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Abstract: Leadership is one key element that ensures an organisation’s success. Better 
transformational leadership is one proposed way to improve the learning and performance of any 
workforce. Therefore, this study aims to empirically analyse the relation between transformational 
leadership and employee performance as well as confirming the mediating role of employee learning.  
Data were taken from employees of different universities in the Hazara region; the above-mentioned 
variables were subject to correlation and mediation analysis. It was found that transformational 
leadership positively affects employee performance and employee learning positively affects 
employee performance mediating the relation between the previous two variables. This research can 
be used by professionals to improve their employees’ performance by tuning their leadership and 
learning policy. 
 
Keywords: Transformational leadership, employee performance, employee learning, educational 
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Introduction 
The need for highly qualified professionals is 
rising in Pakistan and abroad as the 2020s 
progress. Numerous governmental policies, as 
well as the situation around the world, are 
hurting the Pakistani economy (Sadiq et al., 
2021).  

In current difficult circumstances, there is 
an increasing demand for competent people 
who can bridge this gap. Opportunities and 
difficulties within Pakistan’s economy have 
arisen, necessitating a variety of talents and 
credentials from its citizens in order for them 
to properly contribute to the nation’s 
development (Safdar & Idrees, 2021). 

Leadership is one key element that 
ensures an organisation’s success. Senge 
(2017) asserts that leadership is a crucial 
component of an organisation employee’s 
effectiveness. Particular focus is placed on 

 
 

educational leadership, whereby those in 
educational institutions have a substantial and 
important role in determining the course of 
society.  

As a result, educational institutions 
require capable and competent leaders. 
Managing these organisations in the complex, 
worldwide context requires effective 
leadership (Bryman, 2013).  

Because of the shift in workplace norms 
brought about by technological advancement, 
there is a need for highly competent workers 
who can accept and effect real change 
(Warraich & Ameen, 2011). The workforce of 
today is preoccupied with finding competent, 
skilled workers who can adjust to the demands 
of the workplace. A peculiar circumstance, 
nevertheless, is that graduates of universities 
and colleges are regrettably unfamiliar with 
such a scenario. As a result, they are not able to 
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 to the requirements of their team members 
(Bass, 1985). By altering employees’ attitudes, 
beliefs, and values, they also inspire them to 
perform above and beyond expectations 
(Maheshwari & Vohra, 2015).  

Performance of the employee is measured 
by both the employee’s actions and inactions. 
Employee performance (EP) includes the 
amount and quality of production, presence at 
work, helpfulness and flexibility, and output 
timeliness.  

The findings of Yang (2008) on 
individual performance indicated that it is 
impossible to verify an employee’s 
performance. He also claims that if employee 
success is apparent, firms can use explicit 
incentives and awards based on each 
individual’s performance (Yang, 2008).  

Similarly, Bishop (1987) looked into 
employee performance and found that 
employee performance is discriminated against 
based on acknowledgement and incentive of 
performance. The success of an organisation’s 
performance and its incentive management 
system has a significant impact on staff morale 
and performance (Cherian & Jacob, 2012). 

Task performance and contextual 
performance are the two fundamental 
components of employee performance 
(Christian et al., 2011). Task completion is 
concerned with the steps taken to complete a 
task and provide the desired result. 

Contextual performance describes why 
employees are successful at what they do, 
which is supported by their own behaviour and 
the social and physical environment of the 
workplace. Task completion includes job-
specific duties such as essential duties. Kaydos 
(2020) found a greater correlation between 
cognitive capacity and occupational success. 

Linking, extending and refining facts, 
information, knowledge and wisdom is the 
process of learning (Jonassen, 2013). As the 

 
 
 
 

adapt what they have learned in the classroom 
to actual workplace settings. 

The dependent variable, employee job 
performance, is meant to be highly correlated 
with transformational leadership, which is 
represented as the independent variable. This 
leadership approach is also seen to have a 
strong connection to employee learning (Sousa 
& Rocha, 2019). Employee learning (EL) is 
suggested to be the study’s mediator variable. 
Performance of employees and employee 
learning are positively correlated (Hameed & 
Waheed, 2011).  

The purpose of this study is to examine 
the impact of transformational leadership (TL) 
on academic staff performance and the 
production of graduates from Pakistani 
universities who are highly trained and 
competent to meet the needs of business.  

Leadership, as per Chemers (2014), is a 
process that motivates followers to meet 
objectives. Birasnav (2014) discovered that 
leadership has a significant impact on whether 
an organisation succeeds. Transformational 
leadership and transactional leadership are the 
two basic categories of leadership behaviours 
(Shields, 2011). 

This research will take into account the 
elements of transformational leadership style. 
The transformational leadership paradigm was 
first developed by Bass (1985). Charismatic 
leadership is another name for transformational 
leadership. Transformational leadership fosters 
an emotional bond between a leader and their 
employees, as per Bass and Avolio (1997). 

One of the most excellent leadership 
philosophies for motivating employees to 
engage in constructive in- and extracurricular 
activities is transformational leadership (TL) 
(Koze, 2001). TL, as previously said, assists 
employees to become more creative and 
imaginative, offer feedback, set high 
expectations of performance and pay attention 
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 mean that the transactions are necessarily fair. 
As per social exchange, how much we rate each 
social connection’s benefits and drawbacks 
determines how long we stay in it (Cropanzano 
& Mitchel, 2005). 

Expectations and cost-benefit analysis are 
essential components of the social exchange 
system. When comparing benefits and costs, 
people form a reference baseline, which is 
typically influenced by past experiences. 
Interactions at work might sometimes bring up 
expectations.  

There is an “anticipation of exchange” 
between leadership and workers in working 
environments. If an individual does not think 
their contributions are being valued by 
superiors, their performance may deteriorate. 

 
Transformational Leadership and Employee 
Performance 
One of the best leadership philosophies for 
motivating employees to engage in 
constructive in- and extracurricular activities is 
transformational leadership (Esa & Azam, 
2015). Transformational leaders, as previously 
said, assist employees become much more 
innovative and imaginative, offer input, set 
high expectations of performance, and pay 
attention to the requirements of their team 
members (Bass, 1985).  

Additionally, they “inspire employees to 
perform above and beyond expectations by 
changing employees’ mindsets, opinions, and 
goals” (Rafferty & Griffin, 2004). 
Transformational leaders can boost staff 
performance as a result. For instance, 
transformational leadership was found to 
positively correlate with team and 
organisational performance according to Judge 
and Piccolo’s meta-analysis from 2004. The 
same conclusion was reached by Piccolo and 
Colquitt (2006) that this leadership style 
improves employee performance. Therefore, 
H1 is proposed as: 

 
 
 

dependent variable, job-related learning 
encompasses all aspects that support the 
development of new skills, knowledge 
acquisition, and expansion of capacities and 
competences that enable employees to do their 
tasks more safely and effectively. 

Engestrom (2015) emphasised the 
importance of knowing the linkages since it 
leads to a synergistic fit between people and 
their surroundings, enabling “skilled 
performance”. As the structure of the 
profession evolves over time, the information, 
skills and competences that people possess 
may become inappropriate, inadequate or even 
outdated.  

As the culmination of analytical thinking, 
knowledge (Retnawali et al., 2015) enables 
people to have a better understanding of their 
professions as well as be aware of 
performance-enhancing strategies. For 
instance, learning may help one conceptualise 
their work and how it relates to other positions 
within the organisation better. Job-related 
learning encompasses the capacity to convert 
declarative information into procedural 
knowledge from a behavioural standpoint. 

Additionally, positive behavioural 
changes, including acquiring new abilities, are 
signs of learning connected to one’s 
profession. Employee learning is the process of 
enhancing employees’ knowledge and abilities 
connected to their jobs in order to progressively 
enhance performance (Noe et al., 2014). 
 

Supporting Theory 
The social exchange theory is applied in this 
study to support the relationship between the 
variables. According to this theory, people 
weigh the benefits and drawbacks of their 
social connections. If the risks outweigh the 
advantages, they will cut or break off the 
connection. Even if giving and receiving is a 
feature of most partnerships, this does not 
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H1: There is a direct and significant relation between transformational 
leadership and employee performance. 

 
Employee Learning and Employee 
Performance 
Employee learning may be beneficial for both 
the company and its employees in terms of 
enhancing their value to their organisation and 
their desirability in the local and global 
markets, according to Hameed and Waheed 
(2011). To draw in and retain the best staff, 
many businesses use employee learning and 
growth strategies. Employee performance and 
employee learning are connected. 

Employee learning is crucial for raising 
productivity and performance. Employee 

     

learning has advantages for both firms and 
people in terms of performance enhancement 
through the development of employees’ 
competencies and behaviours (Ibrahim et al., 
2017). The results that can be expected from 
employee learning are made evident by a 
positive working connection with the 
leadership. Based on the literature, it is evident 
that there are relationships between employee 
learning and employee performance (Elnaga & 
Imran, 2013). Therefore, H2 is proposed as: 

 
 H2: There is a direct and significant relation between employee learning 

and employee performance.  
 

Transformational Leadership and Employee 
Learning 
In order to promote employee learning, 
leadership is a crucial factor. Management 
must give guidance to maintain operations. 
Organisations now operate outside of their 
typical business models and frameworks due to 
the dynamic and chaotic business environment. 
Organisations are unable to “handle” these 
changes and management abilities fall short 
since organisations want all-encompassing 
approaches. Leadership encourages employees 
to explore and try new approaches to problem-
solving by guiding them out of their comfort 
zones (Ahmad & Tariq, 2017). 
 

As much as leadership may affect 
organisational values, it can also affect 
approaches to thinking, incentives and actions 
that help employees learning (Popper & 
Lipshitz, 2000). Transformational leadership is 
described as “leadership that lifts followers to 
greater degrees of purpose and morals”, 
whereas successful leadership “frees and 
empowers followers”, (Bass & Riggio, 2006). 
This implies helping followers develop skills 
and information so they may become 
autonomous in their thoughts and behaviour. 
Therefore, H3 is proposed as: 
 

H3: There is a direct relationship between transformational leadership and  
         employee learning. 
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Mediating Role of Employee Learning 
A variety of elements have an impact on the 
growth and development of organisations. 
Employee learning is essential for raising 
productivity and performance. In order to 
compete, this places businesses in the best 
positions possible. As a result, there is a 
noticeable difference between management 
that invests in employee training and 
management that does not invest (Nassazi, 
2013).  

Jyoti and Dev (2015) emphasised the 
importance of leaders ensuring that the 
knowledge and behaviours acquired during 
learning are applied in the workplace, 
sustained over time, and generalised to 
different situations.  

Different approaches to each follower 
suggest that leaders should develop several 

 

forms of communication with their team 
members at any given time. According to 
Vermeulen (2017), transformational leaders 
may significantly and positively influence how 
effectively their employees are taught new 
information and abilities. The development of 
human resources within organisations is 
directly influenced by the learning of 
professionals. Therefore, leaders may 
significantly improve their subordinates’ 
ability to share knowledge.  

In short, transformational leaders are 
critical in ensuring that their team members 
learn, since this enhances both individual 
performance and team effectiveness. 
Therefore, H4 is proposed as: 

 

H4: Employee learning plays a mediating role in the link between 
transformational leadership and employee performance. 

 
Theoretical Framework 
Based on the above given hypothesis we have the following framework. 

 

 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 

Figure 1: Theoretical framework 
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H1 : 
There is a direct and significant relation between transformational 
leadership and employee performance. 

H2 : 
There is a direct and significant relation between employee learning and 
employee performance. 

H3 : 
There is a direct relationship between transformational leadership and 
employee learning. 

H4 : 
Employee learning plays a mediating role in the link between 
transformational leadership and employee performance. 

 

 
Material and Methods 
The theoretical research framework and 
associated hypotheses have been developed 
using the literature to illustrate the connections 
amongst independent and dependent variables. 
This proposed framework is composed of one 
independent variable, “transformational 
leadership” and a dependent variable, 
“employee performance” as well as a 
mediating variable, “employee learning”. The 
framework and assumptions are described in 
detail below. 
 

Population 
In this research, the target population was the 
employees of universities in the Hazara region. 
From each university, a sample of 19% of the 
whole population was taken in accordance with 
the model presented by Krejcie and Morgan 
(1970). Proper Proportion sampling was 
implemented for equal representation. A total 
of 360 questionnaires were used of which 358 
were correctly filled, giving a response rate of 
99.4% (Table 1). 

Table 1: Population size and sampling size 

Universities Population Sample Size 

Hazara University 800 152 

Abbottabad University 343 65 

Haripur University 742 141 

Total 1885 358 

Krejcie and Morgan (1970) formula of sampling used in the sampling size. 
 

Instrumentation 
This study explains the effect of 
transformational leadership (TL) on employee 
performance (EP) amongst employees in 
educational institutes, with employee learning 
(EL) serving as a mediating factor. Due to the 
scarcity of existing literature on this specific 
area of research, this study employed an 

      
      

       
      

       
        

research, this study employed an empirical 
approach to elucidate the important 
characteristics. Whereas previous work on this 
topic is minimal, an empirical approach is 
much more successful than using anecdotal 
findings (Miah et al., 2017). The empirical 
study’s queries are detailed in the appendix.  
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Table 2: Variable scales 

Variable References 

Employee job performance Williams and Anderson (1991) 

Transformational leadership Carles et al. (2000) 

Employee learning  Coetzer (2007) 

 
Demographics 
  
 

Table 3: Frequency distribution of demographics 

Demographic Response Frequencies Percentages (%) 
Gender Male 233 65.9 

Female 125 34.1 
Age (Year) 20-30 215 60.6 

30-40 143 39.4 
Education BA/BSc/BS 209 58.8 

MS/PhD 149 41.2 
 

Analytical Approach 
After the data was collected it was analysed 
through the IBM SPSS version 26 software. 
Descriptive Statistics for the demographics 
were analysed. The reliability of each item in 
the questionnaire was checked using 
Chronbach’s alpha analysis. In order to 
determine whether a significant relation 
existed among the variables, correlation 
analysis was used. After the relation was 
established, linear regression analysis was used 
to check the magnitude of each relation. In 
order to check the mediator’s effect in the 

      
 

 

check the mediator’s effect in the relationship, 
Preacher and Hayes Macros were used. 
 

Results 
Reliability 
Chronbach’s alpha analysis was done for each 
variable to check their reliability. r to be 
reliable, a variable must have Chronbach’s 
alpha value of more than 0.6. (Hair et al., 2003) 
The analysis found that each of the variables 
was reliable and their reliability indices are 
given in Table 4.  

 
Table 4: Reliability analysis of scales 

Scale Items Chronbach Alpha 
TL 7 .800 
EL 4 .811 
EP 10 .870 
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 Correlation Analysis 
In order to check the existence of a significant 
relation among the variables, Pearson’s 
correlation analysis was used. In order to be 
positively connected the correlation coefficient 
must have a value greater than zero. This 
positive value implies a positive relation 

       
         

       
       

    
   

 

implies a positive relation whereas a negative 
value implies a negative relation. If the 
coefficient is equal to zero, it implies there is 
no relation among the variables. Table 5 lists 
the relationship between transformational 
leadership, employee learning, and employee 
performance. 

Table 5: Correlation between variables 

 TL EL EP 
 TL 1 .833** .746** 
 EL .833** 1 .874** 
 EP .746** .874** 1 

**. Correlation is significant at the 0.01 level (2-tailed) 

 Regression Analysis 
Pearson’s Correlation Analysis established that 
the connection among the variables was 
positive and significant. However, it did not 
give us the magnitude of each relation and how 

         
      

       
        

  
 

relation and how much effect one variable has 
on the other. In order to overcome this 
shortcoming, linear regression analysis was 
used to show how much change in one variable 
cause change in the other. 

 
Table 6: Relation between transformational leadership and employee performance 

  Employee Performance  

Predictor Β R2 T Significance 
TL 0.702 0.556 20.578 0.000 

 

The results of the linear regression 
analysis of TL and EP are shown in Table 6. 
Here TL is used as the independent variable 
while EP is the dependent variable. A p value 
of 0.000 shows the results are highly 
significant. R2 is equal to 0.556 which means 
that a 100% change in TL causes a 55.6% 
change in EP. This is in line with the first 
hypothesis, hence, the hypothesis is accepted. 

The results of the linear regression 
analysis of EL and EP are shown in Table 7. 
Here EL is used as the independent variable, 
while EP is the dependent variable. A p value 
of 0.000 shows the results are highly 
significant. R2 is equal to 0.763 which means 
that a 100% change in EL causes a 76.3% 
change in EP. This is in line with the second 
hypothesis, hence, the hypothesis is accepted. 

Table 7: Relation between employee learning and employee performance 

  Employee Performance  

Predictor Β R2 T Significance 

EL 0.839 0.763 33.024 0.000 
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Mediation Analysis 
In order to assess the mediation effect of EL on 
the relation between TL and EP, the process 
macros developed by Preacher and Hayes 
(2004) were used. This tool creates random 
samples from the given data and then checks 

       
       

     
         

      
 

then, checks each of these generated samples 
for mediating effect. This technique is known 
as the bootstrapping technique (Shrout & 
Bolger, 2002). Using Model 4, the function of 
EL in mediating TL and EP was examined. 

Table 8: Path analysis 

Effect Path B T P SE LLCI ULCI 

Direct Effect 
TL → EL .7022 20.5781 0.000 0.0341 0.6351 0.7693 

TL → EP .3692 12.3960 0.000 0.0298 0.3106 0.4278 
EL → EP .5461 17.2651 0.000 0.0316 0.4839 0.6084 

Indirect Effect TL → EP 0.3835 242.25 0.000 0.0524 0.2445 0.4449 
 

The Mediation analysis results are shown 
in Table 8. A p value of 0.000 across all the 
paths implies that the results are highly 
significant for each path. EL’s effect on EP is 
equal to 0.5461. While the direct effect of TL 
on EP is equal to 0.3692. This shows that TL 
causes a change of 36% in EP in the absence of 
EL.  

However, a look at the indirect effect of 
TL on EP gives a B value equal to 0.3835. This 
implies that in the presence of EL, the effect of 
TL on EP rises to 38%, implying that EL 
significantly mediates the relation between TL 
and EP. As a result, the third hypothesis of this 
research is also accepted. 
 

Discussions 
For colleges in Pakistan, it was discovered that 
there is a significant direct connection between 
transformative leadership and employee 
performance. The results of this study revealed 
that transformational university executives 
actively participate in employee training and 
development by imparting knowledge to their 
staff members and recent graduates. 
Transformational leaders exhibit leadership 
qualities, particularly in mental activation, 

      
     

      
      
        

        

where they question preconceived notions, take 
precautions, solicit feedback from followers, 
and encourage subordinates to be dedicated 
and equipped with cutting-edge methods so 
that graduates are competitive in the industry.  

These results share some parallels with a 
study by Hameed and Waheed (2011), which 
emphasised the need for employees to put the 
abilities and behaviours they had learned and 
honed throughout learning to work in order to 
increase job performance. Additionally, 
supporting the link between transformative 
leadership and employee learning is work by 
Vermuelen et al. (2017). They claim that 
managers might have a favourable impact on 
how effectively their staff members transmit 
knowledge.  
 

Conclusions 
This research confirms the work of previous 
researchers which have pointed to the relation 
between employee learning and employee 
performance. Employee learning is a tool 
which when properly used can be the 
instrument for development of employees and 
their capabilities. Employees with better skills 
and the ability to tackle new problems in their 
fields are able to transfer their skills to their 
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students, which translates to a better workforce 
in the future and development for the nation.  

Furthermore, employee performance 
assessment can be used as a tool to check 
whether employee learning is working in a 
specific workplace or not. As for 
transformational leadership, it helps the 
employees’ performance by giving them 
motivation and improving their workplace 
habits. Transformational leadership coupled 
with employee learning further improves 
employee performance as it translates to skills 
being transferred to workers in a better fashion 
as well as boosting their morale. And as 
previously discussed, when employees of 
educational institutes have a better skill set, so 
will the students who are learning from them. 
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