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Abstract
	This research dissertation explores the impact that transformational leadership would bring on employees’ performance or in the workplace. Basically, transformational leadership is one of leadership types that stands at the opposite side of transactional leadership. It rises based on the process of globalization and the rapid-changing business environment. Employees’ performance in the workplace is essential or organizations and is intertwined with leadership types. Exploring the relationship between these two is worthwhile because the current workplace does need guidance to continuously moving forward. Furthermore, this research seeks to fill out the knowledge gap existing in this area of study currently. Therefore, this research dissertation applies quantitative research methods by creating well-rounded questionnaires for 100 participants (both university students/potential employees in the labor market and professors/experts as well as organizational employees and managers work at present) to answer. Based on all response received from group of participants, result is analyzed by applying the Excel. Basically, every response is analyzed with corresponding graphs and charts. Then, conclusion is made based on data analysis gain from participant’s response. In general, transformational leadership does pose a positive impact on employees’ performance. However, it certainly has some drawbacks because this leadership type currently cannot suit for every industry. Next, research limitation existing in process of collecting response and sampling method is discussed. Last, research implications or recommendations is purposed indicating that transformational leadership is expected to positively impact employees’ performance.  
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Chapter 1—Introduction
1.1.  Introduction and Background of the Study
With the process of globalization and internationalization of global markets, competitions between corporations are much higher than before because globalization diminishes gap between nations and regions and thus increasing the number of competitors globally (Crane & Matten, 2010; Crane & Matten, 2016). In addition, globalization also brings a series of profound impacts such as outsourcing and the shift of geopolitical forces. These impacts in corporations all over the world do bring influences for organizations. Also, globalization rises diversity due to the fact that the gap between nations is diminished and people from different part of the world would have more chances to work together in the same workplace (Belle, 2012). Furthermore, the business environment is rapidly changing with the rise of advanced technologies compared with approximately a few decades ago (Belle, 2012). Thus, people ranging from both employees and employers have to adapt new ways of working for every day’s job (Crane & Matten, 2010; Crane & Matten, 2016). Due to the high competition and rapid-changing business environment, the need for an effective leader is expected to rise within recent years because effective leadership could largely overcome difficulties and issues encountered in workplace since the workplace nowadays is completely different from that of a few years ago (Pasovska & Miceski, 2018). Additionally, in terms of the work of Pasovska & Miceski (2018), effective leaders are required nowadays because response to the new challenges and changes that corporations face every day should be in a dynamic and inventive way. In fact, leadership studies are an emerging discipline and amount of research surrounding leadership would continue to increase. In terms of the work of Daft (2022), leadership is defined as an influential relationship between leaders and group of followers that have the same goals or purposes. Additionally, Lussier & Achua (2016) define leadership with five major components including the relationship of leaders and followers, influence within this relationship, change, people and organizational objectives. If making a combination of these five elements, leadership could be generally defined as the positive influence between leaders and their group of followers to make solid achievements through changes of business environment in order to fulfill organizational goals such as mission and vision. The definition of leadership is not universal and different people could hold distinct point of views about this specific topic (Dierendonck & Stam & Boersma & Alkema, 2014). However, the impact that is brought by the effective leadership is sufficiently high. Therefore, exploring leadership studies is worthwhile especially when globalization will continue to pose certain impact for societies and the workplace would accordingly be highly affected. 

1.2.  Rational of the study
Followed with the background, leaders and effective leadership are vital for societies. Specifically, efficient leadership is utilized more in the workplace due to the fact that businesses nowadays not only need to maintain the quality of products but also require to make improvement on that in order to compete with some other similar companies both national and international because of globalization process (Shahzadi & Javed & Prizada & Nasreen, 2014). According to the work of Shahzadi & Javed & Prizada & Nasreen (2014), one of the factors that could determine the success of companies is the development of workplace. As a consequence, the development of workplace in reality is extremely vital. 

1.3.  Research Aim
Followed with the background and rationale, this specific research is established aiming to explore the impact that transformational leadership could bring on employees’ performance or outputs through employees’ engagement. This research aim could be achieved based on a few research objectives. The specific research objectives are displayed in the next following section. 

1.4.  Research Objective
In order to achieve this purposed research aim, this research would accomplish the following research objectives. 
1) To critically review the literature with relevant topics including leadership, transformational and transactional leadership, employees’ engagement or empowerment, and employees’ performance and so forth. This would involve an analysis of secondary resources in order to make sure the gap is identified. Specifically, all these relevant literatures would come from textbooks, journal articles, review articles, newspaper articles, and website pages. 
2) To take and carry out a quantitative research method through using questionnaires with at least 100 participants. Specifically, participants could come from different industries with different age groups including university students, university staff, people with internship, and the current employees in corporations. This would enable to make a rounded analysis between the relationship between transformational leadership and employees’ performance. 

1.5.  The established Research Question
This dissertation mainly focuses on exploring the effectiveness of transformational leadership and thus a research question is established, that is, what is the impact that transformational leadership could bring on employees’ performance. In addition, a potential assessment of transformational leadership would be carried out to explore whether it could positively impact employees’ output and even the organizational performance. 

1.6.  Organization of the Study
This specific dissertation explores the impact that transformational leadership could bring on employees’ performance. Based on this chosen topic, this research study is organized in 5 distinct chapters and it is structured from introduction to conclusion and recommendations. 
Chapter 1: The first chapter presents the background of the study that demonstrates the general overview of rapid-changing business environment and the significance of effective leadership. Also, research rationale is written as a combination of research background to illustrate the significance of leadership and especially an effective leadership type. Then, the research aim is established and corresponding objectives are listed. Last but not least, research question is written that would be treated as the guidelines centering the whole dissertation. 
Chapter 2: The second chapter is the literature review. Basically, 2 key words are extracted from the established research question including transformational leadership and employees’ performance, which are the independent and dependent variables respectively. Additionally, transactional leadership is evaluated as well in order to form a comparison with the effectiveness of transformational leadership. Then, employees’ engagement is purposed because it could be treated as the mediator that better connects these two independent and dependent variables. Based on the literature review, the gap would be identified, and the original research would be carried out based on this gap. 
Chapter 3: The third chapter is research methodology and it involves seven subsections. Basically, the ethical considerations is written at the front to highlight the significance to protect participants that all response will be completely anonymous. Additionally, this section incorporates the chosen research method and some inappropriate research methods rejected with reasons demonstrated. Basically, positivism and quantitative method are used for this specific research with questionnaires. Objection, focus group, interview and case study are rejected since these methods tend to involve more bias and they are relatively time-consuming. Then  questionnaires design and sampling methods are discussed with validity and reliability. 
Chapter 4: The fourth chapter is data collection and analysis. Through carrying out the analysis based on the responded questionnaires, the relationship between these two variables could be clearly founded. Basically, each question shown on questionnaires is analyzed based on charts or graphs plotting through using Excel. In general, 10 questions are involved in questionnaires and subsections are established based on the order of questions. 
Chapter 5: The fifth chapter demonstrates conclusion and recommendations that summarizes the research result and presents research limitations and implications. Basically, this chapter summarizes the key result of the original research and connects back to the secondary resources to try to fill up the identified gap. Also, this specific research could be potentially as a guide to be helpful for the group of employers. 












Chapter 2—Literature Review
	2.1. Transformational Leadership
Transformational leadership is first purposed by the scholar Burns in the year 1978 (Lussier & Achua, 2016). In terms of the work of Lussier & Achua (2016), transformational leaders are treated as a group of people that could transform organizations to a highly extent. Specifically, Daft (2022) states that transformational leaders are capable to lead some changes in organizations’ mission and vision as well as working atmosphere and thus promoting innovation in organizations. Based on the work of Daft (2022), one of the essential characteristics of transformational leaders is that these people are largely based on their personal power as well as strengths instead of high class or high position given by the organization. Thus, transformational leadership style has been researched by many scholars with time passing by and it is widely accepted that this leadership style is one of the effective ones due to the fact that it could motivate and encourage employees to make best achievements (Atan & Hasnna, 2018). Specifically, a famous research was carried out in America and results demonstrate that transformational leadership could largely impact on employees’ job performance and thus even on the organizational performance as a whole (Atan & Hasnna, 2018). In addition, Agyei (2022) purposes that transformational leadership does have certain impact on followers’ performance and general output based on recent research and corresponding data. 
Some scholars state that leaders are not born and the same as transformational leadership (Bach, 2022). Daft (2022) makes a statement that transformational leadership could be learned with experience and are not greatly determined by personal traits. However, people with certain personalities could make it easier to display transformational leadership styles. People could be self-assessed by answering some questions surrounding certain topics such as preference of making changes and capability of motivating others (Lussier & Achua, 2016). Basically, transformational leaders are more likely to continuously moving forward and they are willing to push the whole organization to improve. However, it is the core that transformational leaders must earn trust and respect from followers before effectively moving organization forward. Therefore, what transformational leadership seeks to do is changing the current situation by articulating their followers (Lussier & Achua, 2016; Andersen & Eriksen, 2010). Therefore, the effects or impact that transformational leadership could bring on employees and organizations could be sufficiently huge. 
With the process of globalization and internationalization of markets, it is normal and common that organizations would continue to face global challenges and thus the significance of needs for leaders that could effectively and successfully apply solid strategies enabling companies to make certain achievements for competitive advantages is sufficiently high in contemporary time (Lussier & Achua, 2016; Antonakis & House, 2014). Therefore, transformational leadership style seems to be the most effective and suitable one for the future development of organizations. However, some other leadership style does exist and scholars usually make comparisons between transformational and transactional leadership (Daft, 2022; Donkor & Sekyere, 2022). In general, discussions around effective leadership style would continuously rising due to the fact that competitions between organizations is expected to rise within the process of globalization. 
 
	2.2. Transactional Leadership
Transactional leadership is purposed accompanied with the idea of transformational leadership in the year of 1978 by the scholar Burns (Lussier & Achua, 2016). The base existing in transactional leadership style is the exchange or transaction between leaders and their followers. Specifically, leaders would benefit from the contribution made of employees or followers and these employees or followers would earn wages based on their efforts and contributions made for the whole company, for example, if a sale has finished his or her tasks every day, he or she could earn corresponding wages and if these sales could sell more than expected, they could earn wages with incentives or bonus wages. In fact, transactional leaders tend to focus more on the smooth and efficient running of the whole organization. Basically, it is an efficient leadership style because it incorporates a commitment that followers should follow strictly with rules and policies. However, due to this characteristic, scholars argue that it is not suitable compared with transformational leadership because competitions between competitors are more serious nowadays (Daft, 2022; Bach, 2022; Sugati, & Yudoko, 2022; Sultana & Darun, 2014). To be more specific, scholars list a few key differences between transformational and transactional leadership:
1) Transformational leadership style involves employees’ empowerment, that is, followers are given more freedom and capabilities on their every day’s job. If problems rise in workplace, employees are better trained to overcome difficulties (Daft, 2022; Sultana & Darun, 2014; Lussier & Achua, 2016; Ibrahim, 2023). 
2) Transformational leaders highlight individual’s personal development and achievement. Basically, Daft (2022) states that every employee has a lot of needs ranging from lower-level to higher-level. It is common that some leaders including transactional leaders do create safe working conditions, harmonious working atmosphere, give wages and protect employees’ self-esteem and so forth. However, people applying transformational leadership style could fulfill higher-level requirements as well by making connections with organizations’ mission and vision and thus highly value their group of followers (Daft, 2022; Lussier & Achua, 2016; Ahn & Lee, 2018; Bach, 2022). 
3) Transformational leadership encourages people to share their dreams and future because people with this leadership style tends to change the old mission and vision with a new one with energies. Through making connections of employees’ high-level needs and organizational mission and vision, employees are highly valued and they would be willing to work harder and be prepared for transformation and innovation (Bejaoui, 2021; Daft, 2022). 
4) Transformational leadership motivates followers to try things out of expectations. Basically, encouragement and motivation are the core of this leadership type. Followers would trust their leaders and identify with their leaders. However, transformational leadership focuses on personal sacrifices to making greater achievements (Daft, 2022; Joana & Brendan, 2018). 

	2.3. Employees’ Engagement
	Employees’ engagement currently does not have a universal definition although huge amount of time and energy are contributed for this discipline (Bridger, 2018). Research data demonstrate that merely 14 per cent of companies does have a clear view about employees’ engagement (Bridger, 2018). This concept is first purposed by the scholar William Kahn in the year 1990 although this speaker focuses more on personal engagement rather than employees’ engagement. However, these two terms could be connected due to the fact that one type of engagement for individual is engaging from jobs at workplace (Hameduddin & Lee, 2021; Bridger, 2018). Based on the work of Hameduddin & Lee, (2021), employees’ engagement is the solid contribution of energies in the process of role performance, and the U.S. Office of Personnel Management’s Employee Engagement Initiative (EEI) purpose the significance to make connections between employees’ engagement and employees’ or organizational performance. Furthermore, employees’ engagement is theoretically significant with the job performance and organizational citizenship due to the fact that if employees would willing to engage and make contributions at workplace, they would be treated as hard-working and socially responsible (Hameduddin & Lee, 2021; Nikolova & Schaufeli, 2018). According to Nikolova & Schaufeli (2018), researches and many scholars widely accept the opinion that high employee engagement indicates that organizational level of output is high. In general, the positive relationship seems to exist in between. If making connections with transformational leadership, research has shown that transformational leadership does have a certain positive impact on engagement of employees in South Africa. In addition, empowering leadership does have a positive association with voluntary engagement of employees at the individual level. Then, it is worth exploring whether a strong connection could be built between employees’ engagement and employees’ performance. 

	2.4. Employees’ Performance
Employees’ performance is usually described in two dimensions both financially and non-financially. In terms of the work of Bridger (2018); Berson & Oreg (2011), it is defined as the effective and efficient series of actions that could be measured in the process of carrying out daily obligations at workplace. From another perspective, employees’ performance (EP) could also be defined as the level of productivity of individual employee relevant to his or her job-related behaviors as well as personal outcomes (Bridger, 2018; Berson & Oreg, 2011). Different scholars hold other perspectives about employees’ performance especially for group of frontline employees because effectiveness of organization is highly related to management system, and thus highly related to frontline employees. In addition, employees’ performance is also related to cost-effectiveness, and their daily work time. Based on the work of Soane & Emma (2016), performance is the most fundamental goal for individual and organizations as a whole. One of the useful models and theories is to build relations between leaders and followers and how they could work together to maximize the yields or outputs. 





















Chapter 3—Research Methodology 
	3.1. Ethical Considerations 
	Basically, this research does not involve any sensitive research topics. All questions asked in the online questionnaires are anonymous and no way could identify data from corresponding participant. In addition, the pilot study will be carried out before the formal process of sending out questionnaires so that any inaccuracies could be avoided. 

	3.2. Positivism & Quantitative Approaches 
	Basically, positivism and quantitative approaches are chosen for this specific research because carrying out qualitative research is time-consuming, for example, the interview and bias-existing, for example, the observation method (Lohr, 2021). Therefore, questionnaires are utilized for group of participants. 

	3.3. Disadvantages of Research Methods Rejected
	As stated in the paragraph above, many other types of research methodologies could be utilized. However, due to this specific research topic and the inherent limitations, the alternative research methods such as observation, focus group, interview and case study are not chosen eventually. The reasons of not choosing them is highlighted below. 

	3.3.1 Rejection of Observation Method
In terms of the work of Morgan (2014), observation method belongs to one of the qualitative research methods. It is rejected eventually for this specific research because it is not fit for the large-scale surveys. To be specific, this research would involve at least 100 participants for questionnaires. Thus, it is inconvenient to observe all of them and summarize results. Furthermore, the main disadvantage for observation is that the results are usually far more subjective due to the fact that the research bias would exist (Morgan, 2014). If the data and corresponding data analysis are based on the observational bias, then the quality of conclusion and recommendation would be low. 

	3.3.2. Rejection of Focus Group 
Focus group is another type of qualitative research methods, and it is utilized frequently in research process. However, for this specific one, it is rejected because time is still the main factor for carrying out research. Carrying out research by utilizing focus group needs more time and it is relatively difficult to have a rounded data collection process. 

	3.3.3. Rejection of Interview Method
Interviewing participants is a good choice for carrying out research, and it is frequently used by some scholars. However, it is rejected for this specific research due to the fact that time is the main factor for successfully carrying out research. Basically, the effect of interviewing and sending out questionnaires to participants could be similar. However, sending questionnaires to participants could be time-saving. If interviewing all 100 participants, the time that it will take would be huge. Additionally, some people tend to have bias during the process of answering open-ended questions. Compared with questionnaires, the questions inside are all closed-ended. Thus, research bias could be largely avoided by utilizing questionnaires. 

	3.3.4. Rejection of Case Studies 
Carrying out research based on case studies is relatively a good choice. However, this specific research rejects this type of research method because bias is difficult to be completely avoided in the process of data collection. If research bias does exist in the research data, then the quality corresponding conclusion and recommendation would be sufficiently low depending on much bias exist within the research processes. 

3.4. Questionnaire design 
	Designing questionnaires becomes into the final choice of the research methodology for this specific research. Therefore, the process of designing questionnaires is vital. Basically, the questionnaire has 10 topic-related questions, and they are arranged and written in a way that all participants could easily access. Additionally, all questions within the online questionnaire should be sufficiently concise that ensures quality, that is, all questions asked to participants should be essential for this research topic. In terms of the work of Etikon & Babatope (2018), questions asked in questionnaires should be totally objective through avoiding subjective phrases. Therefore, by following the guidelines, all questions should be sufficiently objective. In addition, all questions are close-ended because closed-ended questions could largely avoid subjective bias. The cover letter of online questionnaires is written at the appendix 1, and the copy of questionnaires with all ten questions is written at the appendix 2 called online questionnaire. 

	3.5. Sample Size & Sampling Method
	Based on the work of Etikon & Babatope (2018), data size should be sufficiently large in order to make the research data and result representative and comprehensive. Therefore, this specific research focuses on 100 participants coming from different background including university students both undergraduate and postgraduate. University professors rooted in business industry, current employee and managers (both junior and senior) in companies. The reason why focusing both on students and employees is that students are the potential employee in the future workplace. A comparison might exist for potential employee and current employee for the same topic. Furthermore, in terms of the work of Lohr (2021), although it is suggested that the sample size should be sufficiently large, the researcher should make managed because a very large sample size is time-consuming and thus could eventually bring negative impact on results. Therefore, the sample size is restricted at 100. 
	Since both potential employee (university students) and current employee are chosen as participants, the sample size could be snowball sampling due to the fact that questionnaires would be sent out at the first round and then the group of participants that receive the first-round questionnaires would then send out them to their close friends or colleagues, which is the second-round. Since looking for 100 participants at a time is relatively difficult. Therefore, this sampling method is utilized. 

	3.6. Reliability & Validity of Quantitative Data
	Based on the work of Haniff & Salama (2016), reliability and validity are the two essential factors that should be taken into consideration within the research process. Bascially, reliability demonstrates the degree or extent that the same result could be obtained when the same subject is repeated measured. Furthermore, validity refers to the extent or degree that a concept is sufficiently measured in research (Haniff & Salama, 2016). Therefore, for this research, appropriate measure should be carried out in order to avoid any inaccuracies existing in the research process.  

	3.7. Piloting Questionnaires
	In terms of the work of Lohr (2021), carrying out a pilot study is to have a try about the chosen research so that any potential issues and problems existed could be easily identified. Additionally, the pilot study ensures that all participants could interpret all questions in questionnaires in the similar way. As for this specific research, the questionnaires are sent to 10 participants for the first time in order to carry out the corresponding pilot study. After this round, some questions are adjusted so that the formal data collection process could be carried out more formal. 



Chapter 4—Results Analysis 
	4.1. Response Rate of Questionnaires
	Questionnaires are circulated based on the purposed research methods and sampling methodologies. The whole circulation process involves two steps, which are the first round and the second round. The reason why this sampling method is used is that circulation round by round would increase the total number of responses. However, the response rate is lower than expected, which will be further discussed in the research limitation subsection at next following conclusion section. In fact, the number of the first-round circulation is close to 50 including classmates, close friends, family members, and department employees. However, the issue is that it is difficult to manage the number of circulations at the second-round because people receiving questionnaires at the first-round would then have chances to make more circulations. Therefore, the research limitation stands out. It is expected that a fifth of them is sent, which is around 10. Therefore, the total number of questionnaires sent is approximately 60, and the total number of response received is 27. Therefore, the response rate is 27/60, which is close to 45%. It is relatively lower than the expectation and the research limitation will be further discussed in the next section conclusion and recommendation. 

	4.2. Data Analysis for Questionnaires
	The questionnaires involve 10 relevant questions to the purposed research topic, and data are analysed by using the Excel. Basically, each question is analysed in detail. However, some questions share similarities, and it is beneficial to make combination for these questions. In addition, for the legends of each pie chart and bar graph, different colours are utilized in order to distinguish each type of response, and thus is beneficial for observing the general pattern for the purposed research topic. Basically, for questions involved options ranging from strongly agree to strongly disagree (strongly disagree, agree, neutral, disagree, strongly disagree), blue represents rate for strongly agree. Orange is the colour that stands for agree. Green represents the option neutral, and the red colour represents some negative feedback for both disagree and strongly disagree. Also, for the rest of questions (gender and age group), two colours and four different colours are used respectively. Blue represents male and orange stands for females. For the age group question, the blue one, orange one, green one and the red one represents group of people ranging from 21-25, 25-30, 30-40, and 40-50 years old respectively.


4.2.1. gender and age group
	Figure 1 : pattern demonstrating gender [image: 图表, 饼图

描述已自动生成]
	Figure 2: pattern illustrating age group
[image: 图表, 饼图

描述已自动生成]



Gender and age group are the first two questions in questionnaires. Since they are less essential compared with other questions. Therefore, these two questions are combined. Fundamentally, among these 27 participants, 16 of them are male, and another 11 of them are female. For the age group, the majority of people answering the questionnaires are ranging from 21 to 25, with 15 specifically, which is almost half of the total number of participants. Additionally, 8 people participate for the questionnaires with age ranging from 25 to 30 years old. Furthermore, people with the age group between 40 to 50 ranks the third (3 people in total). Last but not least, merely 1 person among all the participants has the age in between 30 to 40. The two pie charts below illustrate the patterns for gender and age group respectively. 











4.2.2. Current Position of Participants
	[image: 徽标

描述已自动生成]
Figure 3: pattern illustrating the pattern for current position of participants.

The questionnaires are circulated to two main group of participants, which are the potential employees (university students) and current employees (internship period, department employees, junior manager and senior manager). The university professors are also included as part of the essential participants because they are the experts in this specific field of study. Therefore, feedback from them is significant. Connecting back to the age group, since the majority of students are still young with age usually less than 30 years old. The majority of participants are university students based on the data shown, with 14 among all of them. 12 current employees send back their response (6 people are department employees, 3 people are in the internship period in companies, and another 3 of them are junior managers). Although questionnaires tend to be circulated to the senior managers, the number of responses from them is 0. Also, it is noteworthy that merely 1 university professor participate with this survey. The bar graph below demonstrates the general pattern of current position. The blue bar represents the number of university students participating filling out questionnaires, orange bar represents number of university professors. Additionally, green bar stands for the number of internship employees. Red bar represents the quantity of department formal employees, and the purple one stands for junior managers. It should involve another colour corresponds with the questionnaire, which is the number of senior managers. However, since no response are coming from senior managers, it is not shown in the bar graph.

	4.2.3. Effectiveness of transformational leadership
[image: 图表, 饼图
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Figure 4: pattern demonstrating the effectiveness of transformational leadership.
This subsection corresponds to the question 4 shown on the questionnaire. The aim of this question is to explore whether transformational leadership is more effective than that of transactional leadership. In order to let participants learn about more about these two leadership types, definitions about transformational and transactional leadership are extracted and summarized for them. Additionally, 5 options are established which ranges from strongly agree to strongly disagree. All questions from question 4 to question 10 are set up based on this order except for question 9. Based on all responses received, 23 out of 27 people agree that transformational leadership is effective compared with transactional leadership (16 out of 23 choose strongly agree and another 7 of people choose the option agree). Furthermore, 2 among 27 participants choose neutral, and another 2 responses are disagree. Therefore, the majority of people agree that transformational leadership do have positive impact on employees’ outputs. Based on the chart below, 84% of people agree with this statement (59% of people strongly agree and 26% of them agree), and 7% of respondents have a preference on transactional leadership. The legends are arranged as follows: blue represents the rate for strongly agree (59%), orange stands for agree (26%), the green one stands for neutral (7%), and the red on represents disagree (7%).


4.2.4. Widely use for transformational leadership type.
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Figure 5: pattern demonstrating whether transformational leadership will be used more widely. 
This subsection corresponds with question 5 shown in the questionnaire. The aim to ask this question is to explore peoples’ attitudes towards transformational leadership. If people agree that transformational leadership is an effective one, what is the trend for the future. After collecting the data, 25 among 27 people agree that transformational leadership would be utilized more in the workplace and merely 1 of them disagrees with this statement and another 1 person choose the option neutral. Therefore, based on the pie chart illustrating below, it could be seen that transformational leadership type would be used more widely compared with the time people are living currently. Therefore, if results from question 4 and question 5 are combined, it could be seen that transformational leadership type is beneficial for group of employees, both potential and current because some of university students are also involved. 


4.2.5. Encouragement and motivation
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Figure 6: pattern illustrating encouragement & motivation of transformational leadership
Question 6 in questionnaire focuses on two vital parts, which are encouragement as well as motivation. The reason why this question is asked is that the secondary resources suggest that transformational leadership tyle would potentially make value creation on department employees and employees would find them highlighted by the managerial level, and thus would be willing to make solid contributions for the output of organizations. Also, this original research focuses on both encouragement and motivation as well. After collecting the data, it is noteworthy that 23 out of 27 responses come from strongly agree and agree. 3 people choose neutral and merely 1 person choose disagree as response. The pie chart below illustrates this general pattern. Combined with the previous questions, the general pattern is more obvious, that is, transformational leadership type does brings positive effect on both employees’ and organizations’ outputs.  


		4.2.6. Empowerment and engagement
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Figure 7: pattern illustrating empowerment and engagement for transformational leadership.
Except for encouragement and motivation, empowerment and engagement are another two indicators for transformational leadership. In general, the managers empower their employees to deal with every day work individually. If department employees find that they are highly valued by managers, they would then be willing to engage in every day’s work and make more solid contributions at the workplace. Therefore, both question 6 and question 7 are the two core questions for this questionnaire because the contents involve are essential. In general, 25 out of 27 people choose strongly agree or agree option among 5 of them, which indicates that the majority of people do have a preference on empowerment by their managers. 1 person choose neutral and 1 person choose strongly disagree. The pie chart below demonstrates the general pattern. In summary, for the general pattern for both question 6 and question 7 or figure 6 and figure 7, it could be seen that the majority of participants including people from different backgrounds have a relatively strong preference on transformational leadership instead of transactional leadership type. Also, question 9 focuses participants’ personal preference on these two leadership types, the result of question 9 could be used for strengthen this general pattern. 


		4.2.7. Transformation of leadership type
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Figure 8: pattern demonstrating the transformation of leadership type. 
this question, in general, is less essential compared with the previous questions. However, it still plays an essential for the whole questionnaire. Nowadays, transactional leadership is still be utilized in some workplace. The aim for this specific question is to explore whether leadership type should be adjusted from transactional to transformational. Based on the data analysis for this question, it could be seen that people that choose strongly agree and agree ranks the first and the second with 48% and 44% respectively. Therefore, it could be concluded that participants that treat transformational leadership type as the beneficial one do agree that it is necessary to utilize more for transformational rather than transactional leadership in the workplace today.


		4.2.8. Personal preference 
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Figure 9: patten demonstrating personal preference on leadership types.
the question focuses on personal preference on leadership types. Specifically, whether people have a strong preference on transformational leadership or transactional leadership type. The result shows that 78% of participants prefer the transformational leadership and the rest of 22 % of participants choose transactional leadership type. The pie chart below illustrates this general pattern. As a consequence, if combining the result of this question with that of question 6 and question 7, it could be concluded that the general pattern is that people have a strong preference on transformational leadership in the workplace instead of transactional because transformational leadership could largely empower, encourage, motivate and make value creations for the department employees, which corresponds with the result of question 6 and question 7. Therefore, conclusion could be easily made based on the result shown for these questions. If possible, another subjective question should be included for asking the reason why each individual participant have a preference on transformational leadership to see whether the exact reason for participants is corresponding with question 6 and question 7 or not.


		4.2.9. Motivation brings engagement and greater performance
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Figure 10: pattern illustrating the significance of motivation and harmonious working environment. 
This subsection corresponds to the question 10, which is the last question in the questionnaire. In general, this question could be treated as the summary of the previous questions. Again, this question tends to highlight the significance of motivation and empowerment of transformational leadership. The harmonious working environment is mentioned in order to better describe the situation involved. After collecting the data, data analysis is carried on. Based on the pie chart, it could be seen that approximately 95 % of participants pose supportive point of view, and the rest of people choose neutral and strongly disagree. As a consequence, it could then be concluded that the harmonious working atmosphere is extremely essential and people would like this type of working environment brought by transformational leadership type because the relationship between employers and employees under transactional leadership seems like transactions. Specifically, employees work hard and fulfill the requirement under KPI, if employees do a great job, they would earn wages that they should get. Therefore, the working environment under transactional leadership is not as harmonious as that of transformational leadership. 














Chapter 5—Conclusion and Recommendation
5.1. Research Overview
	In general, this research applies positivism and quantitative methods (questionnaires circulated to participants) and data are analyzed by using the Excel. Basically, questionnaires are sent to both university and workplace and the participants are group of university students, professors, department employees and manager (both junior and senior). In fact, results demonstrate that more people highlight the significance of transformational leadership instead of transactional leadership through the choice of preference of leadership type. Among the group of participants, 41% are female and 59% are male. For the age group, the majority of response come from university students with just 50%. Another 50% of response comprises professors, employees and industry managers. Generally, university students are the potential employees in the workforce and university professors are experts about this topic. This is the reason why these group of people and these valuable responses are involved in this research. Specifically, more people tend to agree that transformational leadership is better for encouraging and empowering employees because leaders with this type of leadership highlights more on value creation. They motivate their employees and forms a positive feedback loop. Compared this original research with other secondary resources, two major differences should be highlighted. This research does not involve specific industries and it incorporates potential employees as group of participants. Based on the characteristic and result analysis of this research, it could be potentially fill out the theoretical gap.   
	5.2. Research Implications
	This specific research not only has certain impact to the purposed study but also has implications to the practice and managerial level. Basically, the gap is tend to be filled. 
		5.2.1. Research Implication to the Purposed Study 
	For the research implication to the purposed study, the majority of secondary resources that focus on similar topics usually involve specific industries. However, this original research does not choose a specific industry to circulate questionnaires. Instead, people come from background related to business or commerce could be involved. The reason why no specific industry is incorporated is that leadership is widely used in many circumstances involving many different industries. Compared with the majority of secondary resources, this original research tends to find out a more universal pattern whether people or employees have preferences on transformational or transactional leadership. If focusing more on a specific industry, the result would then become less representative. Therefore, this research makes a contribution to the academy with a universal result about the impact of transformational leadership on employees’ performance. Also, this research highlights two major group of participants, which are potential and current employees. The potential employees are mainly group of university students with major related to business or finance. After graduating from university, these students would then enter into the workplace. Therefore, it is valuable to involve these people. Compared with other secondary resources, many of those involve current employees in industries as group of participants. Thus, this research identifies the gap and make contributions on filling out the gap.
		5.2.2. Research Implication to Practice & Managerial Level
	This research has certain implication to the practice and managerial level as well. Nowadays, employers are facing new challenges due to the fact that advanced technologies and global economy has swept through the way of managing. Therefore, this research tends to form a guide for the current employers in order to let them be more familiar about transformational leadership and the difference between transformational and transactional leadership types. It is possible that some employers are adapting for using transactional leadership for a few years. If these employers needs to make adjustments for better overcoming new challenges, this research would be helpful. Also, people adapting transformational leadership would be more confident and persistent because both potential and current employees have shared their point of views that transformational leadership is better under some certain circumstances. Therefore, this original research could become into a guide for current employers about how to effectively lead and manage their departments and employees. 

	5.3. Research Limitations (Sampling Method & Response Rate)
	It is definitely that research limitations do exist in this original research. Basically, two major research limitations are necessary to be highlighted. 
	The sampling method used in data collection is one of the main sources of research limitations because the method is not 100% maximized and thus making a relatively low response rate, which is then the second research limitation. Basically, the well-rounded data collection would be that the first round of questionnaire is circulated to some close friends, family members, and part of employee working in the industry, and then these people would then circulate more questionnaires to the group of people that they recognize because it is almost impossible that all questionnaires are sent at the first round. For example, a company has a lot of employees and it is almost impossible to cover all of them during the first round. Therefore, it is expected that people receiving questionnaires at the first round would then circulate them to more people. However, it is common that the difference should exist between expectations and realities. Therefore, the expected number of questionnaires circulated is 100. However, less than 100 are sent in reality, which would potentially drive down the response rate as well. 
	The second highlighted one is the lower response rate. The total number of responses is merely 27, which is lower than the expectations. Since the sampling method is interrelated with response rate. The positive relationship exists, which is, if smaller number of questionnaires is circulated, then the expected result would be that the total number of response is accordingly low. However, since it is not possible to manage how many questionnaires are circulated for the second round, the interrelated way does exist. However, it is possible that the impact is not sufficiently high because maybe people from the first round do help circulate questionnaires, people receiving them are not willing to answer. As a consequence, for this specific research, these two research limitations do exist in between that would potentially form a negative impact on the research result because the less response received, the less representative the research result would be. Therefore, making a more well-rounded research method should be the main focus for the next time if having more opportunities to carry out other research.  

5.4. Research Recommendations
	This specific research focuses on the relationship between transformational leadership and employees’ performance. Through analyzing data collected from questionnaires, both potential and current department employees highlight the preference of the type of transformational leadership rather than transactional leadership type. Also, for questions about the positive impact that transformational leadership type would pose. More people choose response strongly agree or agree. Therefore, the research result demonstrates that transformational leadership should be better in come certain parts compared with transactional leadership due to motivation, encouragement, value creation, and harmonious working environment. Compared with transactional leadership, it seems like a transaction between employers and employees. Employees arrive at the workplace on time and work hard, then these employees would earn wages from their bosses or employers. As a consequence, employers utilizing transformational leadership tend to make value creation for their employees, and employees would be treated in an fair way. Specifically, employer empower employees to have a try during everyday work and if employees make some mistakes, employers would not deduct any wages. Instead, they would motivate and encourage workers for them to grow and make improvements. 
	Thus, as employers in the workplace, it is recommended that employees should be treated in an fair way and the working environment should be as harmonious as possible. If the working atmosphere is suitable for the majority of employees, and employers are frequently encouraging and motivating employees, a positive feedback loop will be formed because group of department employees would find that they are well treated and they are then willing to make solid contributions at work. Finally, employees’ performance would be potentially improved, and would then potentially have a positive impact on organizational performance. 
















Chapter 6—Reference  
Agyei, B.D. (2022). The Impact of Employee Motivation on Employees’ Operational Performance in the Ghanaian Large-Scale Textile Manufacturing Industry. 
Ahn, J., Lee, S. (2018). Leaders’ Core Self-Evaluation, Ethical Leadership, and Employees’ Job Performance: the Moderating Role of Employees’ Exchange Ideology. Journal of Business Ethics. Vol 148 (2). pp. 457-470. 
Alshammari, H. (2015). Workplace Productivity through Employee Workforce Engagement: A Review Study. International Journal of Business and Social Science. Vol 6 (12). 
Andersen, I.B., Eriksen, T.L.M. (2010). Can Leadership Training Improve Organizational Effectiveness: Evidence from A Randomized Field Experiment on Transformational and Transactional Leadership. Pacific Administration Review (PAW). 
Andriani, S., Kristawan, M. (2018). The Influence of the Transformational Leadership and Work Motivation on Teachers’ Performance. International Journal of Scientific & Technological Research. Vol 7 (8). 
Antonakis, J., Dessi, R. (2023). Theory leadership and management. The leadership quarterly. Vol 25. 
Antonakis, J., House, R-J. (2014). Instrumental Leadership: Measurement and Extension of Transformational-Transactional Leadership Theory. The Leadership Quarterly. Vol 25. pp. 746-771. 
Atan, J.B., Hasnna, S. (2018). The Role of Transformational Leadership Style in Enhancing Employees; Competency for Organization Performance. Management Sciences Letters. Vol 9. pp. 2191-2201. 
Atiku, S-O. (2019). Contemporary Multicultural Orientations and Practices for Global Leadership. IGI Global Press. 
Bal, P.M., Akhtar, M.N. (2018). High-Performance Work System and Employee Performance: the Mediating Roles of Social Exchange and Thriving and the Moderating Effect of Employee Proactive Personalities. Asian Pacific Journal of Human Resources. Vol 57 (2). pp. 369-395. 
Bass, B-M., Riggio, R-E. (2005). Transformational Leadership (Second Edition). Taylor & Francis Group Press. 
Bach, O.T.T. (2022). The Influence of Leadership Styles and Social Capitals in Organizational Effectiveness: A Study of Social Enterprises in Vietnam. 
Bedarkar, M., Pandita, D. (2014). A Study on the Drivers of Employee Engagement Impacting Employee Performance. Journal of Social and Behavioral Sciences. Vol 134. pp. 106-115. 
Bejaoui, A. (2021). Corporate Leadership and Its Role in Shaping Organizational Culture and Performance. IGI Global Press.
Belle, N. (2012). Leading to Make A Difference: A Field Experiment on the Performance Effects of Transformational Leadership, Perceived Social Impact and Public Services Motivation. Journal of Public Administration Research and Theory (IPART). Vol 24 (2). pp. 109-137. 
Berson, V., Oreg, S. (2011). Leadership and Employees’ Reactions to Change: The Role of Leaders’ Personal Attributes and Transformational Leadership Style. International Journal of Management Studies. 
Bhaskar, P., Paulina, J. (2016). CEO Transformational and Transactional Leadership and Organizational Innovation: The Moderating Role of Environmental Dynamism. Journal of Management Decision. Vol 54 (7). pp. 1542-1568. 
Bonsu, S., Twum-Danso, E. (2018). Leadership Style in the Global Economy: A Focus on Cross-Cultural and Transformational Leadership. Journal of Marketing and Management. Vol 9 (2). pp. 37-52. 
Bridger, E. (2018). Employee Engagement: A Practical Introduction (Second Edition). Kogan Page Press. 
Buil, I., Matute, J. (2019). Transformational leadership and employee performance: the role of identification, engagement, and proactive personality. International journal of hospitality management. Vol 77. pp. 64-75.  
Carrillo, R.A. (2018). The Relationship Factor in Safety Leadership: Achieving Success through Employee Engagement. Routeledge Press. 
Chandani, A., Mehta, M., Mall, A., Khokhar, V. (2016). Employee Engagement: A Review Paper on Factors Affecting Employee Engagement. Journal of Science and Technology. Vol 9 (15). 
Choy, L.T. (2014). The Strengths and Weaknesses of Research Methodology: Comparison and Complimentary between Qualitative and Quantitative Approaches. Journal of Humanities and Social Sciences (IOSR). Vol 16 (4). pp. 99-104. 
Crane, A. & Matten, D. (2010). Business Ethics: Managing Corporate Citizenship and Sustainability in the Age of Globalization (Third Edition). Oxford University Press. 
Crane, A. & Matten, D. (2016). Business Ethics: Managing Corporate Citizenship and Sustainability in the Age of Globalization (Fourth Edition). Oxford University Press. 
Crawford, J., Choudhry, T. (2023). Leadership—Advancing Great Leaders and Leadership. Pearson Education Press. 
Daft, R.L. (2022). The Leadership Experience (Eighth Edition). Thomson South-Western Press. 
Dierendonck, D-V., Stam, D. & Boersma, P. & Alkema, J. (2014). Same Difference: Exploring the Differential Mechanisms Linking Servant Leadership and Transformational Leadership to Follower Outcomes. The Leadership Quarterly. Vol 25. pp. 544-562. 
Donkor, F., Sekyere, I. (2022). Transformational and Transactional Leadership Styles and Employee Performance in Public Organizations in Africa: A Comprehensive Analysis in Ghana. Journal of African Business. Vol 4 (8). pp. 945-964. 
Dubrin, A-J. (2010). Principles of Leadership—International Edition (Seventh Edition). South—Western Cengage Learning Press. 
Easterby-Smith, M., Thorpe, R., Jackson, R-J. Jaspersen, L-J. (2018). Management & Business Research (Sixth Edition). Sage Press. 
Ehrnrooth, M., Barner-Rasmussen, W., Koveshnikov, A., Tornroos, M. (2021). A New Look at the Relationship between Transformational Leadership and Employee Attitude—Does A High-Performance Work System Substitute and /or Enhance These Relationships. Journal of Human Resources Management. Vol 60. pp. 377-397.
Elinaga, A., Imran, A. (2014). The Effect of Training on Employee Performance. European Journal of Business and Management. Vol 5 (4).  
Etikon, I., Babatope, O. (2018). A Basic Approach in Sampling Methodology and Sample Size Calculation. Journal of MedLife Clinics. 
Fellows, R.F. (2015). Research Methods for Construction (Fourth Edition). Wiley-Blackwell Press. 
Ferozi, S. (2021). Transformational Leadership and Its Impact on Employee Performance: Focus on Public Employees in Afghanistan. Transylanian Review of Administrative Sciences. Vol 63 (4). pp. 49-68. 
Geraldi, J., Alchter, T. (2012). Gantt Charts Revisited: A critical Analysis of Its Root and Implications to the Management of Projects Today. International Journal of Managing Projects in Business. Vol 5 (4). pp. 578-594. 
Gennard, J., Judge, G., Bennett, T., Saundry, R. (2016). Managing Employment Relations (Sixth Edition). Charted Institute of Personnel and Development Press. 
Givens, R.J. (2008). Transformational Leadership: the Impact on Organizational and Personal Outcomes. International Journal of Emerging Leadership journeys. 
Hameduddin, T., Lee, S. (2021) Employee Engagement among Public Employees: Examining the Role of Organizational Images. Public Management Review. Vol 24 (4). pp. 422-446. 
Haniff, A., Salama, M. (2016). Project Management. Goodfellow Publishers Press. 
Heerkens, G-R. (2002). Project Management. McGill Hill Press. 
Hargis, M.B., Piotrowski, C. (2011). Developing Leaders: Examining the Role of Transactional and Transformational Leadership across Business Contexts. International Journal of Organization Development. 
Hartas, D. (2015). Educational Research and Inquiry: Qualitative and Quantitative Approaches. Bloomsbury Publications. 
Ibrahim, A. (2023). Leadership Style’s Effects on Intrapreneurship and Organizational Performance: The Case of the Resort Islands in the Maldives. 
Inness, M., Turner, N., Barling, J., Stride, C.B. (2010). Transformational Leadership and Employee Safety Performance: A Within-Person, between Jobs Design. Journal of Occupational Health Psychology. Vol 15 (3). pp. 277-290.
Jacobsen, C.R., Andersen, L.B. (2022). Can Leadership Training Improve Organizational Effectiveness: Evidence from A Randomized Field Experiment on Transformational and Transactional Leadership. Pacific Administration Review.
Joana, K., Brendan, D. (2018). From Transactional to Transformational Leadership: Exploring the Role of Leadership Style on the CEO Succession Outcomes. Journal of Leadership and Organization Development. Vol 40 (7). pp. 715-727.  
Joana, G., Thomas, L. (2014). Gantt Charts Revisited. International Journal of Managing Projects in Business. Vol 5 (4). pp. 578-594. 
Judge, T.A., Piccolo, R.F. (2004). Transformational and Transactional Leadership: A Meta-Analytic Test of the Relative Validity. Journal of Applied Psychology. Vol 88 (5). pp. 755-768.  
Kesavan, C. (2021). Corporate Leadership and Its Role in Shaping Organizational Culture and Performance. IGI Global Press. 
Kular, S., Gatenby, M., Rees, C., Soane, E., Truss, K. (2008). Employee Engagement: A Literature Review. 
Levy, P.S., Lemeshow, S. (2016). Sampling of Populations: Methods and Applications (Fourth Edition). Wiley Press. 
Lohr, S. (2021). Sampling: Design and Analysis (Third Edition). New York Publication Press. 
Lussier, R.N., Achua, C.F. (2016). Leadership: Theory, Application and Skill Development (Sixth Edition). Cengage Learning. 
Lopez-cabarcos, M.A. (2022). An Approach to Employees’ Job Performance through Work Environmental Variables and Leadership Behaviors. Journal of Business Research. Vol 140. pp.361-368. 
Mahfouz, S.A., Muda, H. (2018). The Impact of Transformational Leadership on Employee Commitment in the Construction Industry. International Journal of Innovation, Creativity and Change. Vol 7 (11). 
Markos, S. (2010). Employee Engagement: The Key to Improving Performance. International Journal of Business and Management. Vol 6 (12). 
Mehar, M.R., Sarwar, B., Rauf, S., Asif, M. (2015). Transformational Leadership Style and Organization Commitment. A Research Journal of Conference, Economics, and Social Sciences. Vol 9 (2). pp. 88-101.
Morgan, D.L. (2014). Integrating Qualitative and Quantitative Methods: A Pragmatic Approach. Sage Press.  
Moses, J.B.K. (2018). Transformational and Transactional Leadership with Examples. International Journal of Business and Management. Vol 5 (7). 
Naguib, H.M., Naem, A.E.M.A. (2018). The Impact of Transformational Leadership on the Organizational Innovation. International Journal of Social Sciences and Humanities Invention. Vol 5 (2). pp. 4337-4344. 
Nikolova, I., Schaufeli, W. (2018). Engaging Leader—Engaged Employees: A Cross-Lagged Study on Employee Engagement. Journal of European Management. Vol 37. pp. 772-784. 
Nongard, R. (2014). Transformational Leadership: How to Lead from Your Strengths and Maximize Your Impacts. Pearson Education Press. 
Nurshu, Z. (2016). Integrated Earned Value Gantt Chart (EV-Gantt) Tool for Project Portfolio Planning and Monitoring Optimizations. International Journal of Engineering Management (EMJ). Vol 28 (2). pp. 39-54. 
Palombarini, J.A. (2022). End -to-End Line Rescheduling from Gantt Chart Images Using Deep Reinforcement Learning. International Journal of Production Research. Vol 60 (14). pp. 4434-4446. 
Pasovska, S., Miceski, T. (2018). The Impact of Transformational Leadership in Improvement of the Organizational Capability. International Journal of Innovation Education and Research. Vol 6 (2). pp. 235-246. 
Patro, C.S. (2014). The Impact of Employee Engagement on Organizations’ Productivity. 2nd International Conference on Managing Human Resources at the Workplace. 
Rimaa, D. (2023). Between Principals’ and A Teacher’s Perspectives Taking: the Role of Transformational and Transactional Leadership Styles. International Journal of Leadership in Education. Vol 27 (4). pp. 722-744. 
Romano, C. (2022). Work from Anywhere: Employee Engagement and Productivity Implications for the Banking Industry. 
Ronit, K., Russel, J. (2021). Collective Aspirations: Collective Regulatory Focus as A Mediator between Transformational and Transactional Leadership and Team Creativity. Journal of Business and Psychology. Vol 35 (4). pp. 633-658.
Rothgeb, J.M. (2006). Methods for Testing and Evaluating Survey Questionnaires. Wiley-Blackwell Press.  
Saxena, P., Nigam, A. (2014). Sampling: Why and How of it. International Journal of Medical Specialties. Vol 4 (2). pp. 330-334. 
Shahzadi, I., Javed, A., Prizada, S.S., Nasreen, S. (2014). Impact of Employee Motivation on Employee Performance. European Journal of Business and Management. Vol 7 (22). 
Sharma, N., Chaudhary, N. (2019). Management Techniques for Employee Engagement in Contemporary Organizations. IGI Global Press. 
Sherman, G.D. (2021). Transitions to Leadership as Foundation for Continuous Learning: Development of Leadership Style and Identity. Oxford Academic Press.\
Singh, A.S., Micah, M.B. (2014). Sampling Techniques and Determination of Sample Size in Applied Statistics Research: An Overview. International Journal of Economics, Commerce, and Management. Vo 2 (11).  
Soane, E., Stanton, E. (2015). Followers’ Personality, Transformational Leadership and Performance. Journal of Sports, Business and Management. Vol 5 (1). 
Stam, D., Alkema, J. (2014). Same Difference: Exploring the Differential Mechanisms Linking Servant Leadership and Transformational Leadership to Followers’ Outcome. The leadership Quarterly. Vol 25. pp. 544-562. 
Stock, G., Banks, G-C., Voss, E-N. & Tonidondel, S. (2022). Putting Leader (Follower) Behavior Back into Transformational Leadership: A Theoretical and Empirical Course Correction. The Leadership Quarterly. Vol 25. 
Sugati, W., Yudoko, C. (2022). Transactional and Transformational Leadership Styles and Their Impact on Employees’ Acceptance of Predictive Maintenance Analytics: Evidence from An Indonesian Mining Company. Journal of Electrical Engineering, Electronics and Nuclear Engineering (IEEE). Vol 11. pp. 4967-4978. 
Sultana, U.S., Darun, M.R. (2014). Transactional or Transformational Leadership: Which Works Best for Now. International Journal of Industrial Management (IJIM). 
Svensson, G. (2009). A Counter-Intuitive View of the Deductive Research Process: Clockwise and Anti-Clockwise Approaches. Journal of European Business Review. Vol 21 (2). pp. 191-196. 
Taherdoost, H. (2016). Sampling Methods in Research Methodology: How to Choose A Sampling Technique for Research. International Journal of Academic Research in Management (IJARM). Vol 5 (2). pp. 21-29. 
Walumbwa, F.O., Hartnell, C.A. (2011). Understanding Transformational Leadership—Employee Performance Links: The Role of Relational Identification and Self-Efficiency. Journal of Occupational and Organizational Psychology. Vol 84. pp. 154-172. 
Woolcock, M. (2004). Integrating Qualitative and Quantitative Approaches in Program Evaluation. Journal of Impact Policies on Poverty. 
Zagorsek, H., Dimovski, V. (2009). Transactional and Transformational Leadership Impacts on Organizational Learning. Journal of East European Management Studies. Vol 14 (2). pp. 144-165. 

















Chapter 7—Appendices
Appendix 1—Online Questionnaire Cover Letter 

	Dear Respondent :
The questionnaire is attached below in order to make assessment of the relationship or the positive impact between transformational leadership and employees’ performance includin. This questionnaire is designed for the independent project. Everything you answered for this specific questionnaire will be anonymous and will be no way for identifying you in the corresponding results. 
If you have any questions or concerns about this research questionnaire, please feel free to email me directly through this email address: xxxxxxxxxxx@ 163.com or give me a telephone call on xxxxxxxxxxx. 
Thanks for your enthusiastic participation for questionnaires and I am looking forward to hear from you. 
Sincerely 
Yifan Liu. 






Appendix 2 – Online Questionnaire
Questionnaire: What is the impact that transformational leadership brings on employees’ performance or employees’ output. (10 questions)

Question 1:

What is your gender:

Male 
Female
Preferred not to say 

Question 2:

What is your age:

21-25
25-30
30-40
40-50

Question 3:

What is your position currently:

University students 
University professors 
Internship period in businesses
Employee in department
Junior manager 
Senior manager














Question 4—Question 10 are closed-ended questions, please read the statement below and choose the most appropriate one.

Transformational leadership is a theory of leadership where a leader works with teams or followers beyond their immediate self-interests to identify needed change, creating a vision to guide the change through influence, inspiration, and executing the change in tandem with committed members of a group 

Transactional leadership (or transactional management) is a type of leadership style that focuses on the exchange of skills, knowledge, resources, or effort between leaders and their subordinates. This leadership style priortizes individual interests and extrinsic motivation as means to obtain a desired outcome. It relies on a system of penalties and rewards to achieve short-term goals. 

Question 4:

Compared transactional leadership with transformational leadership, to what extent do you agree that transformational leadership is more effective for employees and general output. 

Strongly agree
Agree
Neutral
Disagree
Strongly disagree

Question 5:

To what extent do you agree that transformational leadership is projected to be utilized widely in the near future 

Strongly agree
Agree
Neutral
Disagree
Strongly disagree








Question 6:

To what extent do you agree that transformational leadership could highly encourage and motivate employees, and thus improving performance. 

Strongly agree
Agree
Neutral
Disagree
Strongly disagree

Question 7:

Transformational leadership make employees empowered and the group of followers are challenged to take greater ownership of work every day. 
Do you agree with the statement above

Strongly agree
Agree
Neutral
Disagree
Strongly disagree


Question 8:

Companies or corporations do need transformations in many parts, for example, organizational strategies. Therefore, to what extent do you agree that leadership does need transformation as well. 

Strongly agree
Agree
Neutral
Disagree
Strongly disagree









Question 9:

If you would have chances to become into leaders, which leadership type do you prefer

Transformational leadership 
Transactional leadership



Question 10:

If one type of leadership could highly motivate or encourage employees, then these group of employees are willing to make more solid contributions on work and output because leaders treat every employee equally and employees find them immersed in the harmonic working atmosphere.
To what extent do you agree with the statement above.

Strongly agree
Agree
Neutral
Disagree
Strongly disagree

This is the end for this questionnaire about the topic of transformational leadership and employees’ performance or employees’ output. Thanks for participation and efforts.










Appendix 3 – Graphs and Charts Demonstrating Outliers





















Appendix 4 – Online Questionnaires’ Results
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