has a 
significant positive 
relationship with 
employee work 
engagement and 
innovative work 
behavior, on the 
other hand the TSL 
style has a 
significant positive 
relationship with 
employee task 
performance. And 
Delegative 
Leadership (laissez-
faire) was 
significantly 
positively related to 
task performance. 
Job engagement has 
a significant positive 
relationship with 
work outcomes 
indicators. In 
addition, job 
involvement 
partially mediated 
the relationship 
between leadership 

http://bajangjournal.com/index.php/J


 353 
ISSN: 2810-0328 (Print) JEMBA 
ISSN: 2810-031X (Online)  Jurnal Ekonomi, Manajemen, Bisnis dan Akuntansi 

Vol.1, No.3, Mei 2022 
 

…………………………………………………………………………………………………………………………………….. 
http://bajangjournal.com/index.php/JEMBA 

No. 
Author and 

Year 
Title 

Region/ 
Location 

Objective Method Results 

style and work 
outcomes. 

 
This study reveals if transformational leadership plays an important role and how it 

relates to the dimensions of social support, as well as in the realm of implementing 
management with industry and task orientation in maximizing performance[42]. 
Transformational leadership is a trigger for steps to increase knowledge, awareness of 
attitudes, the implementation of a nurse so that nurse managers can follow the appropriate 
leadership model. Therefore strong leadership can be an impulse for in-service education. 
Nurse managers have used transformational leadership models to create situations and 
improve in-service education outcomes. Then, nurse managers are required to introduce a 
culture of blaming subordinates and things that are not important, provide facilities and 
infrastructure to understand and manage patients whose condition is getting worse, then 
grow the confidence of their nurses[43]. 

As the study of this leadership model shows in the research conducted[44]. Daily work 
that has a positive effect with the preparation of daily work, it occurs when subordinates 
score high on the focus of promotion by being stimulated by the desire to progress and 
develop. Furthermore, the impact of this makes subordinates are encouraged to take more 
roles and are motivated towards their performance. So transformational leadership inspires 
and becomes a stimulus by the leader to his subordinates. This leadership style has a crucial 
meaning in the dimensions of work involvement and performance of subordinates because 
it is able to support the behavior of subordinates to use power and take personal initiatives. 
This further reinforces that transformational leaders inspire subordinates by showing 
consideration of the individual, intellectually encouraging[45]. Transformational leadership 
is related to the dimensions of the work environment, as well as the model (ERI) for example 
if a leader allows and does not help his subordinates to avoid work stress then there is 
intimidation. A non-intense relationship should show ways to introduce constructive 
leadership, perhaps irreversible if there is daily bullying[46]. 

Then how transformational leadership has an effect on the dimensions of financial 
and non-financial performance as shown that there is an influence of non-financial 
performance mediators on the relationship between agility and company reputation in the 
relationship between agility and company reputation in the workplace, and how the agility 
of the workforce relates to talent management and top management transformational 
leadership to the performance of the company[47]. As explained that transformational 
leadership is able to provide employee assistance, encourage the birth of a good system by 
encouraging supportive leadership which is needed in the presence of a second bad victim in 
the field of midwifery[48]. Also transformational leadership studies that explain the 
dimensions of organizational commitment and performance, as well as satisfaction. This is 
the result of research conducted at Pelabuhan Indonesia III Inc., although the results show 
differences in organizational commitment and the role of transformational leadership[49]. 

This research also supports the dimensions of transformational and transactional 
leadership. Transformational leadership includes charismatic intellectual drive, personal 
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attention, motivation, and transactional dimensions whose scope is contingent rework and 
exception management to employee performance[50]. The following description also reveals 
that the dimensions concerning workers who are individually committed to efforts to 
innovate and perform roles through transformational leadership. Where this leadership 
model has an effect on innovative work behavior and employee work engagement[51]. 

When organizational change occurs, trust in leadership becomes a mediator between 
transformational and actions to fight for subordinates since the organization changed. Then 
it also explains the dimensions of champion behavior when the organization experiences 
changes and employee trust through leadership is influenced by transformational 
leadership[52]. Research from[53] shows that leadership on digital-based topics has an 
effect on organizational agility, and both have an influence on digital transformation, 
meaning that organizational agility acts as a mediator between digital transformation 
leadership and digital transformation. 

A finding reveals that the dimensions of nurses' citizenship behavior directly do not 
see the important factors of the transformational leadership role in Indonesian hospitals. 
However, there is an effect if using mediation from learning culture and job satisfaction to 
explain the relationship between the two dimensions above[54]. The dimensions that have a 
direct impact are the dimensions of organizational health, job characteristics, and 
organizational climate[55]. 

The project management dimension concludes that the leadership model in this topic 
supports the success of the project. With the transformational leadership model, public 
project managers can exercise leadership effectively. It is proposed that the project manager 
training program should incorporate training that enhances the skills of intellectual and 
emotional intelligence and transformational leadership [56]. Similar to the research 
conducted by[57]if our leadership dimension relates to knowledge sharing behavior and 
innovative work behavior. The suitability of organizational people with knowledge-sharing 
behavior can have an impact on innovative work behavior, although the mediating role does 
not enhance the above relationship. 

Findings are also presented regarding the intrinsic motivation dimension that 
moderates the relationship between the leadership of this research topic and the creativity 
of workers. The researcher also examines if each dimension of transformational leadership 
has an effect on organizational innovation and employee creativity[58]. And its role as a 
mediator in the internal control system (ICS)[59]. 

Empirically, it was found that the relationship between the effect dimensions of the 
leadership model we studied, over-qualification, innovative work behavior and turnover 
intention was supported. Where this relationship is built on a single concept design, thus 
providing a place for new theoretical discussions in the future [60]. Surprisingly, it was 
explained in the study that the mediating effect of emotional exhaustion for the leadership 
influence relationship we examined on employee civic virtue behavior (CVB) was not 
significant, even though the impact of transformational leadership on CVB was positive. 
Besides the mediating effect of employee development is not significant, this study provides 
a lesson that in the hospitality industry it is necessary to advocate and advocate for the 
transformational leadership function to maintain employee civic virtue.(NA Khan et al., 
2020). 
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Findings regarding the dimensions of the positive relationship of transformational 
leadership and staff attitudes towards evidence-based practice (EBP) are also described. 
Therefore, if transformational leadership behavior is used it will be more likely to be able to 
give a positive attitude to change and multiply the change in the employee's work[62]. 
Research progress can also be seen from research conducted by[63], that the leadership 
dimension has a fundamental function more specifically the leadership style of our study 
plays an important role to influence HRM practices and in turn to predict green innovation 
in organizations. The job involvement dimension was able to mediate the relationship 
between the leadership we studied, job performance, and helping behavior[64]. 

And how the dimensions of the influence of transformational leadership have a 
positive impact on the performance, motivation and work environment of workers. And the 
effect of motivation and work environment that bridges the influence of transformational 
leadership on employee performance[65]. As also seen in research[66]. Apart from having a 
positive impact, the main thing is that transformational leadership provides inspirational 
motivation to employee performance. Dimensions of individual consideration of 
transformational leadership in relation to performance. Therefore, company managers are 
advised to motivate and build good communication and pay attention to the needs and 
training of workers in their workplaces so that their performance will increase. 
 
CONCLUSIONS 

Transformational leadership is defined as a leadership model that strengthens 
motivation, encourages intellectuality, has charisma and is a source of inspiration from 
leaders to followers. The scope of the dimensions in this study is very broad, this is indicated 
by the many relationships of transformational leadership with a wide range of various 
dimensions and shows the very important role of this leadership model. The dimensions that 
are most widely disclosed in this literature review are performance, innovation, and 
motivation. Then another dimension that is interrelated with one another is the 
transformational leadership relationship with dimensions including: social support, nurse 
self-confidence, daily work, promotion focus, work stress, work environment, effort-reward 
imbalance, workforce and organizational agility, organizational commitment, work 
engagement, digital transformation, learning culture, organizational health, job 
characteristics, organizational climate, project management, intrinsic motivation, creativity, 
internal control system, effects of overqualification, emotional exhaustion, civic virtue 
behavior, evidence-based practice, green innovation, helpful behavior, work commitment. 
Employee involvement is a dimension related to transformational leadership to improve 
performance. evidence-based practice, green innovation, helpful behavior, work 
commitment. Employee involvement is a dimension related to transformational leadership 
to improve performance. evidence-based practice, green innovation, helpful behavior, work 
commitment. Employee involvement is a dimension related to transformational leadership 
to improve performance. 
 
SUGGESTIONS 

This literature review study, although using articles that are up to date, cannot be 
separated from the limitations it has which are only in the range of research articles for the 
last 5 years. This can be suggested regarding a longer time span as is generally used in 
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longitudinal research. The use of database sources is also only for Direct Science and Google 
Schoolar which do not use paid closed access so they cannot review other articles. It is 
recommended to use other database sources in order to be able to deepen the analysis and 
reach out on the topic of transformational leadership better and more complete. Likewise, 
the scope of wider dimensions can be loaded. 
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