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Abstract 

This study aims to investigate the role of transformational leadership in influencing intrinsic 

motivation and work performance within the corporate sector in Pakistan. The research focuses 

on understanding how transformational leadership behaviors, including idealized influence, 

inspirational motivation, intellectual stimulation, and individualized consideration, impact the 

intrinsic motivation levels of employees in different companies in Pakistan. By surveying 

employees within the corporate sector, this study seeks to explore the relationship between 

transformational leadership, intrinsic motivation, and work performance in the specific context 

of Pakistan. The findings of this research are expected to provide valuable insights for 

managers and leaders in the FMCG industry in Pakistan, offering recommendations for 

enhancing employee motivation and performance through effective leadership practices. 

Keywords: Transformational Leadership, Employee Performance, FMCG, Pakistan 

Introduction 

The consumer goods sector, which includes the popular Fast-Moving Consumer Goods 

(FMCG) category, comprises every day, non-durable products that are commonly utilized by 

consumers on a daily basis. These items are typically bought by the majority of consumers 

around once a month. This assertion is backed by the study carried out by Priya (2022), 

highlighting that FMCG products consistently hold a prominent position in monthly consumer 

buying patterns. However, it is essential to recognize that Indonesia's consumer goods 

companies, including those in the FMCG sector, have been notably affected by the Covid-19 

pandemic In the current fast-paced and competitive global business landscape, organizations 

face mounting pressure to continuously innovate and adjust their operational strategies, which 

includes introducing inventive modifications to their current systems and offerings. Within this 

dynamic setting, creativity plays a vital role in empowering organizations to create and execute 

novel products, services, and procedures. Innovative employees contribute fresh viewpoints 

and ideas, introducing innovative approaches to problem-solving and structuring work 

procedures. Hence, the creativity of employees is indispensable for organizations, corporations, 

and enterprises to adeptly meet the challenges of modern business environments. Employee 

performance management, underscored by Farmanesh et al. (2023) plays a vital role in 

attaining organizational goals, enhancing productivity, fostering employee development, and 

cultivating a positive rapport between leaders and employees. Recognizing employees as 

valuable organizational assets, they require dedicated attention from their superiors to 

maximize their performance, as highlighted by Muthuku (2020). Effective leaders must serve 

as role models and employ appropriate leadership styles to garner acceptance from their 

employees. Organizations have the flexibility to adopt diverse leadership approaches, among 

which transformational leadership stands out as a prominent choice. According to Nazzal & 

Kaufman (2020), creativity entails the capacity to generate original and appropriate responses, 

products, or solutions for tasks with no predetermined solution. This definition underscores 

creativity as the mechanism for producing innovative ideas that can instigate changes in 
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products, services, and processes to fulfill organizational goals. Creativity is often viewed as 

the foundational step towards innovation. Another definition by Raymundo (2020) 

characterizes creativity as the generation of fresh and practical ideas by individuals or small 

groups collaborating. Prior studies indicate a focus on the personality approach over the 

cognitive ability approach in understanding creativity. However, contemporary social 

psychologists argue that creativity should be viewed not merely as a personality trait or general 

ability, but as a behavior stemming from a unique combination of personal traits, cognitive 

abilities, and the social environment (Glăveanu, 2020). Building on this perspective, recent 

research by van Knippenberg & Hirst (2020) and Paulus (2024) has shifted towards examining 

how team interactions and contextual factors influence employees' creativity within a team 

setting. In the domain of creativity, scholars like Rosengren et al. (2020) emphasize the 

importance of creativity in sales contexts. They posit that the creativity of the sales team is a 

crucial determinant of customer value creation and relationship management. Moreover, 

effective selling involves the application of creativity in sales transactions. Given the absence 

of a universal selling approach, successful salespeople must demonstrate sufficient creativity 

to devise and implement sales strategies tailored to the specific characteristics of the target 

customer and the prevailing situation (Blakeman, 2023). Transformational leadership is a 

leadership style that expands and uplifts the goals of subordinates, instilling in them the 

confidence to exceed the expectations outlined in their agreements, whether implicitly or 

explicitly (Issa et al., 2024). This type of leadership is widely regarded as an exemplary form 

as it fosters relationships centered on a shared purpose, leading to transformation, motivation, 

and the enhancement of ethical aspirations among subordinates (Alshehri, 2024). Given that 

supervisors play a significant role in directing, evaluating, and controlling access to resources 

and information that influence employees' daily activities, it is essential for supervisors to 

practice transformational leadership to fulfill organizational strategies and achieve goals 

(Bakker et al., 2023). Transformational leaders are individuals who aim to cultivate the full 

potential, higher needs, positive values, morals, and motivations of their subordinates (Bojovic 

& Jovanovic, 2020). This supportive approach serves to inspire subordinates to come together, 

revise their goals and beliefs, and enhance their performance (Salas‐Vallina et al., 2021). As a 

result of this transformation, employees are encouraged to transcend their self-interest in 

pursuit of collective success and achievement. The pandemic has underscored the importance 

of work-life balance, particularly with the transition to remote work, as defined by Stephen et 

al. (2024) as the ability for individuals to effectively manage their responsibilities both at work 

and at home, thereby reducing conflicts between these roles. In the demanding field of sales, 

employees often find themselves needing to prioritize work over personal commitments, such 

as family or social activities, in order to meet the expectations, set by the company. This can 

involve tasks like making additional calls or visits outside of regular working hours, sometimes 

extending into evenings or weekends, to ensure the company's targets, including sales goals 

and Key Performance Indicators (KPIs), are met. Such demands are placed on all sales teams 

to guarantee the achievement of the company's predetermined objectives. Roopavathi & 

Kishore (2021) have highlighted the impact of work-life balance on employee performance. 

Problem Statement 

The absence of empirical evidence on the relationship between transformational leadership, 

intrinsic motivation, and work performance creates a critical gap in knowledge Inadequacy of 

current leadership approaches in the face of industry growth, coupled with a lack of 

understanding regarding the specific impact of transformational leadership on the intrinsic 

motivation of Managers and its subsequent influence on work performance. Identifying the 

factors of transformational leadership that have a positive impact on intrinsic motivation and 

work performance. 

Research Questions 

• How does transformational leadership impact intrinsic motivation and work 

performance in the FMCG Sector within Pakistan’s context? 
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• What are the specific challenges and opportunities for implementing transformational 

leadership in the FMCG Sector? 

• What are the long-term effects of transformational leadership on employee motivation 

and work performance in the FMCG industry in Pakistan? 

Research Objectives 

• To assess the impact of transformational leadership on intrinsic motivation among 

employees in the FMCG Sector in Pakistan. 

• To examine the relationship between intrinsic motivation and work performance in the 

context of the FMCG sector in Pakistan 

• To explore the potential challenges and opportunities for implementing 

transformational leadership practices in the FMCG Sector in Pakistan 

Purpose of the Study 

This research will be situated within the unique cultural, economic, and organizational context 

of Pakistan's FMCG industry, taking into account the specific challenges and opportunities 

present in this environment. The study would aim to explore the experiences and perceptions 

of employees working within the FMCG sector, seeking to understand how transformational 

leadership impacts their intrinsic motivation and work performance. The study would seek to 

provide practical management suggestions tailored to the FMCG industry in Pakistan, aiming 

to offer recommendations for enhancing employee intrinsic motivation through the application 

of transformational leadership practices. The research would be valuable in providing insights 

and strategies relevant to the FMCG sector in Pakistan, with the potential to contribute to the 

development of effective leadership and management approaches within this industry 

Significance of the Study 

As of now, there is no specific research paper available that directly addresses the impact of 

transformational leadership on intrinsic motivation and work performance in the FMCG sector 

in Pakistan. However, there are several significant research papers and studies that have 

explored related topics in the broader context of leadership, motivation, and work performance 

in the FMCG industry and in Pakistan. These studies can provide valuable insights and serve 

as a foundation for further research in the specific context of transformational leadership, 

intrinsic motivation, and work performance in the FMCG sector in Pakistan. 

Literature Review 

Leadership and Work Performance 

Burns (1978) pioneered the clear distinction between transformational and transactional 

leadership, initially examining political leaders but subsequently applied to organizational 

psychological research. According to Burns (1978), transformational leadership denotes a 

reciprocal process wherein both leaders and followers mutually elevate each other's levels of 

determination and motivation. Bass (1985) further solidified the concept of transformational 

leadership, presenting models and behavioral factors elucidating the psychological 

mechanisms underlying this leadership style. He delineated methods for measuring 

transformational leadership and expounded on its impact on employee motivation and 

performance. Individuals embodying transformational leadership possess the ability to 

stimulate and inspire employees, driving them to surpass predetermined expectations and 

cultivate their leadership skills (Bass & Riggio, 2006). This definition of transformational 

leadership underpins the framework utilized in the current study. 

Employee Performance 

Mathis and Jackson (2016) propose that performance pertains to the essential tasks employees 

can or cannot execute. When these tasks are completed in accordance with the company's 

standards, it can be deemed as satisfactory employee performance. Employee performance 

denotes the value or outcome representing an employee's accomplishment upon finishing tasks 

assigned by the organization (Andreani and Petrik, 2016). The actions exhibited by employees 

in their endeavors to reach organizational objectives serve as performance indicators. 
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According to Mathis and Jackson (2016), as cited in Efendi et al. (2020) and Rohman (2022), 

performance embodies the attainment of individual work output based on received tasks, 

harnessing their full potential. Employees possess latent potential that can be optimized, 

allowing them to deliver optimal results both individually and within a group context. 

Work Performance 

According to Borman and Motowidlo (1993), work performance encompasses two dimensions: 

task performance, also known as "in-role behavior," and contextual performance, also referred 

to as "extra-role behavior." Task performance involves the execution of activities that directly 

contribute to the organization's objectives, whether through direct involvement in technical 

processes or indirectly by providing materials or services. The evaluation of an employee's 

work performance relies on 21 factors identified by Williams and Anderson (1991). This 

evaluation framework is derived from three categories of employee behavior: Organizational 

Citizenship Behaviors benefiting individuals (OCBI), Organizational Citizenship Behaviors 

benefiting the organization (OCBO), and In-role behavior (IRB). Managers assess employee 

performance through a scale comprising seven observed variables within the realm of in-role 

behavior, as outlined by Williams and Anderson (1991). 

Work Motivation 

Work motivation is a dynamic state and circumstance that stimulates employees to engage in 

work activities either autonomously or as directed, in accordance with the objectives of the 

organization. This perspective resonates with the stance elucidated by Mathis and Jackson 

(2016), wherein motivation is construed as an intrinsic urge within individuals propelling them 

to take action. Motivation in the workplace impels individuals to adopt specific behaviors 

conducive to attaining predetermined objectives. As posited by Robbins (2008), cited in 

Apriyanto and Satrio (2015), work motivation serves as the impetus driving individuals to act 

or conduct themselves in particular manners. When employees harbor robust work motivation, 

they demonstrate a willingness to invest effort in furthering the organization's goals, and such 

efforts can harmoniously align with their personal needs. 

Work life Balance 

The notion of work-life balance revolves around effectively managing both paid employment 

and personal life outside of work settings (Smeltzer et al., 2015). It is imperative for 

organizations to prioritize this balance at the highest echelons to prevent employees from being 

overwhelmed by excessive workloads. Delecta (2011) further elaborates that work-life balance 

entails an individual's capacity to fulfill job responsibilities while upholding commitments to 

their family and other obligations beyond the workplace. This underscores the importance for 

employees to attentively navigate the integration or demarcation of personal pursuits from 

professional endeavors without compromising the quality of their work engagement. 

Intrinsic Motivation 

Intrinsic motivation, as Amabile (1988) asserts, "makes the difference between what an 

individual can do and what an individual will do" (p. 133). This assertion is supported by Simon 

(1967), who posits that the primary function of intrinsic motivation lies in directing attention. 

Intrinsic motivation not only fosters greater dedication to problem-solving but also facilitates 

engagement in the creative process through self-regulation (Kanfer, 1990). Consequently, 

intrinsic motivation plays a pivotal role in motivating individuals to persist in creatively 

addressing identified problems. By allocating proper attention to the task at hand, individuals 

are thus empowered to manifest creativity in their work. Previous research extensively 

examines the impact of intrinsic motivation on creativity. For instance, Oldham and Cummings 

(1996) contend that individuals who harbor intrinsic motivation towards their work tend to 

produce more creative outcomes. Amabile's Componential Model of Creativity further 

elucidates that intrinsically motivated employees exhibit a genuine interest in their tasks and 

derive enjoyment from their work due to inherent qualities embedded within it. Such 

individuals invest greater time and effort in meticulously identifying problems and 

meticulously gather extensive information to generate diverse ideas from various perspectives. 
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Through this iterative creative process, these employees contribute to enhancing organizational 

creativity across products, processes, and managerial systems (Amabile, 1997). 

Idealized Influence (Behavior & Attributed) and Intrinsic Motivation 

The construct of idealized influence, encompassing both behavioral and attributed aspects, is a 

hallmark of leaders practicing transformational leadership. It is cultivated through the manner 

in which leaders articulate and share their vision, mission, and engender trust while inspiring 

employees toward the attainment of organizational objectives. Leaders exhibiting 

transformational leadership qualities demonstrate high levels of competency and resilience in 

addressing challenges, thereby fostering a sense of pride and dignity among employees 

(Ahmad, Abbas, Latif, & Rasheed, 2014). Within such an organizational milieu, employees are 

inclined to engage in tasks commensurate with their roles and aspire to surpass assigned 

objectives (Kahai, Sosik, & Avolio, 2003). 

The Leader’s Inspirational Motivation and Intrinsic Motivation 

Leaders who embody transformational leadership exhibit a keen interest in understanding the 

emotions and needs of their employees, guiding them towards the attainment of their objectives 

(Bass, 1990). Consequently, employees experience heightened engagement in their work. 

Inspirational motivation (IM) constitutes a prominent characteristic of transformational 

leadership, epitomizing the leader's vision (Bass, 1990). As highlighted by Densten (2002), 

leaders leverage their vision to inspire employees to surpass conventional expectations. 

Specifically, leaders utilize symbols, metaphors, and straightforward appeals to cultivate 

awareness and comprehension regarding shared organizational goals among employees. The 

capacity for inspiration lies in a leader's ability to conjure vivid mental images that depict a 

charismatic vision of the future, thereby bolstering employees' motivation to achieve 

exceptional outcomes. Moreover, inspirational leaders cultivate a sense of excitement and 

significance in employees' work endeavors. According to Shin and Zhou (2003), such leaders 

elevate employees' focus and energy levels during work engagements. Bolkan, Goodboy, and 

Griffin (2011) assert that the capacity to foster intellectual engagement correlates with intrinsic 

motivation, thereby influencing students' aptitude for effective learning. A transformational 

leader adept at stimulating intellect encourages employees to conjecture, challenge prevailing 

norms, and promote problem-solving by fostering imagination, curiosity, and novel approaches 

to problem-solving (Shin & Zhou, 2003). Consequently, employees become more engrossed 

in their work, exhibiting heightened focus and discovering improved methodologies. 

Moreover, the challenges posed by transformational leaders serve to amplify energy levels, 

thereby prompting employees to explore and become enamored with diverse facets of their 

work environment. 

Leader’s Individualized Consideration and Intrinsic Motivation 

Individualized consideration (IC) represents a pivotal facet of transformational leadership, 

encompassing a developmental focus on employees and serving as a crucial strategy for leaders 

to facilitate their employees' success within the contemporary business landscape (Rafferty & 

Griffin, 2006). Bass (1985) posited that individualized consideration comprises two integral 

components: employee development and attentiveness to each individual. In terms of employee 

development, Bass (1985) emphasized the importance of offering guidance, monitoring 

developmental progress, and encouraging participation in advanced training programs. 

Conversely, individualized consideration entails a leader's attentiveness to the unique 

differences among employees and their efforts to motivate each individual accordingly (Bass, 

1985). Consequently, individualized consideration fosters employee interest, comprehension 

of their needs, enhancement of their skills, and provision of information and resources for their 

self-development. As a result, leaders exhibiting transformational leadership are poised to 

inspire employees, bolster their readiness, focus, and ultimately, their performance. 
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Theoretical Framework 

Transformational Leadership Theory 

Transformational leadership theory major deal is on how a leader can provide motivation to 

the followers to opt for the self-development and make them to work extra hard in order to 

come up with extra-ordinary performance (Chiamaka et al., 2020). The leaders implementing 

this approach rely on visioning, building trust, and fostering incubation. They exhibit four key 

behaviors which include following motifs of behavior in a leader, impression management 

(as_bitmaping role models), offering inspirational communication (as proposing a vivid 

vision), contention (as-provoking new ideas), and resurgence (as-attending to the discrete 

requirements of subordinates). It helps to achieve commitment, cooperation, and organisational 

development as a result of a top-down approach. Transformational leaders encourage 

employees to achieve personal and organizational visions by exposing and embracing work 

climates toward increased performance and les challenging changes (Saleem et al., 2024). 

Conceptual Framework 

 
Research Hypothesis 

H1: The individualized consideration from the supervisor / leader has a positive effect on 

employee performance. 

H2: Intellectual stimulation of a supervisor / leader has a positive impact on employee 

performance. 

Methodology 

The research philosophy for this study is positivism as the study aims to determine the effect 

of transformational leadership on the employee performance, systematically in Pakistan. 

Positivism fits well the research framework of the study due to the focus on the outward and 

quantifiable factors constituting the reality that is investigated scientifically (Younus & Zaidan, 

2022). It allows the researcher to combine quantity and quality in the attempt to gather data, 

compare and contrast them, and hypothesize and generalize. Thus, rather than report case-

specific experiences and sentiments, the study intends to apply a systematic approach to 

identifying the generalizable relationship between the practice of transformational leadership 

and practical impact on employee performance in the context of Pakistani organizations. The 

research design for this study is quantitative, cross-sectional and explanatory. A quantitative 

method is used to provide structured collection and analysis of numerical data, which provides 

credibility and reliability, when considering the correlation between transformational 

leadership and employee productivity (Karunarathna et al., 2024). The cross-sectional design 

enables the collection of data at a single point in time, giving a cross-sectional view of the 

situation in organizations in Pakistan. This type of research draws more attention toward cause 

and effect relationships and it is used to explain how exactly such leadership practices are 

prompting improvement in performance among employees. Self-administered questionnaires 

have been employed to obtain data from employees and leaders across several industries for 

hypothesis testing and conclusion making. 

These include professionals belonging to the FMCG industry and the corporate sector of 

Pakistan and include personnel such as executives, managers and employees. These 
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participants are chosen in order to obtain information on the connection between the level of 

transformational leadership behaviors and the performance rates of employees in intricate and 

rapid changing organizations. Sample size is the total respondents which we collected through 

google form. It was decided to select a sample of 300– 400 participants. For efficient sampling 

one must implement a probability sampling approach with a simple random technique for 

targeting our data samples (Rahman et al., 2022). The convenient data gathering method can 

be used by the investigator. Using the sample methodology approach, the survey methodology 

enables the investigator to determine a most suitable and authentic data, including those which 

are readily available. The study used a primary data collection technique of a structured 

questionnaire to be administered to employees and managers of FMCG and corporate 

organizations in Pakistan. This questionnaire used closed responses to assess variables such as 

transformational leadership and organizational employee performance. Traditional approach 

of random samples was adopted and participant were selected through a s random sampling 

method. 

Results and Findings 

The primary data was gathered from the employees and managers of the corporate 

organizations of Pakistan to obtain the views of different personnel at the various 

organizational hierarchal levels and from different departments in relation to the 

transformational leadership and its effects on the performance of employees. The results were 

analyzed to draw conclusions and make interpretations. The hypothetical model was analyzed 

using SPSS software on the basis of statistical analysis and the validity and reliability of the 

data was also checked. 

Descriptive Statistics 

Table 1. Descriptive Statistics 

Descriptive Statistics 

 N Minimum Maximum Mean Std. Deviation 

Gender 324 1 2 1.09 .290 

Age 324 1 4 1.98 .750 

Education 324 1 4 2.13 .872 

Designation 324 1 4 2.31 .983 

IC 324 1 5 3.52 1.232 

IS 324 1 5 3.58 1.198 

EP 324 1 5 3.67 1.173 

 

The demographic and the variables descriptive statistics are presented from the 324 

respondents in the study (see Table 1). The sample is made up of individuals with a mean 

gender value of 1.09 suggesting that the population contains a higher percentage of females as 

the scale is 1 = female and 2 = male. In terms of age, their ageing status is reflected by a mean 

of 1.98, which was interpreted as the major population is 26-35 years. The mean of education 

level has been estimated as 2.13 which indicates most of the participants have graduated. The 

mean of designation was 2.31 which revealed that most of the participants were on management 

levels. With respect to study variables, Individualized Considerations (IC), Intellectual 

Stimulation (IS) and Employee Performance (EF) all received above the average mean score 

of 3 which can be interpreted as a fairly positive evaluation or high agreement. The standard 

deviations of these variables are presented in the range of from 1.173 to 1.232, which suggests 

a rather moderate dispersion of participants’ responses. In sum, the results demonstrate that the 

participants enjoy solid variability and positive perceptions towards the assessed constructs. 
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Reliability Analysis 

Table 2. Reliability Analysis 

Reliability Statistics 

Cronbach's Alpha N of Items 

.969 5 

Reliability analysis estimates the level of internal consistency of a number of items that have 

been used to capture a specific construct (Kennedy, 2022). It assesses the items used in a scale 

are accurate and give consistent findings with the samples. Cronbach’s alpha refers to the 

interior stability of any scale with values displaying the internal consistencies of the items in 

the scale (Bergmann et al., 2022). The closer the value of Cronbach’s alpha to 1 then the scale 

is more reliable. The acceptable value of Cronbach’s alpha is more than 0.7. The reliability test 

for the study was established at 0.969 that confirmed high internal consistency (Table 2). The 

items applied in the scale have a high reliability and can reflect the same construct uniformly 

and accurately. The high alpha value indicate that the response is highly interrelated and the 

instrument appropriate for the purpose of the study, thus increase the reliability of the collected 

data. 

Regression Analysis 

Table 3. Model Summary 

Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .925 .856 .855 .4465 

According to Selvan & Balasundaram (2021), regression analysis is an analytical methodology 

employed to analyze the relationship between one or two independent variables and one 

dependent variable. The multiple regression is used to estimate the value of the dependent 

variable by the independent variables and to evaluate the strength and significance of these 

relationships. The regression model shows valid model fit value of the 0.925 with R value 

meaning high association between the independents and dependent variable. The above Table 

3 shows that changes made to the model involving the independent variables explain 85.6% of 

the variance in the measure of the dependent variable, as evident by an R-square value of 0.856. 

Closer to this value is a slightly lower adjusted R-square of 0.855 and it shows that the 

predictors are effectively explaining the variation while taking into consideration the model’s 

complexity. Therefore, the standard error of the estimate is 0.4465, the measure of the average 

amount of observation values departing from the predicted values. Altogether, the model is 

significant on the level of significance of 0.05 and accounts for a considerable amount of 

variability in the dependent variable. 

Table 4. ANOVA 

ANOVA 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 Regression 380.905 2 190.452 955.042 .000 

Residual 64.013 321 .199   

Total 444.918 323    

According to Chen et al. (2022), Analysis of variance (ANOVA) is a statistical technique used 

to decide the significant differences on overall means of various groups or to decide the overall 

significance of a regressive model. In relationship with regression, it investigates whether the 
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variability of the dependent variable is largely accounted by the independent combinations. 

The results are displayed as F-value testing the variance between the explanation and the 

unexplained portion of the data and the significance value which is also known as p-value. 

From the above ANOVA Table 4, it is evident that the regression model has a statistical 

significance. According to above calculation the regression sum of squares is 380.905 which 

represents the amount of variation that have been explained by independent variables and 

residual sum of squares is 64.013 showing the variation which is not explained by independent 

variables. Total variance of the model is 444.918. The mean square for degree of regression is 

with 2 degrees of freedom for regression and 321 for the residual the value is 190.452 The total 

F-value of 955.042 points to a good level of the explained to the unexplained variation. 

Analyzing the result, the sig. value is 0.000, which is less than the acceptable sig. level of 0.05, 

therefore, the independent variables influence the dependent variable. 

Table 5. Hypothesis Testing 

Model Beta t Sig. 

1 (Constant) .428 

.413 

.499 

5.445 .000 

IC 7.932 .000 

IS 9.316 .000 

The results obtained from hypothesis testing show different significance level of the predictors 

in the model (Table 5).  The analysis for IC bear a positive relationship with EP with beta value 

of 0.413 and p-value 0.000 (<0.05) thereby signifying that there is significant relationship 

between IC and EP. Hence H1 is accepted. Moreover, IS displays the strongest positive 

relationship with a beta of 0.499 and extremely significant p-value of 0.000 (p < 0.01) which 

shows that there is significant relationship between IS and EP. Hence H2 is accepted. 

Discussion 

The current study validating both hypotheses show that employee performance strongly 

improves because of transformational leadership styles especially when these styles embrace 

individualized consideration (H1) and intellectual stimulation (H2). Evidence supporting these 

conclusions originates from all previously analyzed scholarly studies. 

Individualized Consideration and Employee Performance 

The study validated to reinforce the importance of using individualized consideration as a vital 

method to boost employee performance levels. Bass (1985) specified that leader attention to 

employees' personal differences together with their commitment to creating development 

opportunities leads to successful IC. Leaders who adopt individualized consideration create 

spaces in which team members experience higher motivation to go beyond requirements as per 

findings of Ahmad et al. (2014). When leaders track individual employee requirements then 

give individualized assistance, they create an atmosphere of mutual respect and trust that 

improves organizational performance. According to Bass and Riggio (2006) transformational 

leaders motivate staff members through ongoing development practices and gifts that help 

unlock their strengths. Mathis & Jackson (2016) assessed that performance consists of workers' 

capability to meet organization-set goals for their duties. Through the IC approach leaders help 

their staff achieve peak performance at both an individual and team level (Andreani & Petrik, 

2016). Moreover, according to Rafferty & Griffin (2006) IC functions as a strategic leadership 

instrument enabling the development of employee preparedness along with concentrated 

efforts to achieve success in challenging work situations. A developmental view of IC 

demonstrates compatibility with Amabile's (1997) research about employee task immersion 

through personalized approaches which drives creativity and work productivity. 

Transformational leaders make sure employees reach their full performance potential when 

they focus on personal strengths and offer developmental resources. 
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Intellectual Stimulation and Employee Performance 

The analysis proves Intellectual Stimulation (IS) plays an essential role in shaping employee 

work performance. Under transformational leadership IS constitutes a base pillar for 

developing employees to challenge and rethink norms while finding innovative solutions (Bass, 

1990). Due to their intellectual engagement capabilities leaders who practice IS enable their 

employees to approach work with elevated focus and energy according to Shin and Zhou 

(2003). The resulting involvement develops staff abilities to solve problems creatively while 

simultaneously fuelling greater performance outcomes. Borman and Motowidlo’s (1993) 

model of work performance describes contextual performance as innovative behaviors 

accomplished through intellectual stimulating environments. Leaders who push their staff 

members past standard operational boundaries encourage the development of organizational 

citizenship behaviors described by Williams and Anderson (1991). IS generates beneficial 

workplace actions which create positive effects on personal and organizational performance 

levels. According to Robbins (2008) who is cited in Apriyanto and Satrio (2015) motivation 

stands as the fundamental force which determines how people act. Through the strategic use of 

IS leaders inspire employees to experience authentic interest in their work tasks. Bolkan, 

Goodboy, and Griffin (2011) researched data which established intellectual engagement 

directly impacts intrinsic motivation due to IS strengthening both employee commitment and 

creative capabilities. According to Amabile’s Componential Model of Creativity (1997) 

intrinsic motivation proves essential and IS enhances this aspect. Leaders who support 

employee initiative in exploring new approaches enable employees to discover multiple 

solutions leading to better organizational creativity together with increased productivity. A 

repeated cycle that includes both engagement plus innovation brings about continuous 

improvements in performance. 

Conclusion 

The study underscores the significant role of transformational leadership in enhancing 

employee performance, focusing on two pivotal aspects such as individualized consideration 

and intellectual stimulation. Results indicate leadership dimensions serve essential functions to 

create environments supporting both innovation and employee empowerment which leads to 

peak performance outcomes. Through individualized consideration leaders develop 

personalized support frameworks which help employees grow professionally alongside 

offering specialized development guidance. Strategic leadership methods built around 

individual needs develop trust and respect which leads employees to go above and beyond their 

tasks while supporting organizational strategic directions. When intellectual stimulation is 

applied employees learn to confront established rules then think analytically before adopting 

fresh solutions to problems. Leaders who practice intellectual stimulation push employees to 

think more deeply about their work duties enabling creativity and mechanical flexibility. Under 

these leadership model employees gain comfort and power to probe alternative viewpoints that 

strengthen organizational flexibility during shifting market situations leading to lasting 

organizational success. Studies demonstrate how individualized consideration unites with 

intellectual stimulation to develop an inspired productive workforce. Through personal 

attention to worker requirements combined with stimulating intellectual progress 

transformational leaders build organizations which support teamwork coexistence with 

innovative thinking and self-improvement. This approach improves individual job performance 

while simultaneously pushing organizational achievement by linking work effort between 

individual employees and strategic business goals. Leader practices which effectively develop 

their team and foster intellectual growth represent essential components according to this 

research. Leaders displaying these qualities fulfill their potential to increase employee 

motivation and creativity levels alongside fostering employee commitment thus building 

organizational strength and competitiveness. The validation of these hypotheses demonstrates 

why transformational leadership continues to be central to contemporary organizational 

success through its transformative impact on workforce behavior and achievement. The 

discovered insights generate important practical learnings for organizational leaders across all 
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levels. Organizational leaders who implement transformational practices of individualized 

consideration will boost their employee inspiration and motivation capabilities. Organizations 

that build an environment which supports transformational leadership achieve better employee 

satisfaction with corresponding improvements in productivity while delivering superior 

organizational performance. Organizations which invest in leadership development initiatives 

alongside employee-centered practices will use transformational leadership methods to gain 

lasting organizational performance outcomes. The research demonstrates how leadership 

practices focused on employee growth both intellectually and emotionally enable fundamental 

organizational change. Transformational leadership brings out its best results due to two core 

elements that promote innovation and high performance as well as worker development. 

Research findings confirm how leadership acts as a fundamental organizational success factor 

while establishing a solid base for both managerial studies about leadership development and 

employee performance improvement initiatives. 

Research Implications 

The research presents various implications which apply within both leadership practice and 

organizational management discipline. It highlights that how transformational leadership 

fundamentally drives employee performance through both customized attention and advanced 

mental cultivation of workers. Organizational success improves by investing in developmental 

programs that develop leadership capabilities with a focus on specific dimensions for leaders 

who understand individual employee requirements along with stimulating creative thinking 

and invention. The implementation of leadership results in better workplace engagement 

combined with team satisfaction and enhanced productivity levels which creates organizational 

success. Theoretical expansion of transformational leadership behavior-performance 

relationship insights creates new research opportunities across multiple organizational 

environments. For improved leadership understanding additional research should examine 

supplementary leadership aspects alongside employee motivation and organizational 

performance across different industries and cultural environments. 
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