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ABSTRACT 
Transformational leadership is characterized by leaders who inspire, motivate, and intellectually 
stimulate their followers, fostering an environment where employees feel valued and empowered to 
achieve beyond expectations (Bass, 1985). Such leaders focus on four key components: idealized 
influence, inspirational motivation, intellectual stimulation, and individualized consideration. This study 
adopts a systematic literature review (SLR) approach to explore the relationship between 
transformational leadership and employee engagement, and how these factors contribute to 
organizational success in the digital age. The systematic review clearly demonstrates that 
transformational leadership significantly enhances employee engagement, which serves as a powerful 
driver of organizational success in the digital era. Organizations that prioritize the development of 
transformational leadership competencies are better equipped to navigate digital disruptions, foster 
innovation, and retain top talent. 
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ABSTRAK 
Kepemimpinan transformasional dicirikan oleh para pemimpin yang menginspirasi, memotivasi, dan 
menstimulasi para pengikutnya secara intelektual, membina lingkungan di mana para karyawan merasa 
dihargai dan diberdayakan untuk berprestasi melebihi ekspektasi (Bass, 1985). Para pemimpin seperti ini 
berfokus pada empat komponen utama: pengaruh yang diidealkan, motivasi yang menginspirasi, 
stimulasi intelektual, dan pertimbangan individual. Penelitian ini mengadopsi pendekatan tinjauan 
literatur sistematis (SLR) untuk mengeksplorasi hubungan antara kepemimpinan transformasional dan 
keterlibatan karyawan, dan bagaimana faktor-faktor ini berkontribusi terhadap kesuksesan organisasi di 
era digital. Tinjauan sistematis ini dengan jelas menunjukkan bahwa kepemimpinan transformasional 
secara signifikan meningkatkan keterlibatan karyawan, yang berfungsi sebagai pendorong kuat 
kesuksesan organisasi di era digital. Organisasi yang memprioritaskan pengembangan kompetensi 
kepemimpinan transformasional akan lebih siap dalam menghadapi disrupsi digital, mendorong inovasi, 
dan mempertahankan talenta terbaik. 
Kata kunci: Transformasional; Kepemimpinan dan Karyawan; Keterlibatan 

 
1. Introduction 

In today’s rapidly evolving digital era, organizations face unprecedented challenges 
stemming from technological disruptions, globalization, and changing workforce expectations. 
To navigate these complexities and maintain competitive advantage, organizations require 
more than just technological upgrades; they also need effective leadership and highly engaged 
employees. Among the various leadership styles studied, transformational leadership has 
emerged as particularly relevant in driving organizational success in the digital age (Bass & 
Riggio, 2006). 
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Transformational leadership is characterized by leaders who inspire, motivate, and 
intellectually stimulate their followers, fostering an environment where employees feel valued 
and empowered to achieve beyond expectations (Bass, 1985). Such leaders focus on four key 
components: idealized influence, inspirational motivation, intellectual stimulation, and 
individualized consideration. These elements collectively contribute to building trust, fostering 
creativity, and promoting organizational commitment (Northouse, 2018). In an era where 
constant change is the norm, transformational leaders help employees adapt by creating a 
shared vision and cultivating a culture of continuous learning. 

Closely linked to transformational leadership is the concept of employee 
engagement. Defined as the emotional and cognitive connection an employee has with their 
organization and work, employee engagement is a critical predictor of various organizational 
outcomes, including performance, innovation, customer satisfaction, and employee retention 
(Saks, 2006; Schaufeli & Bakker, 2004). Engaged employees are more likely to invest 
discretionary effort, demonstrate resilience in the face of challenges, and contribute 
proactively to organizational goals. In the digital age, where remote work and virtual 
collaboration are increasingly common, fostering engagement has become both more 
challenging and more essential. 

Research has consistently demonstrated that transformational leadership positively 
influences employee engagement. Leaders who practice transformational behaviors can meet 
employees' psychological needs for autonomy, competence, and relatedness, thereby 
enhancing their intrinsic motivation (Breevaart et al., 2014). Moreover, transformational 
leaders effectively manage the uncertainties associated with digital transformation by 
encouraging innovation, recognizing individual contributions, and maintaining a clear, inspiring 
vision (Buil et al., 2019). 

However, the digital context introduces new dynamics that affect the traditional 
relationship between leadership and engagement. The increasing reliance on technology-
mediated communication can dilute interpersonal connections if not carefully managed. 
Transformational leaders must, therefore, adapt their approaches to maintain personal 
influence and emotional resonance with employees across digital platforms (van der Voet, 
2014). Effective digital leadership requires leveraging technology not only for efficiency but 
also for building trust, fostering collaboration, and maintaining organizational culture. 

Furthermore, employee engagement serves as a crucial mediating mechanism linking 
transformational leadership to organizational outcomes. Engaged employees are better 
equipped to drive innovation, embrace change, and deliver exceptional performance—critical 
factors for organizational success in the digital landscape (Macey & Schneider, 2008). 
Therefore, understanding the interplay between transformational leadership and employee 
engagement provides valuable insights into how organizations can achieve sustainable success 
amid technological disruption. 

Despite the growing body of literature on leadership and engagement, there remains 
a gap in understanding how these dynamics operate specifically within digitally transforming 
organizations. Most existing studies have focused on traditional industries or pre-digital 
contexts, leaving an important avenue for contemporary research. This study aims to fill this 
gap by examining how transformational leadership influences employee engagement and, 
ultimately, organizational success in the digital age. 

By exploring this relationship, the study seeks to contribute to leadership theory and 
practice, offering empirical evidence and actionable recommendations for leaders navigating 
digital transformation. Ultimately, organizations that successfully harness transformational 
leadership and foster deep employee engagement will be better positioned to thrive in an 
increasingly volatile and uncertain environment. 
 



 
Suyatno dkk, (2025)                  MSEJ, 6(3) 2025: 2683-2688 

2685 

 
 
2. Method 

This study adopts a systematic literature review (SLR) approach to explore the 
relationship between transformational leadership and employee engagement, and how these 
factors contribute to organizational success in the digital age. A literature review method is 
suitable for synthesizing existing knowledge, identifying theoretical gaps, and offering new 
insights without conducting primary data collection (Snyder, 2019). By systematically analyzing 
relevant studies, this research aims to develop a comprehensive understanding of current 
trends and issues surrounding transformational leadership, employee engagement, and digital 
transformation within organizations. 

The literature search was conducted using reputable academic databases, including 
Scopus, Web of Science, ProQuest, Google Scholar, and EBSCOhost. These databases were 
selected to ensure comprehensive coverage of high-quality, peer-reviewed journal articles. 
The following keywords and Boolean operators were used to refine the search: 
• "Transformational leadership" AND "employee engagement" 
• "Transformational leadership" AND "organizational success" 
• "Employee engagement" AND "digital transformation" 
• "Leadership in the digital age" AND "employee motivation" 
• "Transformational leadership" AND "organizational change" 
 To maintain relevance, the search was limited to articles published between 2010 and 
2024. Only English-language, peer-reviewed journal articles, books, and reputable conference 
proceedings were considered. 
 
Inclusion and Exclusion Criteria 
 To ensure the quality and relevance of the review, the following inclusion criteria were 
applied: 
• Studies focused on transformational leadership and its impact on employee engagement. 
• Research examining the influence of leadership styles on organizational performance in 

digital contexts. 
• Empirical studies, theoretical papers, meta-analyses, and systematic reviews. 
• Studies published in peer-reviewed journals or recognized academic publishers. 
 
The exclusion criteria included: 
• Articles not available in full text. 
• Studies focusing exclusively on leadership styles other than transformational leadership 

(e.g., transactional or laissez-faire leadership) unless used for comparison. 
• Publications such as magazines, newspapers, blogs, and non-academic reports. 
 
Data Analysis and Synthesis 
 After initial screening, selected studies were subjected to qualitative thematic 
analysis. Themes and patterns were identified related to: 
• Core characteristics of transformational leadership. 
• The mechanisms through which transformational leadership affects employee engagement. 
• The role of employee engagement in driving organizational success. 
• The impact of digitalization on leadership practices and employee expectations. 

 
3. Result and Discussion 

Through the systematic literature review, 53 articles were initially identified based on 
the inclusion criteria. After removing duplicates and applying relevance screening, 35 studies 
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were selected for final analysis. These studies span multiple industries, including technology, 
healthcare, education, and finance, and they provide rich insights into the interplay among 
transformational leadership, employee engagement, and organizational success in the digital 
age. 

 
Key Findings: 
• Transformational leadership positively influences employee engagement across diverse 

organizational contexts (Breevaart et al., 2014; Buil et al., 2019). 
• Employee engagement mediates the relationship between transformational leadership 

and organizational performance, enhancing productivity, innovation, and employee 
retention (Macey & Schneider, 2008; Saks, 2006). 

• Digital transformation reshapes leadership and engagement dynamics, requiring leaders 
to leverage virtual communication skills, emotional intelligence, and adaptability 
(Cortellazzo, Bruni, & Zampieri, 2019). 

 These findings suggest that transformational leadership remains a critical driver of 
success, even as organizational structures and communication norms are redefined by 
digitalization. 
 
Discussion 
2.1 Transformational Leadership as a Catalyst for Engagement 

The reviewed literature consistently emphasizes that transformational leadership 
behaviors—such as articulating a compelling vision, providing intellectual stimulation, and 
offering individualized consideration—create a supportive environment that fosters high levels 
of employee engagement (Bass & Riggio, 2006). For instance, Breevaart et al. (2014) found 
that employees who perceived their supervisors as transformational reported significantly 
higher levels of daily engagement, even under challenging work conditions. 

In the digital age, where employees may feel isolated due to remote work and virtual 
teams, transformational leaders play a pivotal role in maintaining emotional connections. They 
do so by using digital tools not just for operational efficiency but also for reinforcing a shared 
vision, recognizing achievements, and encouraging innovation (van der Voet, 2014). By 
addressing both the rational and emotional needs of employees, transformational leaders can 
sustain high engagement even in decentralized, technology-mediated work environments. 

 
2.2 Employee Engagement as a Mediator of Organizational Success 

Employee engagement has been widely recognized as a critical determinant of 
organizational performance. Engaged employees demonstrate greater commitment, creativity, 
and resilience—all crucial traits for organizational adaptability and growth (Schaufeli & Bakker, 
2004). Saks (2006) argued that engagement mediates the relationship between leadership 
behaviors and outcomes such as reduced turnover, higher customer satisfaction, and 
improved financial performance. 

In the digital context, organizations that fail to engage employees risk reduced 
collaboration, innovation stagnation, and higher attrition rates. Buil et al. (2019) highlighted 
that transformational leadership, by satisfying employees’ intrinsic motivational needs, results 
in heightened engagement, which, in turn, leads to better individual and organizational 
performance outcomes. 

 
2.3 Transformational Leadership in the Digital Era 

Digital transformation introduces complexities that demand a rethinking of leadership 
practices. Leaders must now manage hybrid teams, ensure cybersecurity awareness, and 
cultivate digital literacy among employees, all while maintaining engagement (Cortellazzo et 



 
Suyatno dkk, (2025)                  MSEJ, 6(3) 2025: 2683-2688 

2687 

al., 2019). Transformational leaders adapt by developing new competencies such as digital 
communication mastery, virtual team leadership, and a heightened focus on emotional 
intelligence. 

Research indicates that leaders who leverage digital platforms to inspire, stimulate, 
and recognize their teams are more successful in maintaining high engagement (Contreras, 
Baykal, & Abid, 2020). Moreover, transformational leaders' openness to innovation 
encourages employees to embrace new technologies and agile work methodologies, which are 
essential for organizational survival in the digital age. 

 
2.4 Challenges and Considerations 

Despite the clear benefits, several challenges exist. First, not all leaders possess the 
intrinsic capabilities required for transformational leadership, and not all organizations invest 
adequately in leadership development. Second, digital communication, while powerful, can 
sometimes weaken relational depth compared to face-to-face interaction (Wang et al., 2020). 
Transformational leaders must, therefore, be intentional in their use of technology, ensuring 
that it enhances rather than replaces genuine human connection. 

Third, the evolving expectations of a digitally native workforce add pressure on leaders 
to continuously adapt their styles. Younger employees often expect transparency, rapid 
feedback, and empowerment—elements inherently aligned with transformational leadership 
but requiring continual reinforcement (Northouse, 2018). 

 
2.5 Integrative Model of Transformational Leadership, Engagement, and Success 
Synthesizing the findings, an integrative model emerges: 
• Transformational Leadership Behaviors (vision sharing, intellectual stimulation, 

individualized consideration) → 
• Enhanced Employee Engagement (emotional commitment, proactive behavior, resilience) 

→ 
• Organizational Success (innovation, adaptability, performance outcomes) in the digital age. 
 
4. Conclusion 

The systematic review clearly demonstrates that transformational leadership 
significantly enhances employee engagement, which serves as a powerful driver of 
organizational success in the digital era. Organizations that prioritize the development of 
transformational leadership competencies are better equipped to navigate digital disruptions, 
foster innovation, and retain top talent. 

Future research should consider longitudinal studies to examine how transformational 
leadership and engagement evolve over time in highly digitalized environments. Additionally, 
sector-specific studies could offer deeper insights into unique industry dynamics, given that 
digital transformation impacts industries differently. 
Leaders who master both the human and technological aspects of their roles will not only 
survive but thrive in the rapidly shifting landscape of the 21st century. 
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