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Abstract

Higher education institutions operate in increasingly complex environments characterized by
globalization, technological change, and rising demands for quality assurance, innovation, and
institutional effectiveness. In this context, transformational leadership and strategic management are
considered essential organizational mechanisms that may enhance institutional performance when
effectively integrated.

This study examined the relationships among transformational leadership, strategic
management, leadership—management synergy, and institutional outcomes in Philippine higher
education institutions. Specifically, it aimed to determine the extent of implementation of
transformational leadership and strategic management practices, examine their relationship with
leadership—management synergy, and assess their influence on organizational performance, employee
outcomes, and institutional outcomes.

The study employed a quantitative descriptive-correlational research design. Respondents
included academic leaders from selected campuses of Isabela State University, specifically Executive
Officers, Campus Administrators, Deans, and Program Chairs. Data were gathered using a structured
questionnaire adapted from validated leadership and management instruments. Statistical tools used
included weighted mean, Pearson correlation, and regression analyses to examine the relationships and
predictive effects among variables.

Findings revealed that transformational leadership and strategic management practices were
both highly implemented. The two variables were significantly and positively correlated and both
significantly predicted leadership—management synergy. Leadership—management synergy
significantly predicted organizational performance and was positively associated with employee
engagement, job satisfaction, and organizational commitment. Transformational leadership and
strategic management also significantly predicted institutional adaptability, innovation, and growth.
Strategic management showed stronger effects on innovation and institutional growth, while
transformational leadership exerted greater influence on adaptability.

The study concludes that transformational leadership and strategic management are
complementary drivers of leadership—management synergy and organizational effectiveness in higher
education institutions. Their integration contributes to improved organizational performance, employee
outcomes, and long-term institutional sustainability.

Keywords: transforrmational leadership, strategic management, leadership—management synergy,
organizational performance, higher education institutions
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1. Introduction
Background and Rationale

Higher education institutions (HEIs) operate in a dynamic and increasingly competitive
environment shaped by globalization, technological advancement, shifting student demographics,
and heightened expectations for quality assurance and accountability. These developments
require universities not only to provide quality education but also to remain adaptive, innovative,
and organizationally effective. In this context, leadership and management are critical
institutional functions that influence performance, employee outcomes, and long-term
sustainability.

Transformational leadership emphasizes vision, inspiration, intellectual stimulation, and
individualized consideration. In higher education settings, transformational leaders help build
commitment, foster innovation, and motivate organizational members toward shared institutional
goals. Strategic management, on the other hand, focuses on aligning institutional goals, resources,
and actions through systematic planning, implementation, and evaluation. It enables institutions
to respond to environmental demands and pursue long-term competitiveness.

Although transformational leadership and strategic management have both been recognized as
important drivers of organizational success, they are often studied independently. Limited studies
in the Philippine higher education context have explored how these two constructs interact and
how their integration contributes to leadership—management synergy, employee outcomes, and
institutional effectiveness. This gap is especially relevant in multi-campus universities such as
Isabela State University, where leadership coordination and strategic alignment are essential to
institutional performance.

Review of Related Literature

Transformational leadership has been widely associated with employee engagement,
organizational commitment, and innovation. Studies have shown that leaders who inspire and
support employees can strengthen motivation, trust, and shared purpose within institutions.
Strategic management has likewise been identified as essential to organizational effectiveness
because it supports planning, implementation, environmental scanning, and resource alignment.

Recent literature suggests that the integration of transformational leadership and strategic
management can create organizational synergy. In higher education institutions, such synergy
strengthens adaptability, institutional effectiveness, and long-term development. Employee
outcomes such as engagement, job satisfaction, and organizational commitment are also
influenced by leadership quality and the coherence of institutional systems. Similarly, innovation
and growth are supported when leadership vision is reinforced by strategic planning and
execution mechanisms.
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Statement of the Problem

This study examined how transformational leadership and strategic management, independently
and collectively, influence organizational performance in higher education institutions. It further
explored the mediating role of leadership—management synergy and assessed its relationship
with employee and institutional outcomes.

Specifically, it sought to answer the following questions:

1. What transformational leadership and strategic management practices are implemented
within the university?

2. How do transformational leadership and strategic management practices interact to create

leadership—management synergy?

What is the impact of leadership—management synergy on organizational performance?

4. How does leadership—management synergy correlate with employee engagement, job
satisfaction, and organizational commitment?

5. To what extent do transformational leadership and strategic management practices predict
institutional adaptability, innovation, and growth?

(98]

Objectives of the Study

This study aimed to examine the relationship between transformational leadership and strategic
management and determine how their integration contributes to leadership-management synergy
and organizational outcomes in higher education institutions.

Specifically, it aimed to:

1. determine the extent of implementation of transformational leadership and strategic
management practices;

2. examine the relationship of transformational leadership and strategic management with

leadership—management synergy;

assess the impact of leadership—management synergy on organizational performance;

4. determine the relationship between leadership—management synergy and employee
engagement, job satisfaction, and organizational commitment; and

5. evaluate the predictive effect of transformational leadership and strategic management on
institutional adaptability, innovation, and growth.

(98]

Hypothesis

The integration of transformational leadership and strategic management does not significantly
contribute to leadership—management synergy in higher education institutions.
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2. Materials and Methods

Research Design

This study employed a quantitative descriptive-correlational research design with causal-
comparative elements. The descriptive component was used to determine the level of
implementation of transformational leadership and strategic management practices. The
correlational component examined the relationships among transformational leadership, strategic
management, leadership—management synergy, employee outcomes, and institutional outcomes.
Regression analysis was also used to determine the predictive influence of the major variables on
organizational performance and institutional outcomes.

Participants

The respondents of the study were 172 academic leaders from selected campuses of Isabela State
University. These included Executive Officers, Campus Administrators, Deans, and Program
Chairs from the campuses of Echague, Cabagan, Cauayan, Ilagan, Angadanan, Jones, Roxas, San
Mariano, and San Mateo. Since the population was relatively manageable, the study used total
enumeration.

Instruments

Data were gathered using a structured questionnaire adapted from validated instruments and
relevant literature. The transformational leadership section was based on the Multifactor
Leadership Questionnaire (MLQ), while strategic management items were adapted from strategic
management frameworks. Additional items were included to measure leadership—management
synergy, employee engagement, job satisfaction, organizational commitment, organizational
performance, adaptability, innovation, and institutional growth. A 5-point Likert scale was used
to measure responses.

Procedure

Permission to conduct the study was secured from the University President and campus
administrators. After approval, the researcher distributed the questionnaires to the identified
respondents. Participation was voluntary and confidentiality was ensured. Completed
questionnaires were collected, checked, encoded, and prepared for statistical analysis.

Data Analysis

The data were analyzed using the Statistical Package for the Social Sciences (SPSS). The
following statistical tools were used:

Weighted Mean and Standard Deviation — to determine the level of implementation of
transformational leadership and strategic management practices;
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Pearson Product-Moment Correlation (Pearson r) — to determine the relationships
among transformational leadership, strategic management, leadership—management
synergy, and employee outcomes;
Multiple Regression Analysis — to determine the predictive influence of
transformational leadership and strategic management on leadership—management
synergy, adaptability, innovation, and institutional growth;
Simple Linear Regression — to determine the effect of leadership—management synergy
on organizational performance.
3. Results
Implementation of Transformational Leadership and Strategic Management Practices
The findings revealed that both transformational leadership and strategic management practices
were highly implemented in the university. Strategic management obtained an overall mean of
4.639, while transformational leadership obtained an overall mean of 4.600, both interpreted as
Very High. This indicates that respondents consistently perceived strong implementation of both
leadership and strategic governance practices in their institution.
For strategic management, the highest-rated indicator was the clear definition of short-term and
long-term goals, while the lowest-rated indicator was the communication of strategic plans
across organizational levels. For transformational leadership, ethical and professional role
modeling emerged as the highest-rated practice, while encouraging creativity and challenging
assumptions received the lowest mean, although still within the very high range.
Table 1
Descriptive Statistics on Transformational Leadership and Strategic Management Practices
Indicators Mean SD Interpretation Rank
Strategic Management Practices
Short-term and long-term goals are clearly defined and  4.75 0.436 Very High 1
measurable.
The institution establishes a clear vision and missionto  4.74 0.439 Very High 2
guide strategy.
The institution regularly monitors progress toward 4.69 0.501 Very High 3
strategic goals.
Employees are actively involved in implementing 4.69 0.501 Very High 3
strategic initiatives.
Resources are efficiently allocated to support strategy 4.68 0.482 Very High 4
implementation.
Strategic goals align with the institution’s overall 4.64 0.483 Very High 5
objectives.
Strategies are updated based on performance and 4.62 0.523 Very High 6
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environmental changes.

Leaders analyze external opportunities and threats to 4.62 0.498 Very High 6
inform decisions.

Internal strengths and weaknesses are systematically 4.55 0.499 Very High 7
assessed in planning.

Strategic plans are communicated effectively across all ~ 4.42 0.496 Very High 8
organizational levels.

Transformational Leadership Practices

My leader models ethical and professional behavior. 4.69 0.462 Very High 1
My leader supports my personal and professional 4.67 0.471 Very High 2
development.

My leader communicates a clear and inspiring vision 4.67 0.471 Very High 2
for the institution.

My leader treats me with individuality and respect. 4.65 0.548 Very High 3
My leader listens carefully to my concerns and needs. 4.63 0.496 Very High

My leader demonstrates confidence in achieving 4.60 0.491 Very High 5
institutional goals.

My leader recognizes and appreciates employee 4.55 0.499 Very High 6
contributions.

My leader expresses optimism about what we can 4.54 0.500 Very High 7

achieve together.

My leader encourages innovative thinking when 4.52  0.501 Very High 8
addressing problems.

My leader challenges assumptions and promotes 4.48 0.501 Very High 9
creative approaches.

Note. For Strategic Management Practices, the overall mean was 4.639 with a standard
deviation of 0.374, interpreted as Very High. For Transformational Leadership Practices, the
overall mean was 4.600 with a standard deviation of 0.388, interpreted as Very High

824
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Relationship Between Transformational Leadership, Strategic Management, and
Leadership—Management Synergy

Table 2
Correlation Matrix of Transformational Leadership, Strategic Management, and Leadership—
Management Synergy

Variables r P Interpretation ~ Decision
Transformational Leadership and 774 <.001 Strong Significant
Strategic Management positive

relationship
Transformational Leadership and 774 <.001 Strong Significant
Leadership—Management Synergy positive

relationship
Strategic Management and Leadership— 861  <.001 Very strong Significant
Management Synergy positive

relationship

Note. All correlations are significant at p < .001

Correlation analysis showed that transformational leadership and strategic management were
strongly and positively related (r = .774, p < .001). Transformational leadership was also
strongly associated with leadership—management synergy (r = .774, p < .001), while strategic
management demonstrated a very strong positive relationship with leadership—management
synergy (r =.861, p <.001).

Table 3
Multiple Regression Analysis of Transformational Leadership and Strategic Management as
Predictors of Leadership—Management Synergy

Predictor B SE B t p
Transformational Leadership 0.301 0.066 4.591 <.001
Strategic Management 0.757 0.068 11.136 <.001

Note. Dependent variable = Leadership—Management Synergy. R = .878, R?> = .770, adjusted R*> = .767,
F=279.700, p <.001. B = unstandardized coefficient; SE B = standard error of B.

Multiple regression analysis further revealed that both transformational leadership and strategic
management significantly predicted leadership-management synergy. The model was
statistically significant (R = .878, R? = .770, F = 279.700, p < .001), indicating that 77% of the
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variance in leadership—management synergy was explained by the two predictors. Strategic
management showed a stronger predictive effect (B = 0.757, p < .001) than transformational
leadership (B =0.301, p <.001).

Impact of Leadership—Management Synergy on Organizational Performance
Table 4

Simple Linear Regression Analysis of Leadership-Management Synergy as Predictor of
Organizational Performance

Dependent Predictor B SE B t D R? Decision
Variable

Organizational Leadership— 0.71 0.055 12978 <.00 501 Significant
Performance Management Synergy 4 1

Note. B = unstandardized coefficient; SE B = standard error of B. The model was significant at p < .001.

Simple linear regression analysis indicated that leadership—management synergy significantly
predicted organizational performance (B = 0.714, SE = 0.055, t = 12.978, p < .001). The model
explained 50.1% of the variance in organizational performance (R* = .501), suggesting that
stronger alignment between leadership and management contributes substantially to improved
organizational outcomes.

Relationship Between Leadership—-Management Synergy and Employee Outcomes

Table 5
Correlation of Leadership—Management Synergy with Employee Engagement, Job Satisfaction
and Organizational commitment

Variables r p Interpretation Decision
Leadership-Management Synergy 498"  <.001 Moderate positive Significant
and Employee Engagement relationship
Leadership-Management Synergy ~ .655°  <.001 Strong positive Significant
and Job Satisfaction relationship
Leadership-Management Synergy ~ .408"  <.001 Moderate positive Significant
and Organizational Commitment relationship

Note. “significant at p < .001.

Leadership—management synergy was positively and significantly associated with employee
engagement, job satisfaction, and organizational commitment. Specifically:
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Employee Engagement: r = .498, p < .001 (moderate positive relationship)
Job Satisfaction: r = .655, p <.001 (strong positive relationship)

Organizational Commitment: r = .408, p <.001 (moderate positive relationship)

Among the three employee outcomes, job satisfaction showed the strongest relationship with
leadership—management synergy.

Predictive Effect of Transformational Leadership and Strategic Management on
Institutional Outcomes

Regression analysis showed that transformational leadership and strategic management
significantly predicted institutional adaptability, innovation, and institutional growth.

Table 6

Multiple Regression Analysis of Transformational Leadership and Strategic Management as
Predictors of Institutional Adaptability, Innovation, and Institutional Growth

Model Outcome Regression Equation R R*  Adjusted B> F p
Variable
1 Institutional IA =1.347 + 0.389(TL) 5720 327 319 40.595  <.001

Adaptability  + 0.265(SM)

2 Innovation INN = 0.669 + 754 568 563 109.925 <.001
0.093(TL) + 0.732(SM)

3 Institutional  IG=0.872+0269(TL)  .668 .446 439 67.100  <.001
Growth +0.497(SM)

Note. TL = Transformational Leadership; SM = Strategic Management, 1A = Institutional Adaptability;
INN = Innovation; IG = Institutional Growth. All models were statistically significant at p < .001.

Institutional Adaptability
The model for adaptability was significant (R = .572, R? = .327, F = 40.595, p < .001). Both
transformational leadership (B = 0.389, p <.001) and strategic management (B = 0.265, p =.018)

significantly predicted adaptability, with transformational leadership showing a slightly stronger
effect.

Innovation

The innovation model showed the strongest explanatory power (R =.754, R* = .568, F = 109.925,
p < .001). Strategic management was a significant predictor (B = 0.732, p < .001), whereas
transformational leadership was not statistically significant (B = 0.093, p = .265). This suggests
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that innovation is more strongly influenced by structured planning systems and institutional
mechanisms than by leadership behavior alone.

Institutional Growth

The model for institutional growth was also significant (R = .668, R? = 446, F = 67.100, p
<.001). Both transformational leadership (B = 0.269, p = .006) and strategic management (B =
0.497, p < .001) significantly predicted institutional growth, with strategic management showing
the stronger effect.

Table 7
Regression Coefficients for Transformational Leadership and Strategic Management

Outcome Variable Predictor B SEB t p

828

Institutional Adaptability Intercept 1.347 0.339 3970 <.001
Transformational Leadership 0.389  0.108 3.625 <.001
Strategic Management 0.265 0.111 2392 018

Innovation Intercept 0.669 0.264 2530 .012
Transformational Leadership 0.093 0.083 1.118  .265
Strategic Management 0.732  0.088 8330 <.001

Institutional Growth Intercept 0.872 0307 2.840 .005
Transformational Leadership 0269 0.097 2.780 .006
Strategic Management 0.497 0.100 4970 <.001

Note. B = unstandardized regression coefficient; SE B = standard error of B.

Overall, the findings indicate that strategic management demonstrated a more consistent and
stronger predictive influence, particularly on innovation and growth, while transformational
leadership contributed more strongly to adaptability.

Implications for practice and policy

The findings have important implications for higher education leaders and policymakers.
Universities may benefit from leadership development programs that strengthen transformational
leadership competencies while also improving strategic planning and implementation capabilities.
Institutional policies should likewise promote leadership—management integration to ensure that
vision, planning, and execution are aligned across academic and administrative structures. For
policymakers and educational planners, the study highlights the importance of incorporating
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leadership and strategic management integration into quality assurance frameworks, governance
reforms, and institutional development initiatives.

Study limitations

This study was limited to academic leaders from selected campuses of Isabela State University;
therefore, the findings may not be generalizable to all higher education institutions. The study
also relied on self-reported data, which may be influenced by personal bias and perception.
Moreover, the cross-sectional nature of the design limits causal interpretation of the relationships
among the variables.

4. Discussion

The findings of the study demonstrate that both transformational leadership and strategic
management are highly implemented in higher education institutions and function as
complementary organizational mechanisms. The high ratings obtained by both constructs suggest
that university leaders are not only perceived as inspiring and supportive but also capable of
implementing structured planning and governance systems. This reflects the increasing
importance of combining visionary leadership with systematic institutional planning in higher
education.

The strong positive relationship between transformational leadership and strategic management
indicates that leadership and management are not isolated domains but are interconnected in
practice. Leaders who articulate vision, motivate employees, and model ethical behavior appear
more likely to support effective strategic planning and implementation. This relationship is
reinforced by the regression findings showing that both transformational leadership and strategic
management significantly contribute to leadership—management synergy.

Leadership—management synergy emerged as a major predictor of organizational performance,
indicating that the alignment of leadership and management functions is critical to institutional
effectiveness. When leaders and managers operate in a coordinated manner, institutions are
better positioned to align strategic goals with operational actions, thereby improving
organizational outcomes. This also explains the positive associations between leadership—
management synergy and employee engagement, job satisfaction, and organizational
commitment. Among these outcomes, job satisfaction was most strongly associated with synergy,
suggesting that employees respond favorably to institutions where leadership direction and
management systems are coherent and supportive.

The regression results further indicate that transformational leadership and strategic management
do not exert identical effects across all institutional outcomes. Transformational leadership
showed a stronger influence on adaptability, suggesting that leadership behaviors such as
motivation, responsiveness, and support for change are especially important when institutions
need to adjust to new demands. Strategic management, on the other hand, showed stronger and
more consistent effects on innovation and institutional growth, highlighting the importance of



Online ISSN: 3082-5121

Aloysian Interdisciplinary Journal https://journals.aloysianpublications.com
of Social Sciences, Education, and Allied Fields

“Q
ALOYSIAN

BuBLicaT ToNS

Volume 2 Issue 7 (2026)

structured systems, resource alignment, and implementation mechanisms in achieving broader
institutional development.

These findings suggest that organizational performance in higher education is best understood
not as the product of leadership alone or management alone, but of their integration. Universities
that strengthen both transformational leadership practices and strategic management systems are
more likely to enhance employee outcomes, organizational performance, adaptability, innovation,
and long-term growth.

5. Conclusion

The study concludes that transformational leadership and strategic management are highly
implemented and significantly related in higher education institutions. Their integration
contributes significantly to leadership-management synergy, which in turn enhances
organizational performance. Leadership—management synergy is also positively associated with
employee engagement, job satisfaction, and organizational commitment.

Furthermore, transformational leadership and strategic management significantly predict
institutional adaptability, innovation, and growth, although their effects vary depending on the
outcome. Transformational leadership contributes more strongly to adaptability, while strategic
management shows stronger and more consistent effects on innovation and institutional growth.

Overall, the findings affirm that transformational leadership and strategic management function
as complementary drivers of leadership—management synergy and organizational effectiveness.
Strengthening both leadership and strategic management practices may help higher education
institutions improve institutional performance, employee outcomes, innovation, and long-term
sustainability.

Recommendations for future research or implementation
Based on the findings of the study, the following are recommended:

1. Higher education institutions should strengthen both transformational leadership and
strategic management practices to enhance leadership—management synergy and institutional
effectiveness.

2. University administrators should improve the communication of strategic plans across all
organizational levels to ensure stronger alignment and implementation.

3. Leadership development programs should emphasize transformational leadership
competencies such as vision communication, employee development, and adaptability.

4. Strategic management systems should be reinforced to support innovation, resource
alignment, and institutional growth.

5. Future studies may include faculty and staff respondents, use longitudinal designs, or
explore other variables such as organizational culture and resource capacity to provide a
more comprehensive understanding of leadership—management synergy.



- ___________________________________________________/
Online ISSN: 3082-5121

% A|oysian Interdisciplinary Journal https:/ /journals.aloysianpublications.com
ALOVY‘S!IAN of Social Sciences, Education, and Allied Fields Volume 2 Issue 7 (2026)

BuBLicaT ToNS

References

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance,
and normative commitment to the organization. Journal of Occupational Psychology,
63(1), 1-18.

Altbach, P. G., & de Wit, H. (2018). Are we facing a fundamental challenge to higher
education internationalization?  International  Higher  Education, 93, 2-4.
https://doi.org/10.6017/ihe.0.93.10414

Atoum, Y. A., Alrawashedh, N., Almarashdah, M., Harahsheh, A., Zragat, O., Hussien, L., &
Alamad, T. (2024). The impact of strategic leadership on strategic performance in higher
education institutions: The mediating role of change management. Periodicals of
Engineering and Natural Sciences, 12(2), 315-330.

Avolio, B. J., & Gardner, W. L. (2005). Authentic leadership development: Getting to the root of
positive forms of leadership. The Leadership Quarterly, 16(3), 315-338.
https://doi.org/10.1016/j.leaqua.2005.03.001

Bass, B. M., & Avolio, B. J. (1994). Improving organizational effectiveness through
transformational leadership. Sage.

Bass, B. M., & Riggio, R. E. (2012). Transformational leadership (3rd ed.). Psychology Press.
Bryson, J. M. (2018). Strategic planning for public and nonprofit organizations. Wiley.

Burnes, B. (2004). Kurt Lewin and planned change. Journal of Management Studies, 41(6), 977—
1002. https://doi.org/10.1111/j.1467-6486.2004.00463.x

Cameron, K. S., & Quinn, R. E. (2006). Diagnosing and changing organizational culture: Based
on the competing values framework (Rev. ed.). Jossey-Bass.

Chughtai, M. S., Syed, F., Naseer, S., & Chinchilla, N. (2024). Role of adaptive leadership in
learning organizations to boost organizational innovations with change self-efficacy.
Current Psychology, 43(33), 27262-27281. https://doi.org/10.1007/s12144-023-04669-z

Cohen, L., Manion, L., & Morrison, K. (2018). Research methods in education (8th ed.).
Routledge. https://doi.org/10.4324/9781315456539

Corbo, J. C., Reinholz, D. L., Dancy, M. H., Deetz, S., & Finkelstein, N. (2016). Framework for
transforming departmental culture to support educational innovation. Physical Review
Physics Education Research, 12(1), 010113.

Creswell, J. W., & Creswell, J. D. (2023). Research design. Sage.



- ___________________________________________________/
Online ISSN: 3082-5121

% A|oysian Interdisciplinary Journal https:/ /journals.aloysianpublications.com
ALO'YSIAN of Social Sciences, Education, and Allied Fields Volume 2 Issue 7 (2026)

Q

BuBLicaT ToNS

Crossan, M. M., & Apaydin, M. (2010). A multi-dimensional framework of organizational
innovation: A systematic review of the literature. Journal of Management Studies, 47(6),
1154-1191. https://doi.org/10.1111/j.1467-6486.2009.00880.x

Damanpour, F. (1991). Organizational innovation: A meta-analysis of effects of determinants
and moderators. Academy of Management Journal, 34(3), 555-590.

David, F. R., & David, F. R. (2017). Strategic management: A competitive advantage approach,
concepts and cases. Cengage Learning.

Den Hartog, D. N., Boon, C., Verburg, R. M., & Croon, M. A. (2013). HRM, communication,
satisfaction, and perceived performance: A cross-level test. Journal of Management,
39(6), 1637-1665. https://doi.org/10.1177/0149206312440118

Eisenbeiss, S. A., van Knippenberg, D., & Boerner, S. (2014). Transformational leadership and
organizational innovation: Integrating self-determination theory. Journal of Applied
Psychology, 99(3), 494-506. https://doi.org/10.1037/a0035746

Fraenkel, J. R., Wallen, N. E., & Hyun, H. H. (2019). How to design and evaluate research in
education (10th ed.). McGraw-Hill Education.

Fullan, M. (2016). The new meaning of educational change. Teachers College Press.

Garcia-Morales, V. J., Jiménez-Barrionuevo, M. M., & Gutiérrez-Gutiérrez, L. (2021).
Transformational leadership and organizational performance: The role of knowledge and

organizational  learning.  Journal of Business Research, 124, 54-65.
https://doi.org/10.1016/j.jbusres.2020.06.028

Garzon-Lasso, F., et al. (2024). Full range leadership style and its effect on organizational
outcomes. PLOS ONE.

Gay, L. R., Mills, G. E., & Airasian, P. W. (2012). Educational research: Competencies for
analysis and applications (9th ed.). Pearson.

Habeeb, Y. O., & Eyupoglu, S. Z. (2024). Strategic planning, transformational leadership and
organizational performance: Driving forces for sustainability in higher education in
Nigeria. Sustainability, 16(11), 4348. https://doi.org/10.3390/sul6114348

Hitt, M. A., Ireland, R. D., & Hoskisson, R. E. (2016). Strategic management: Competitiveness
and globalization. Cengage Learning.

Huang, J. L., & Krasikova, D. V. (2019). Mindful leadership and employee collaboration: The
role of transformational leadership in team synergy. Journal of Leadership &
Organizational Studies, 26(1), 34—47. https://doi.org/10.1177/1548051818790024



- ___________________________________________________/
Online ISSN: 3082-5121

% A|oysian Interdisciplinary Journal https:/ /journals.aloysianpublications.com
ALOVY‘S!IAN of Social Sciences, Education, and Allied Fields Volume 2 Issue 7 (2026)

BuBLicaT ToNS

Judge, T. A., Thoresen, C. J., Bono, J. E., & Patton, G. K. (2001). The job satisfaction—job
performance relationship: A qualitative and quantitative review. Psychological Bulletin,
127(3), 376-407.

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at
work. Academy of Management Journal, 33(4), 692—-724.

Kezar, A. (2018). How colleges change: Understanding, leading, and enacting change. Routledge.
Kotter, J. P. (1996). Leading change. Harvard Business School Press.

Locke, E. A. (1976). The nature and causes of job satisfaction. In Handbook of industrial and
organizational psychology.

Meng, H. (2022). Analysis of the relationship between transformational leadership and
educational management in higher education based on deep learning. Computational
Intelligence and Neuroscience, 2022, 5287922.

Meyer, J. P., & Allen, N. J. (1997). Commitment in the workplace: Theory, research, and
application. Sage.

Northouse, P. G. (2025). Leadership: Theory and practice. Sage.
Rowe, W. G., & Guerrero, L. (2013). Cases in leadership. SAGE Publications.

Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of
Managerial Psychology, 21(7), 600-619.

Schaufeli, W. B., & Bakker, A. B. (2003). Utrecht Work Engagement Scale. https://www.uwes-
online.org

Scott, S. G., & Bruce, R. A. (1994). Determinants of innovative behavior in the workplace.
Academy of Management Journal, 37(3), 580—-607.

Spector, P. E. (1985). Measurement of human service staff satisfaction. American Journal of
Community Psychology, 13(6), 693—713.

Teece, D. J., Pisano, G., & Shuen, A. (1997). Dynamic capabilities and strategic management.
Strategic Management Journal, 18(7), 509-533.

Wang, G., Oh, L. S., Courtright, S. H., & Colbert, A. E. (2011). Transformational leadership and
performance: A meta-analytic review of 25 years of research. Group & Organization
Management, 36(2), 223-270.

Wang, H., Liao, J., & Zhan, X. (2020). Transformational leadership and employee innovative
behavior. Journal of Leadership & Organizational Studies, 27(1), 29-43.
https://doi.org/10.1177/1548051819847941



- ___________________________________________________/
Online ISSN: 3082-5121

% A|°ysian Interdisciplinary Journal https:/ /journals.aloysianpublications.com
ALO'Y:IAN of Social Sciences, Education, and Allied Fields Volume 2 Issue 7 (2026)

............

Weick, K. E., & Sutcliffe, K. M. (2007). Managing the unexpected: Resilient performance in an
age of uncertainty (2nd ed.). Jossey-Bass.

Yukl, G. (2013). Leadership in organizations (8th ed.). Pearson Education.

834




