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Leadership plays a crucial role in promoting organizational productivity and 
sustainability. There are several styles of leadership have been proposed 
and investigated, as well as their various impacts on different organizations. 
Therefore, this study aims to analyze the leadership styles in Indonesian settings 
and their associated outcomes through a bibliometric review. This study employs 
a qualitative approach. The entire data collecting and screening procedure in 
the Scopus database provided the foundation for the present study. A total of 
84 eligible papers from 2000 to 2023 are explored, and the scientific landscapes 
are further visualized using the VOSviewer. The results showed evidence 
that network visualization consists of 5 clusters: red, green, blue, yellow, and 
purple cluster. The first red cluster includes business strategy, innovation, 
organizational commitment, and organizational culture. Employee performance, 
job satisfaction, work environment, and work motivation are represented by 
the second cluster, which is identified to be green in color. In addition, the 
third blue cluster covers knowledge management, transactional leadership, 
and transformational leadership. Creativity and employee engagement are 
all part of the fourth yellow cluster. Finally, democratic leadership is included 
in the fifth purple cluster. The findings concluded that leadership styles (i.e., 
transformational, transactional and democratic leadership) positively contribute 
to the associated outcomes (i.e., employee performance, job satisfaction, 
organizational commitment, employee engagement, business strategy, and 
organizational innovation and creativity). In addition, mainly related to associated 
outcomes, the transformational leadership style is a more dominant influence 
than transactional and democratic in Indonesian settings. By demonstrating as 
role models, transformational leaders establish strong emotional connections 
with their employees to feel a sense of belonging, leading to increased 
dedication to go the extra mile.
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INTRODUCTION
All researchers and organizational development 

practitioners have acknowledged and overall agreed 
that leadership is essential (Denti and Hemlin, 2012) 
for any organization. Leadership generally plays a 
crucial role in increasing organizational innovation and 
creativity (Chaubey et al., 2019), shaping employees’ 
readiness to change (Metwally et al., 2019) and 
improving employees’ positive attitudes and behavior 
at workplace (Wang and Xu, 2019). Importantly, Bel 
(2010); Wei and Vasudevan (2022) noted that the 
different leadership styles adopted tend to have 
different impacts on employee innovation capability, 
which in turn affects organizational productivity 
(Amofa et al., 2016). Numerous studies have been 
conducted on leadership styles and their impacts for 
organizations to provide valuable insights. Abdullahi 
et al. (2020) showed that leadership styles (i.e., 
democratic and transformational leadership) positively 
predict the organizational citizenship behavior (OCB) of 
SME employees in Ghana; on the contrary, autocratic 
leadership has an insignificant effect. Furthermore, 
Limsila and Ogunlana (2008) acknowledged 
that leadership styles (i.e., transformational and 
transactional leadership) have a positive significant 
relationship with work performance and employees’ 
organisational commitment in construction projects in 
Thailand, while laissez-faire leadership has a negative 
significant effect. In several surveys of Indonesian 
companies in the banking sector, Sabran et al. 
(2022) found leadership styles (i.e., transformational 
and transactional leadership) that transactional 
leadership improves employee counterproductive 
work behavior, while transformational leadership 
reduces it. In addition, in the education sector, Fadillah 
et al. (2020) showed that both leadership styles (i.e., 
transformational and transactional) significantly 
influence teacher innovation capability. Also, Yunarsih 
et al. (2020), in the health sector, acknowledged that 
leadership styles (i.e., transactional, transformational, 
democratic, autocratic, bureaucratic and charismatic) 
increase hospital performance. Furthermore, 
Pawirosumarto et al. (2017), in the health sector, 
revealed that leadership style not only promotes 
job satisfaction but also significantly influences 
employee performance. Udin (2021) further found 
that leadership styles (i.e., transformational and 
transactional leadership) significantly enhance 
innovative work behavior and work engagement of 

employees in the stone milling industry. By looking, 
therefore, at the existing empirical pieces of evidence 
and because Indonesia is one of the largest countries 
in the world, which has uniqueness such as a large 
population (around 273.5 million), more than 1,340 
tribes, 718 languages and 6 religions (Databoks, 2023), 
finding the appropriate leadership style (Chen et al., 
2018) in every organization and even the country is 
very necessary, even though the term ‘appropriate 
leadership’ always changes over time (Kjellström 
et al., 2020). Thus, to fill the gaps, the research 
questions addressed explicitly in this study are as 
follows: (1) how is the implementation of leadership 
styles in Indonesian setting?, and (2) what is the most 
dominant leadership style applied in Indonesian 
setting? Therefore, this study provides some potential 
contributions to organizations, including (1) explaining 
the implementation of leadership styles in Indonesian 
setting, and (2) showing the most dominant leadership 
style applied in Indonesian context.

Literature review 
Leadership is defined as an individual’s ability to 

influence and inspire others to achieve organizational 
goals and effectiveness. Leadership, according to Gurr 
and Drysdale (2020), is the process of influencing 
and motivating the behaviors of others towards 
achievement. Consequently, leadership style refers to 
an aggregation of skills, traits, and behavior (Van Wart, 
2013) or a set of behavior patterns (Molero et al., 2014) 
of leaders to influence their subordinates for achieving 
efficiency and organizational goals (Ohemeng et al., 
2018). Leadership styles encompass a diverse range 
of concepts and practices related to how the leaders 
interact, lead and influence their followers within 
various organizational contexts. Leadership styles refer 
to the characteristic approaches and behaviors that 
leaders adopt when guiding their followers towards 
achieving common goals. Three major leadership 
styles, according to Lewin et al. in Fiaz et al. (2017), 
have been identified to drive organizations to be more 
profitable and productive: autocratic, democratic, and 
laissez-faire styles. 

Autocratic leadership style
Autocratic leadership, also known as authoritarian 

leadership (Briker et al., 2021), is a style of leadership 
characterized by a leader who has complete control 
and decision-making authority (Bass and Bass, 2009) 
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within organization. Autocratic leader holds all 
the power (Foels et al., 2000) and makes decisions 
without seeking input (Sauer, 2011) or consensus from 
others. They also rarely delegate decision-making to 
others and may not value the ideas of subordinates. 
Autocratic leaders prioritize obedience (Harms et al., 
2018), expecting strict adherence to rules. They may 
use rewards and punishments as a means of enforcing 
compliance. Autocratic leaders typically maintain a 
strict hierarchical structure with clear lines of authority 
(Khan et al., 2015). Power and information flow from 
the top to the bottom, and subordinates are expected to 
follow the established chain of command (Akor, 2014). 
Also, the communication flow in autocratic leadership is 
primarily one-way (Iqbal et al., 2015), with instructions 
coming from the leader to the subordinates. Feedback 
and input from subordinates are not actively valued. 
Thus, subordinates have limited autonomy and are 
expected to follow the leader’s directives without 
question, which in turn, provide little room for 
individual creativity within the organization. Autocratic 
leadership can be effective in certain situations, such 
as in crisis scenarios where quick decisions and clear 
direction are required. However, autocratic leadership 
has several drawbacks: (1) autocratic leadership can 
lead to low employee morale and motivation (De 
Hoogh et al., 2015). Subordinates may feel disengaged, 
as their opinions and contributions are not considered 
important; (2) autocratic leadership often creates a 
strong dependency on the leader’s decision-making 
abilities. If the leader is absent or unable to make 
timely decisions, it can slow down the organization 
and create bottlenecks (Sherf et al., 2019); and (3) 
autocratic leadership only provides the limited input 
from subordinates means regarding their new ideas and 
innovative approaches (Khudhair et al., 2022). This can 
hinder problem-solving and hinder the organization’s 
ability to adapt to changing circumstances.

Democratic leadership style
Democratic leadership, also known as participative 

leadership (Amanchukwu et al., 2015), is a style of 
leadership that involves active participation and 
decision-making involvement of subordinates. 
Democratic leader encourages collaboration, seeks 
input from others, and takes their opinions and 
suggestions into account (Miloloza, 2018) before 
making decisions. Democratic leaders foster open and 
transparent communication within the organization. 

They encourage subordinates to express their 
opinions, concerns, and suggestions. They actively 
listen to their feedback (Fiaz et al., 2017) and create 
an environment where everyone feels comfortable 
contributing to discussions. Democratic leadership 
promotes collaboration and teamwork (Jiang, 2014; 
Liggett, 2020). The leader facilitates and encourages 
cooperation among team members (Tajpour and 
Razavi, 2023), allowing them to work together to 
achieve common goals (Hilton et al., 2021; Moneva 
and Pedrano, 2019). This approach can enhance 
creativity, problem-solving, and overall team 
performance. Also, democratic leaders empower their 
team members by giving them a certain degree of 
autonomy and responsibility (Choi, 2007). They trust 
their abilities and provide opportunities for growth 
and development, which in turn, lead to increased 
job satisfaction (Dyczkowska and Dyczkowski, 2018; 
Munir and Iqbal, 2018) and motivation among team 
members. Democratic leadership has some benefits for 
organization, including: (1) democratic leadership can 
foster a positive work environment that encourages 
individuals to contribute their best efforts (Caillier, 
2020). When team members feel that their opinions 
are valued, and their voices are heard, they tend to be 
more engaged and motivated; (2) By involving team 
members in the decision-making process (Kotamena 
et al., 2020), democratic leaders tap into the diverse 
perspectives, ideas, and experiences of their team. 
This can lead to more creative and innovative solutions 
to problems. While democratic leadership has many 
advantages, it may not be suitable in all situations. 
In certain time-sensitive or crisis scenarios, a more 
directive leadership approach may be required for 
quick decision-making. Additionally, in some cases, 
the input from team members may not be feasible 
or appropriate, such as when dealing with highly 
technical matters or when specific expertise is needed. 
Therefore, leaders should be adaptable and consider 
the situation’s needs when determining the most 
effective leadership style to employ (Haryanto et al., 
2022).

Laissez-faire leadership style
Laissez-faire leadership, also known as hands-

off leadership (Dasborough and Scandura, 2022), 
is a style of leadership where the leader provides 
minimal guidance (Barnett, 2017), involvement, or 
direction to their subordinates. Laissez-faire leader 
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delegates authority and decision-making power to the 
subordinates and allows them to work independently 
(Breevaart and Zacher, 2019; Kehinde and Banjo, 2014) 
with little interference. Laissez-faire leaders fully trust 
their subordinates (Northouse, 2013; Puni et al., 2014) 
to take responsibility for their work and make decisions 
without constant supervision. The subordinates 
under laissez-faire leadership have a high level of 
autonomy and independence in their work (Iqbal 
et al., 2021). They are expected to be self-directed, 
motivated, and capable of managing their own tasks 
and responsibilities (Antonakis et al., 2004). Laissez-
faire leaders provide minimal rules. They may offer 
support when requested (Igbaekemen, 2014), but they 
do not enforce specific processes to monitor progress. 
Advantages of laissez-faire leadership include: (1) 
laissez-faire leadership allows team members to 
think freely and explore new ideas. This can stimulate 
creativity within the team; (2) laissez-faire leadership 
provides individuals with opportunities to develop 
their skills (Yang, 2015). It encourages them to take on 
challenges from their experiences. However, laissez-
faire leadership has some disadvantages include: (1) 
the absence of clear direction from the leader can 
lead to ambiguity regarding roles and expectations 
(Skogstad et al., 2007; Skogstad et al., 2015); (2) with 
minimal involvement from the leader, coordination 
among subordinates may suffer (Heyliger and 

Heyliger, 2014; Neuman and Baron, 2005). This can 
result in duplication of efforts or a lack of alignment 
with overall goals (Glambek et al., 2018; Skogstad 
et al., 2014). Thus, laissez-faire leadership can be 
effective in certain situations where subordinates are 
highly skilled, self-motivated, and capable of working 
independently. However, laissez-faire leadership may 
not be suitable in situations where clear direction or 
close supervision is necessary to achieve organizational 
objectives effectively. Avolio and Bass (1991) further 
proposed the Full Range model of Leadership (FRL) to 
briefly explain the leadership styles for organizational 
competitiveness. The FRL includes three different 
leadership styles: transformational, transactional, and 
laissez-faire leadership style.

Based on the FRL, as shown in Fig. 1, transformational 
leadership style has four components (i.e., individual 
consideration, intellectual stimulation, inspirational 
motivation, and idealized influence), transactional 
leadership has three components (i.e., passive 
management by exception, active management by 
exception, and contingent reward), and laissez-faire 
leadership style (Avolio and Bass, 1991). Laissez-faire 
is a hands-off leadership style in which employees 
are free to make all decisions. Although laissez-faire 
leadership leads to low organizational commitment 
(Silva and Mendis, 2017) and productivity, leaders 
with this type are able to work with self-motivated 

 
 
 

Fig. 1: The Full Range model of Leadership (FRL) 
   

Fig. 1: The Full Range model of Leadership (FRL)
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and highly-skilled employees (Zareen et al., 2015). 
However, transformational leaders refer to leaders 
who are proactive in influencing and raising employees’ 
awareness to pursue collective interests and larger 
organizational goals (Antonakis et al., 2003; Udin, 
2023). Transformational leaders seek to pay attention 
to and satisfy the high-level needs of employees and 
involve them in achieving organizational goals (Hoch 
et al., 2018; Udin et al., 2023). On the other hand, 
transactional leadership is built on a clear promise of 
recognition, structure of rewards, advancement and 
punishments for various levels of agreed performance 
between leaders and employees (Antonakis et al., 
2003). Transactional leadership values rewards (for 
high performance) and sanctions (for unsatisfactory 
performance) to deal with employees in attaining 
organizational goals (Jensen et al., 2019).

Transactional leadership style
Transactional leadership is a leadership style that 

focuses on the exchange of rewards and punishments 
(Abu Nasra and Arar, 2020; Bass and Avolio, 1990) 
between leaders and subordinates. Transactional 
leaders set clear expectations, establish performance 
goals, and use contingent rewards and punishments 
(Afsar et al., 2017) to motivate their subordinates (Klein, 
2023). Transactional leaders set specific goals and offer 
rewards (i.e., contingent rewards), such as recognition 
or bonuses, in exchange for meeting those goals. The 
contingent reward approach offers and establishes a 
transactional dynamic where subordinates work to 
achieve the desired outcomes in exchange for the 
promised rewards, both tangible and intangible (Dai 
et al., 2013). Failure to meet promised expectations, 
conversely, may result in punishments. Furthermore, 
transactional leaders do indeed utilize management 
by exception approach (Bass et al., 2003; Gemeda and 
Lee, 2020) to focus on significant deviations from the 
desired outcomes of day-to-day activities. They set 
specific goals and intervene for improvement, as well 
as allow their subordinates to exercise their problem-
solving abilities while ensuring alignment with 
predetermined expectations. They maintain the status 
quo (Qalati et al., 2022) and provide feedback, as well 
as establish a clear hierarchy within the organization 
(Kark et al., 2018). They provide clear guidelines and 
set clear expectations that enable subordinates to 
understand what is required of them (Abdelwahed 
et al., 2023). In addition, transactional leaders tend 

to limit independent thinking and creativity among 
subordinates. According to Riaz and Haider (2010), 
transactional leadership is more effective in certain 
situations where tasks are well-defined and clear 
direction. Transactional leaders further establish 
clear guidelines and procedures for achieving certain 
goals and maintaining greater productivity within the 
organization (Lan et al., 2019). However, it may not 
be as effective in situations that require a long-term 
vision. 

Transformational leadership style
Future organizations, which are likely to face 

complex and rapid changes, transformational 
leadership becomes even more challenging. 
Transformational leadership is a style of leadership 
that focuses on entrusting, aligning and inspiring 
subordinates (Bass and Avolio, 1990) to achieve 
exceptional performance for the greater good of 
organization as a whole. Therefore, transformational 
leaders challenge their subordinates to go beyond 
their self-interests and work towards a collective 
vision (Denhardt and Campbell, 2006; Dumdum et al., 
2013). They encourage and empower subordinates to 
develop their skills and capabilities, as well as foster 
a sense of ownership to the organization’s objectives. 
According to Bass and Avolio (1990), Bass and 
Riggio (2006), the key elements of transformational 
leadership include: (1) idealized influence, i.e., leaders 
serve as role models and admiration as well as earn 
the trust of their subordinates (Astuty and Udin, 
2020; Hosna et al., 2021; Sengphet et al., 2019). 
They demonstrate high ethical standards and exhibit 
consistency between their words and actions. By 
exemplifying the values and behaviors they expect 
from their subordinates, transformational leaders 
influence their followers to adopt similar principles 
(Le and Le, 2021); (2) inspirational motivation, i.e., 
leaders provide a compelling vision that inspires 
their subordinates. They communicate their vision 
in a way that generates enthusiasm, excitement, 
and a sense of purpose among their team members. 
By effectively articulating the organization’s goals 
and values, transformational leaders rally their 
subordinates around a common cause (Boamah and 
Tremblay, 2019); (3) individualized consideration, 
i.e., leaders demonstrate genuine concern for the 
aspirations and development of their subordinates. 
They recognize and appreciate individual strengths 
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and weaknesses and provide mentorship to help their 
subordinates grow. They establish a personalized 
connection with each subordinates, fostering a 
supportive and empowering environment (Hilton et 
al., 2023); (4) intellectual stimulation, i.e., leaders 
encourage creativity, innovation (Alzoraiki et al., 2018), 
and critical thinking among their subordinates. They 
challenge the status quo, encourage problem-solving, 
and invite subordinates to question assumptions and 
explore new possibilities (García-Morales et al., 2012). 
By fostering an intellectually stimulating environment, 
transformational leaders inspire followers to think 
outside the box and approach challenges from 
different perspectives. Transformational leadership 
has several positive effects on organizations, groups 
and individuals. Transformational leaders lead to 
increased motivation, satisfaction, and commitment 
among employees (Eliyana et al., 2019; Rita et al., 
2018), resulting in higher levels of performance and 
productivity (Hoch et al., 2018). Transformational 
leaders also foster a sense of empowerment and 
personal growth, enabling employees to reach their 
full potential. According to Bass (2000), over the past 
century, the study of leadership style has advanced, 
especially in developing countries and by considering 
different cultural influences (Hofstede, 2011; House et 
al., 2004). Therefore, the impact of leadership style on 
organizational outcomes is challenging and requires 
more dynamic leadership to ensure organizational 
success today and in the future (Mgbere, 2009). 
In addition, the effective leadership style is able 
to inspire, generate admiration, and empower 
employees to commit and take high risks to achieve 
better performance in the organization (Ohemeng et 
al., 2018; Wright et al., 2012). Thus, to fill the gaps, 
the research questions addressed explicitly in this 
study are as follows: (1) how is the implementation 
of leadership styles in Indonesian setting?, and (2) 
what is the most dominant leadership style applied in 
Indonesian setting? The current study has been carried 
out in Indonesia in 2023.

METHODOLOGY
This study employs a qualitative approach to 

explore the leadership styles in Indonesian settings and 
their associated outcomes. The entire data collecting 
and screening procedure in the Scopus database 
provided the foundation for the present study. In the 
analysis, several steps, as shown in Fig. 2, have been 

taken by entering the keywords, including:
1.	 1st step: title-abs-key (leadership and 

styles and in and indonesia), and the result shows 
219 documents.

2.	 2nd step: title-abs-key (leadership and styles 
and in and indonesia) and (exclude (pubyear, 1998) or 
exclude (pubyear, 1980) or exclude (pubyear, 1978), 
and the result shows 216 documents.

3.	 3rd step: title-abs-key (leadership and styles 
and in and indonesia) and (exclude (pubyear, 1998) 
or exclude (pubyear, 1980) or exclude (pubyear, 1978) 
and (limit-to (doctype, “ar”) or limit-to (doctype, “cp”) 
and (limit-to (exactkeyword, “leadership style”) or 
limit-to (exactkeyword, “indonesia”), and the result 
shows 84 documents. 

In summary, a total of 84 eligible papers from 2000 
to 2023 are explored utilizing the Scopus database. 
The scientific landscapes of this study are further 
visualized using the VOSviewer. The VOSviewer 
software is selected to facilitate data visualization. 
Also, this software is free and available for bibliometric 
mapping, which is very useful for displaying large 
scientific maps in an easy-to-understand way (Van 
Eck and Waltman, 2010), with a high-quality of visual 
representation (Sinkovics, 2016). Several potential 
contributions of bibliometric analysis using VOSviewer 
include: (1) identifying key research areas within 
their domain via publication patterns and co-citation 
networks, to inform strategic decision-making and 
research prioritization, (2) mapping collaboration 
networks among researchers or institutions by 
analyzing co-authorship networks to identify potential 
collaborators, and (3) assessing research impact, 
such as citation counts, to evaluate the influential 
publications, authors, or institutions.

RESULTS AND DISCUSSION 
Detailed explanations of the results of the 

bibliometric review using VOSviewer are performed in 
the following visualization. 

Over the period of 20 years, 84 publications in all 
were published, as shown in Fig. 3, indicating that no 
paper publications between 2000 and 2010. With only 
one document, the number of publishing began in 
2011. A further increase of four papers in publications 
was seen in 2015, and this growth continues until 
2020. Furthermore, in 2020 and 2021, respectively, 
there was the highest number of publications.

Table 1 lists the top ten authors with at least 
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two publications on leadership styles research, 
representing the most productive and influential 
authors. Ekowati, Purwanto, and Udin, respectively, 
each of them contributed with 4 publications, followed 
by Fakhri, Irawanto, Pawirosumarto, and Supriyanto 
with 3 publications. In addition, Arifin, Arli, and 
Bernarto, respectively, devote 3 publications.

Table 2 and Figs. 4, 5 and 6 show evidence that 

network visualization consists of 5 clusters: red, green, 
blue, yellow, and purple cluster. The first red cluster 
includes business strategy, innovation, organizational 
commitment, and organizational culture. Employee 
performance, job satisfaction, work environment, and 
work motivation are represented by the second cluster, 
which is identified to be green in color. In addition, the 
third blue cluster covers knowledge management, 

1.  
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transactional leadership, and transformational 
leadership. Creativity and employee engagement are 
all part of the fourth yellow cluster. Finally, democratic 
leadership is included in the fifth purple cluster.

The appeal of transformational, transactional and 
democratic leadership styles and their impacts

Transformational leadership focuses on inspiring 
and motivating employees to achieve their full 
potential and surpass their own expectations 
(Antonakis and House, 2014; Avolio and Bass, 1991). 
Transformational leaders influence job satisfaction, 
organizational commitment, and employee 
performance by inspiring and empowering them 
to create a positive work environment and foster 

a shared sense of vision. By demonstrating as role 
models, transformational leaders establish strong 
emotional connections with their employees to feel 
a sense of belonging, leading to increased dedication 
to go the extra mile. Effective transformational 
leaders in Indonesian settings should place a strong 
emphasis on interpersonal relationships and respect 
for authority. By building strong relationships, 
trust, and respect for employees, transformational 
leaders could inspire them to generate positive 
organizational outcomes. Transactional leadership, 
in contrast to transformational leadership, focuses 
more on maintaining the status quo and achieving 
predetermined goals through reward systems and 
punishments (Antonakis and House, 2014). Therefore, 

Table 1: Most productive and influential authors 
 

No.  Authors  Amount of paper 
1  Ekowati  4
2  Purwanto  4
3  Udin  4
4  Fakhri  3
5  Irawanto  3
6  Pawirosumarto  3
7  Supriyanto  3
8  Arifin  2
9  Arli  2
10  Bernarto  2

 
   

Table 1: Most productive and influential authors

Table 2: Cluster of constructs 
 

Cluster  Color  Items Constructs

Cluster 1  Red  4 items 

Business strategy
Innovation
Organizational commitment 
Organizational culture 

Cluster 2  Green  4 items 

Employee performance 
Job satisfaction
Work environment
Work motivation

Cluster 3  Blue  3 items 
Knowledge management 
Transactional leadership 
Transformational leadership 

Cluster 4  Yellow  2 items  Creativity
Employee engagement 

Cluster 5  Purple  1 items Democratic leadership 
 

Table 2: Cluster of constructs
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transactional leaders typically establish clear 
expectations for their employees. Also, transactional 
leaders place emphasis on task accomplishment and 
performance targets (Aboramadan and Kundi, 2020). 
By providing specific targets and outlining the desired 
outcomes, transactional leaders create a framework 
that guides employees’ efforts to increase their 

creativity and innovative performance. Transactional 
leaders in Indonesia should clearly communicate 
performance expectations, targets and goals to their 
employees. By providing clear and specific instructions, 
it may help employees to understand what is expected 
of them and what rewards they can achieve through 
their performance criteria. Also, there is a strong 

 
 
 

Fig. 4: Network visualization of keywords cluster 
   

Fig. 4: Network visualization of keywords cluster

 
 
 

Fig. 5: Overlay visualization 
   

Fig. 5: Overlay visualization
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respect for hierarchy and authority in Indonesian 
culture. Therefore, transactional leaders need to assert 
their authority while maintaining a supportive attitude 
in order to manage their employees effectively. 
Democratic leadership, also known as participative 
leadership, commits to involving employees in decision-
making processes (Woods, 2021) and actively seeking 
their input and feedback. By engaging employees in 
strategic discussions, democratic leaders tap into this 
knowledge and expertise, enabling the development 
of more accurate and effective business strategies. 
Employees also develop a deeper understanding of the 
strategic objectives and are more likely to be committed 
to their successful implementation (Tajpour et al., 
2023). In addition, democratic leaders encourage open 
and transparent communication channels to facilitate 
the exchange of ideas and diverse perspectives. When 
employees feel comfortable expressing their opinions, 
they are more likely to be productive and proactive 
in the success of the organization (Hilton et al., 2021; 
Sutiyatno, 2022; Udin, 2023).

CONCLUSION 
This research concluded that leadership styles 

(i.e., transformational, transactional and democratic 
leadership) positively contribute to the associated 

outcomes (i.e., employee performance, job 
satisfaction, organizational commitment, employee 
engagement, business strategy, and organizational 
innovation and creativity). In addition, mainly related 
to associated outcomes, transformational leadership 
style is a more dominant influence than transactional 
and democratic in Indonesian settings. Therefore, 
transformational leadership becomes one of the most 
effective leadership styles for creating high-performing 
and successful organizations. Transformational leaders 
engage and empower employees by involving them 
in the decision-making process and valuing them to 
promote higher employee satisfaction, commitment, 
loyalty, and performance. The findings of this study 
can potentially be generalized to similar countries 
or contexts with specific considerations: (1) cultural 
similarities, for instance, the countries in Southeast 
Asia such as Malaysia, Thailand, or the Philippines 
that have historical and cultural ties with Indonesia, 
(2) similarities in economic development, income 
levels, and education. This study only uses the Scopus 
database as the primary source being analyzed 
regarding the leadership styles research in Indonesian 
settings. This, of course, leads to the study limitation 
that needs to be reported. Thus, it is possible for future 
research to expand the secondary sources, such as 
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Web of Science (WoS) and Google Scholar databases. 

AUTHOR CONTRIBUTIONS
U. Udin has performed the writing of the original 

draft, investigation, methodology, and supervision.

ACKNOWLEDGEMENT
The author would like to thank the encouraging 

words and comments from all the editors and 
reviewers who have provided valuable contributions 
to this manuscript.

CONFLICT OF INTEREST
The author declared no conflict of interest 

concerning this research work. Also, the author has 
checked all the ethical affairs comprising duplicates, 
misconduct, data making, informed consent, and 
plagiarism.

OPEN ACCESS
©2023 The author(s). This article is licensed under 

a Creative Commons Attribution 4.0 International 
License, which permits use, sharing, adaptation, 
distribution and reproduction in any medium or 
format, as long as you give appropriate credit to the 
original author(s) and the source, provide a link to the 
Creative Commons license, and indicate if changes 
were made. The images or other third-party material 
in this article are included in the article’s Creative 
Commons license, unless indicated otherwise in a 
credit line to the material. If material is not included 
in the article’s Creative Commons license and your 
intended use is not permitted by statutory regulation 
or exceeds the permitted use, you will need to obtain 
permission directly from the copyright holder. To view 
a copy of this license, visit: http://creativecommons.
org/licenses/by/4.0/

PUBLISHER’S NOTE
IJHCUM Publisher remains neutral with regard to 

jurisdictional claims in published maps and institutional 
affiliations

ABBREVIATIONS
FRL Full Range model of Leadership
WOS Web of Science

REFERENCES
Abdelwahed, N.A.A.; Soomro, B.A.; Shah, N., (2023). Predicting 

employee performance through transactional leadership and 
entrepreneur’s passion among the employees of Pakistan. Asia 
Pacific Manage. Rev., 28(1): 60-68 (9 pages).

Abdullahi, A.Z.; Anarfo, E.B.; Anyigba, H., (2020). The impact of 
leadership style on organizational citizenship behavior: does 
leaders’ emotional intelligence play a moderating role? J. 
Manage. Dev., 39(9/10): 963-987 (25 pages).

Aboramadan, M.; Kundi, Y.M., (2020). Does transformational 
leadership better predict work-related outcomes than 
transactional leadership in the NPO context? Evidence from 
Italy. Voluntas: Int. J. Voluntary Nonprofit Org., 31(6): 1254-1267 
(14 pages).

Abu Nasra, M.; Arar, K., (2020). Leadership style and teacher 
performance: Mediating role of occupational perception. Int. J. 
Educ. Manage., 34(1): 186-202 (17 pages).

Afsar, B.; Badir, Y.F.; Saeed, B.B.; Hafeez, S., (2017). Transformational 
and transactional leadership and employee’s entrepreneurial 
behavior in knowledge–intensive industries. Int. J. Hum. Resour. 
Manage., 28(2): 307-332 (26 pages). 

Akor, P.U., (2014). Influence of autocratic leadership style on the 
job performance of academic librarians in Benue State. J. Educ. 
Social Res., 4(7): 148-152 (5 pages).

Alzoraiki, M.; Rahman, O.B.A.; Mutalib, M.A., (2018). The effect of 
the dimensions of transformational leadership on the teachers’ 
performance in the Yemeni public schools. Eur. Sci. J., 14(25): 
322-334 (13 pages). 

Amanchukwu, R.N.; Stanley, G.J.; Ololube, N.P., (2015). A review of 
leadership theories, principles and styles and their relevance to 
educational management. Manage., 5(1): 6-14 (9 pages). 

Amofa, A.K.; Okronipa, G.; Boateng, K., (2016). Leadership styles 
and organizational productivity: A case study of Ghana cement 
limited. Eur. J. Bus. Manage., 8(2): 131-143 (13 pages).

Antonakis, J.; Avolio, B.J.; Sivasubramaniam, N., (2003). Context 
and leadership: An examination of the nine-factor full-
range leadership theory using the multifactor leadership 
questionnaire. Leadersh. Q., 14(3): 261-295 (35 pages). 

Antonakis, J.; House, R.J., (2014). Instrumental leadership: 
Measurement and extension of transformational–transactional 
leadership theory. Leadersh. Q., 25(4): 746-771 (26 pages).

Antonakis, J.E.; Cianciolo, A.T.; Sternberg, R.J., (2004). The nature of 
leadership: Sage Publications, Inc. 

Astuty, I.; Udin, U., (2020). The effect of perceived organizational 
support and transformational leadership on affective 
commitment and employee performance.  J. Asian Fin. Econ. 
Bus., 7(10): 401-411 (12 pages).

Avolio, B.J.; Bass, B.M., (1991). The full-range of leadership 
development. Binghamton, NY.: Center for Leadership Studies. 

Barnett, D., (2017). Leadership and job satisfaction: Adjunct faculty 
at a for-profit university. Int. J. Psychol. Educ. Stud., 4(3): 53-63 
(11 pages). 

Bass, B.M., (2000). The future of leadership in learning organizations. 
J. Leadersh. Stud., 7(3): 18-40 (23 pages). 

Bass, B.M.; Avolio, B.J., (1990). The implications of transactional 
and transformational leadership for individual, team, and 
organizational development. Res. Organ. Change Dev., 4(1): 
231-272 (42 pages).

Bass, B.M.; Avolio, B.J.; Jung, D.I.; Berson, Y., (2003). Predicting unit 
performance by assessing transformational and transactional 
leadership. J. Appl. Psychol., 88(2): 207-218 (12 pages). 

Bass, B.M.; Bass, R., (2009). The Bass handbook of leadership: 
Theory, research, and managerial applications. New York: Simon 
Schuster. 

http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://www.sciencedirect.com/science/article/pii/S1029313222000094
https://www.sciencedirect.com/science/article/pii/S1029313222000094
https://www.sciencedirect.com/science/article/pii/S1029313222000094
https://www.sciencedirect.com/science/article/pii/S1029313222000094
https://www.emerald.com/insight/content/doi/10.1108/JMD-01-2020-0012/full/html
https://www.emerald.com/insight/content/doi/10.1108/JMD-01-2020-0012/full/html
https://www.emerald.com/insight/content/doi/10.1108/JMD-01-2020-0012/full/html
https://www.emerald.com/insight/content/doi/10.1108/JMD-01-2020-0012/full/html
https://link.springer.com/article/10.1007/s11266-020-00278-7
https://link.springer.com/article/10.1007/s11266-020-00278-7
https://link.springer.com/article/10.1007/s11266-020-00278-7
https://link.springer.com/article/10.1007/s11266-020-00278-7
https://link.springer.com/article/10.1007/s11266-020-00278-7
https://www.emerald.com/insight/content/doi/10.1108/IJEM-04-2019-0146
https://www.emerald.com/insight/content/doi/10.1108/IJEM-04-2019-0146
https://www.emerald.com/insight/content/doi/10.1108/IJEM-04-2019-0146
https://www.tandfonline.com/doi/full/10.1080/09585192.2016.1244893
https://www.tandfonline.com/doi/full/10.1080/09585192.2016.1244893
https://www.tandfonline.com/doi/full/10.1080/09585192.2016.1244893
https://www.tandfonline.com/doi/full/10.1080/09585192.2016.1244893
https://www.mcser.org/journal/index.php/jesr/article/view/5312
https://www.mcser.org/journal/index.php/jesr/article/view/5312
https://www.mcser.org/journal/index.php/jesr/article/view/5312
https://eujournal.org/index.php/esj/article/view/11252
https://eujournal.org/index.php/esj/article/view/11252
https://eujournal.org/index.php/esj/article/view/11252
https://eujournal.org/index.php/esj/article/view/11252
https://www.academia.edu/download/47404958/A_Review_of_Leadership_Theories_Principl20160721-3914-1puxuww.pdf
https://www.academia.edu/download/47404958/A_Review_of_Leadership_Theories_Principl20160721-3914-1puxuww.pdf
https://www.academia.edu/download/47404958/A_Review_of_Leadership_Theories_Principl20160721-3914-1puxuww.pdf
https://core.ac.uk/download/pdf/234627044.pdf
https://core.ac.uk/download/pdf/234627044.pdf
https://core.ac.uk/download/pdf/234627044.pdf
https://linkinghub.elsevier.com/retrieve/pii/S1048984303000304
https://linkinghub.elsevier.com/retrieve/pii/S1048984303000304
https://linkinghub.elsevier.com/retrieve/pii/S1048984303000304
https://linkinghub.elsevier.com/retrieve/pii/S1048984303000304
https://www.sciencedirect.com/science/article/pii/S1048984314000290
https://www.sciencedirect.com/science/article/pii/S1048984314000290
https://www.sciencedirect.com/science/article/pii/S1048984314000290
https://psycnet.apa.org/record/2006-10875-000
https://psycnet.apa.org/record/2006-10875-000
http://koreascience.or.kr/article/JAKO202029062616487
http://koreascience.or.kr/article/JAKO202029062616487
http://koreascience.or.kr/article/JAKO202029062616487
http://koreascience.or.kr/article/JAKO202029062616487
https://www.scirp.org/(S(lz5mqp453edsnp55rrgjct55.))/reference/referencespapers.aspx?referenceid=2651754
https://www.scirp.org/(S(lz5mqp453edsnp55rrgjct55.))/reference/referencespapers.aspx?referenceid=2651754
https://dergipark.org.tr/en/pub/pes/issue/57197/807680
https://dergipark.org.tr/en/pub/pes/issue/57197/807680
https://dergipark.org.tr/en/pub/pes/issue/57197/807680
https://journals.sagepub.com/doi/pdf/10.1177/107179190000700302
https://journals.sagepub.com/doi/pdf/10.1177/107179190000700302
https://www.emerald.com/insight/publication/issn/0897-3016#all-books-tab
https://www.emerald.com/insight/publication/issn/0897-3016#all-books-tab
https://www.emerald.com/insight/publication/issn/0897-3016#all-books-tab
https://www.emerald.com/insight/publication/issn/0897-3016#all-books-tab
http://dx.doi.org/10.1037/0021-9010.88.2.207
http://dx.doi.org/10.1037/0021-9010.88.2.207
http://dx.doi.org/10.1037/0021-9010.88.2.207
https://books.google.com/books/about/The_Bass_Handbook_of_Leadership.html?id=dMMEnn-OJQMC
https://books.google.com/books/about/The_Bass_Handbook_of_Leadership.html?id=dMMEnn-OJQMC
https://books.google.com/books/about/The_Bass_Handbook_of_Leadership.html?id=dMMEnn-OJQMC


454

U. Udin

Bass, B.M.; Riggio, R.E., (2006). Transformational leadership. New 
Jersey: Lawrence Erlbaum. 

Bel, R., (2010). Leadership and innovation: Learning from the best. 
Global Bus. Organ. Excellence, 29(2): 47-60 (14 pages). 

Boamah, S.A.; Tremblay, P., (2019). Examining the Factor Structure 
of the MLQ Transactional and Transformational Leadership 
Dimensions in Nursing Context. Western J. Nurs. Res., 41(5): 
743-761 (19 pages). 

Breevaart, K.; Zacher, H., (2019). Main and interactive effects 
of weekly transformational and laissez-faire leadership on 
followers’ trust in the leader and leader effectiveness. J. Occup. 
Organ. Psychol., 92(2): 384-409 (26 pages).

Briker, R.; Walter, F.; Cole, M.S., (2021). Hurry up! The role of 
supervisors’ time urgency and self-perceived status for 
autocratic leadership and subordinates’ well-being. Personnel 
Psychol., 74(1): 55-76 (22 pages). 

Caillier, J.G., (2020). Testing the influence of autocratic leadership, 
democratic leadership, and public service motivation on citizen 
ratings of an agency head’s performance. Public Perform. 
Manage. Rev., 43(4): 918-941 (24 pages). 

Chaubey, A.; Sahoo, C.K.; Khatri, N., (2019). Relationship of 
transformational leadership with employee creativity and 
organizational innovation. J. Strategy Manage., 12(1): 61-82 (22 
pages). 

Chen, Y.; Ning, R.; Yang, T.; Feng, S.; Yang, C., (2018). Is transformational 
leadership always good for employee task performance? 
Examining curvilinear and moderated relationships. Front. Bus. 
Res. in China, 12(1): 22 (28 pages). 

Choi, S., (2007). Democratic leadership: The lessons of exemplary 
models for democratic governance. Int. J. Leadersh. Stud., 2(3): 
243-262 (20 pages). 

Dai, Y.D.; Dai, Y.Y.; Chen, K.Y.; Wu, H.C., (2013). Transformational 
vs transactional leadership: Which is better?: A study on 
employees of international tourist hotels in Taipei City. Int. J. 
Contemp. Hospitality Manage., 25(5): 760-778 (19 pages). 

Dasborough, M.T.; Scandura, T., (2022). Leading Through the Crisis: 
“Hands Off” or “Hands-On”? J. Leadersh. Organ. Stud., 29(2): 
219-223 (5 pages). 

Databoks. (2023). Databoks katadata.   
De Hoogh, A.H.B.; Greer, L.L.; Den Hartog, D.N., (2015). Diabolical 

dictators or capable commanders? An investigation of 
the differential effects of autocratic leadership on team 
performance. Leadership Quart., 26(5): 687-701 (15 pages).

Denhardt, J.V.; Campbell, K.B., (2006). The role of democratic values 
in transformational leadership. Adm. Society, 38(5): 556-572 (17 
pages). 

Denti, L.; Hemlin, S., (2012). Leadership and innovation in 
organizations: A systematic review of factors that mediate 
or moderate the relationship. Int. J. Innov. Manage., 16(03): 
1240007 (20 pages). 

Dumdum, U.R.; Lowe, K.B.; Avolio, B.J., (2013). A meta-analysis 
of transformational and transactional leadership correlates 
of effectiveness and satisfaction: An update and extension 
transformational and charismatic leadership: The road ahead 
10th anniversary edition. Emerald Group Publishing Limited, 5: 
39-70 (32 pages).

Dyczkowska, J.; Dyczkowski, T., (2018). Democratic or autocratic 
leadership style? Participative management and its links to 
rewarding strategies and job satisfaction in SMEs. Athens J. Bus. 
Econ., 4(2): 193-218 (26 pages). 

Eliyana, A.; Ma’arif, S.; Muzakki., (2019). Job satisfaction and 
organizational commitment effect in the transformational 

leadership towards employee performance. Eur. Res. Manage. 
Bus. Econ., 25(3): 144-150 (7 pages). 

Fadillah, R.; Surur, M.; Roziqin, A.K.; Suhaili, A.; Handayani, R.A.; 
Mufid, A.; Purwanto, A.; Muhajir; Fahmi, K., (2020). The 
influence of leadership style on innovation capabilities of 
islamic school teachers in organizational learning perspective 
during covid-19 pandemic. Syst. Rev. Pharm., 11(7): 589-599 (11 
pages). 

Fiaz, M.; Su, Q.; Ikram, A.; Saqib, A., (2017). Leadership styles 
and employees’ motivation: Perspective from an emerging 
economy. J. Dev. Areas, 51(4): 143-156 (14 pages). 

Foels, R.; Driskell, J.E.; Mullen, B.; Salas, E., (2000). The Effects of 
Democratic Leadership on Group Member Satisfaction: An 
Integration. Small Group Res., 31(6): 676-701 (26 pages). 

García-Morales, V.J.; Jiménez-Barrionuevo, M.M.; Gutiérrez-
Gutiérrez, L., (2012). Transformational leadership influence on 
organizational performance through organizational learning 
and innovation. J. Bus. Res., 65(7): 1040-1050 (11 pages). 

Gemeda, H.K.; Lee, J., (2020). Leadership styles, work engagement 
and outcomes among information and communications 
technology professionals: A cross-national study. Heliyon, 6(4).

Gurr, D.; Drysdale, L., (2020). Leadership for challenging times. Int. 
Stud. Educ. Adm., 48(1): 24-30 (7 pages). 

Harms, P.D.; Wood, D.; Landay, K.; Lester, P.B.; Vogelgesang Lester, G., 
(2018). Autocratic leaders and authoritarian followers revisited: 
A review and agenda for the future. The Leadership Quart., 
29(1): 105-122 (18 pages). 

Haryanto, H.; Suharman, H.; Koeswayo, P.S.; Umar, H., (2022). 
Enhancing employee engagement in indonesian logistics and 
forwarders industry: the moderating role of a democratic 
leadership style. Economies, 10(11): 284 (23 pages). 

Heyliger, W.; Heyliger, W., (2014). Academic administrator leadership 
styles and the impact on faculty job satisfaction. J. Leaders. 
Educ., 13(13): 34-49 (16 pages). 

Hilton, S.K.; Arkorful, H.; Martins, A., (2021). Democratic leadership 
and organizational performance: the moderating effect of 
contingent reward. Manage. Res. Rev., 44(7): 1042-1058 (17 
pages). 

Hilton, S.K.; Madilo, W.; Awaah, F.; Arkorful, H., (2023). Dimensions 
of transformational leadership and organizational performance: 
The mediating effect of job satisfaction. Manage. Res. Rev., 
46(1): 1-19 (19 pages). 

Hoch, J.E.; Bommer, W.H.; Dulebohn, J.H.; Wu, D., (2018). Do ethical, 
authentic, and servant leadership explain variance above 
and beyond transformational leadership? A meta-analysis. J. 
Manage., 44(2): 501-529 (29 pages). 

Hofstede, G., (2011). Dimensionalizing cultures: The Hofstede model 
in context. Online Readings Psychol. Culture, 2(1): 3-26 (24 
pages). 

Hosna, A. U.; Islam, S.; Hamid, M., (2021). A review of the relationship 
of idealized influence, inspirational motivation, intellectual 
stimulation, and individual consideration with sustainable 
employees performance. Int. J. Prog. Sci. Technol., 25(1): 322-
326 (5 pages). 

House, R.; Hanges, P.; Javidan, M.; Dorfman, P.; Gupta, V., (2004). 
Culture, leadership, and organizations: The GLOBE study of 62 
societies. Thousand Oaks, CA: Sage. 

Igbaekemen, G.O., (2014). Impact of leadership style on organisation 
performance: A strategic literature review. Public Policy Adm. 
Res., 4(9): 126-135 (10 pages). 

Iqbal, N.; Anwar, S.; Haider, N., (2015). Effect of leadership style on 
employee performance. Arabian J. Bus. Manage. Rev., 5(5): 1-6 

https://psycnet.apa.org/record/2005-13476-000
https://psycnet.apa.org/record/2005-13476-000
https://onlinelibrary.wiley.com/doi/abs/10.1002/joe.20308
https://onlinelibrary.wiley.com/doi/abs/10.1002/joe.20308
https://journals.sagepub.com/doi/10.1177/0193945918778833
https://journals.sagepub.com/doi/10.1177/0193945918778833
https://journals.sagepub.com/doi/10.1177/0193945918778833
https://journals.sagepub.com/doi/10.1177/0193945918778833
https://bpspsychub.onlinelibrary.wiley.com/doi/10.1111/joop.12253
https://bpspsychub.onlinelibrary.wiley.com/doi/10.1111/joop.12253
https://bpspsychub.onlinelibrary.wiley.com/doi/10.1111/joop.12253
https://bpspsychub.onlinelibrary.wiley.com/doi/10.1111/joop.12253
https://onlinelibrary.wiley.com/doi/10.1111/peps.12400
https://onlinelibrary.wiley.com/doi/10.1111/peps.12400
https://onlinelibrary.wiley.com/doi/10.1111/peps.12400
https://onlinelibrary.wiley.com/doi/10.1111/peps.12400
https://www.tandfonline.com/doi/full/10.1080/15309576.2020.1730919
https://www.tandfonline.com/doi/full/10.1080/15309576.2020.1730919
https://www.tandfonline.com/doi/full/10.1080/15309576.2020.1730919
https://www.tandfonline.com/doi/full/10.1080/15309576.2020.1730919
https://www.emerald.com/insight/content/doi/10.1108/JSMA-07-2018-0075
https://www.emerald.com/insight/content/doi/10.1108/JSMA-07-2018-0075
https://www.emerald.com/insight/content/doi/10.1108/JSMA-07-2018-0075
https://www.emerald.com/insight/content/doi/10.1108/JSMA-07-2018-0075
https://fbr.springeropen.com/articles/10.1186/s11782-018-0044-8
https://fbr.springeropen.com/articles/10.1186/s11782-018-0044-8
https://fbr.springeropen.com/articles/10.1186/s11782-018-0044-8
https://fbr.springeropen.com/articles/10.1186/s11782-018-0044-8
https://www.regent.edu/wp-content/uploads/2020/12/Choi_Vol2Iss3.pdf
https://www.regent.edu/wp-content/uploads/2020/12/Choi_Vol2Iss3.pdf
https://www.regent.edu/wp-content/uploads/2020/12/Choi_Vol2Iss3.pdf
https://www.emerald.com/insight/content/doi/10.1108/IJCHM-Dec-2011-0223
https://www.emerald.com/insight/content/doi/10.1108/IJCHM-Dec-2011-0223
https://www.emerald.com/insight/content/doi/10.1108/IJCHM-Dec-2011-0223
https://www.emerald.com/insight/content/doi/10.1108/IJCHM-Dec-2011-0223
https://journals.sagepub.com/doi/10.1177/15480518211036472
https://journals.sagepub.com/doi/10.1177/15480518211036472
https://journals.sagepub.com/doi/10.1177/15480518211036472
https://databoks.katadata.co.id/
https://www.sciencedirect.com/science/article/abs/pii/S104898431500003X
https://www.sciencedirect.com/science/article/abs/pii/S104898431500003X
https://www.sciencedirect.com/science/article/abs/pii/S104898431500003X
https://www.sciencedirect.com/science/article/abs/pii/S104898431500003X
https://journals.sagepub.com/doi/10.1177/0095399706289714
https://journals.sagepub.com/doi/10.1177/0095399706289714
https://journals.sagepub.com/doi/10.1177/0095399706289714
https://www.worldscientific.com/doi/abs/10.1142/S1363919612400075
https://www.worldscientific.com/doi/abs/10.1142/S1363919612400075
https://www.worldscientific.com/doi/abs/10.1142/S1363919612400075
https://www.worldscientific.com/doi/abs/10.1142/S1363919612400075
https://www.emerald.com/insight/content/doi/10.1108/S1479-357120130000005008
https://www.emerald.com/insight/content/doi/10.1108/S1479-357120130000005008
https://www.emerald.com/insight/content/doi/10.1108/S1479-357120130000005008
https://www.emerald.com/insight/content/doi/10.1108/S1479-357120130000005008
https://www.emerald.com/insight/content/doi/10.1108/S1479-357120130000005008
https://www.emerald.com/insight/content/doi/10.1108/S1479-357120130000005008
https://pdfs.semanticscholar.org/578a/c17d226420b6ca6040dba5b35904e919975d.pdf
https://pdfs.semanticscholar.org/578a/c17d226420b6ca6040dba5b35904e919975d.pdf
https://pdfs.semanticscholar.org/578a/c17d226420b6ca6040dba5b35904e919975d.pdf
https://pdfs.semanticscholar.org/578a/c17d226420b6ca6040dba5b35904e919975d.pdf
https://www.sciencedirect.com/science/article/pii/S2444883418300196
https://www.sciencedirect.com/science/article/pii/S2444883418300196
https://www.sciencedirect.com/science/article/pii/S2444883418300196
https://www.sciencedirect.com/science/article/pii/S2444883418300196
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3986847
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3986847
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3986847
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3986847
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3986847
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3986847
https://www.jstor.org/stable/26416967
https://www.jstor.org/stable/26416967
https://www.jstor.org/stable/26416967
https://journals.sagepub.com/doi/10.1177/104649640003100603
https://journals.sagepub.com/doi/10.1177/104649640003100603
https://journals.sagepub.com/doi/10.1177/104649640003100603
https://www.sciencedirect.com/science/article/abs/pii/S0148296311001007
https://www.sciencedirect.com/science/article/abs/pii/S0148296311001007
https://www.sciencedirect.com/science/article/abs/pii/S0148296311001007
https://www.sciencedirect.com/science/article/abs/pii/S0148296311001007
https://linkinghub.elsevier.com/retrieve/pii/S2405844020305442
https://linkinghub.elsevier.com/retrieve/pii/S2405844020305442
https://linkinghub.elsevier.com/retrieve/pii/S2405844020305442
https://edu.thecommonwealth.org/wp-content/uploads/2020/11/ISEA-2020-481.pdf#page=30
https://edu.thecommonwealth.org/wp-content/uploads/2020/11/ISEA-2020-481.pdf#page=30
https://www.sciencedirect.com/science/article/abs/pii/S1048984317300814
https://www.sciencedirect.com/science/article/abs/pii/S1048984317300814
https://www.sciencedirect.com/science/article/abs/pii/S1048984317300814
https://www.sciencedirect.com/science/article/abs/pii/S1048984317300814
https://www.mdpi.com/2227-7099/10/11/284
https://www.mdpi.com/2227-7099/10/11/284
https://www.mdpi.com/2227-7099/10/11/284
https://www.mdpi.com/2227-7099/10/11/284
https://journalofleadershiped.org/wp-content/uploads/2019/02/13_3_bateh201.pdf
https://journalofleadershiped.org/wp-content/uploads/2019/02/13_3_bateh201.pdf
https://journalofleadershiped.org/wp-content/uploads/2019/02/13_3_bateh201.pdf
https://www.emerald.com/insight/content/doi/10.1108/MRR-04-2020-0237
https://www.emerald.com/insight/content/doi/10.1108/MRR-04-2020-0237
https://www.emerald.com/insight/content/doi/10.1108/MRR-04-2020-0237
https://www.emerald.com/insight/content/doi/10.1108/MRR-04-2020-0237
https://www.emerald.com/insight/content/doi/10.1108/MRR-02-2021-0152
https://www.emerald.com/insight/content/doi/10.1108/MRR-02-2021-0152
https://www.emerald.com/insight/content/doi/10.1108/MRR-02-2021-0152
https://www.emerald.com/insight/content/doi/10.1108/MRR-02-2021-0152
https://journals.sagepub.com/doi/pdf/10.1177/0149206316665461
https://journals.sagepub.com/doi/pdf/10.1177/0149206316665461
https://journals.sagepub.com/doi/pdf/10.1177/0149206316665461
https://journals.sagepub.com/doi/pdf/10.1177/0149206316665461
https://www.academia.edu/download/53424029/individualism_2.pdf
https://www.academia.edu/download/53424029/individualism_2.pdf
https://www.academia.edu/download/53424029/individualism_2.pdf
https://www.academia.edu/download/68546050/1678.pdf
https://www.academia.edu/download/68546050/1678.pdf
https://www.academia.edu/download/68546050/1678.pdf
https://www.academia.edu/download/68546050/1678.pdf
https://www.academia.edu/download/68546050/1678.pdf
https://us.sagepub.com/en-us/nam/culture-leadership-and-organizations/book226013
https://us.sagepub.com/en-us/nam/culture-leadership-and-organizations/book226013
https://us.sagepub.com/en-us/nam/culture-leadership-and-organizations/book226013
https://www.academia.edu/download/61196733/15681-18079-1-PB20191112-105427-u3j48v.pdf
https://www.academia.edu/download/61196733/15681-18079-1-PB20191112-105427-u3j48v.pdf
https://www.academia.edu/download/61196733/15681-18079-1-PB20191112-105427-u3j48v.pdf
https://www.academia.edu/download/43312296/effect-of-leadership-style-on-employee-performance-2223-5833-1000146.pdf
https://www.academia.edu/download/43312296/effect-of-leadership-style-on-employee-performance-2223-5833-1000146.pdf


455

Int. J. Hum. Capital Urban Manage., 8(4): 443-456, Autumn 2023

(6 pages). 
Iqbal, Z.; Adeel, M.; Khan, M.M., (2021). The effect of leadership 

styles (laissez-faire, transactional and transformational 
leadership) on employees job satisfaction: A case study on 
banking sector of Pakistan. Elementary Educ. Online, 20(2): 
1387-1396 (10 pages). 

Jensen, U.T.; Andersen, L.B.; Bro, L.L.; Bøllingtoft, A.; Eriksen, 
T.L.M.; Holten, A.L.; Jacobsen, C.B.; Ladenburg, J.; Nielsen, 
P.A.; Salomonsen, H.H.; Nielsen, N.W.; Würtz, A., (2019). 
Conceptualizing and measuring transformational and 
transactional leadership. Adm. Society, 51(1): 3-33 (31 pages). 

Jiang, J., (2014). The study of the relationship between leadership 
style and project success. American J. Trade and Policy, 1(1): 51-
55 (5 pages). 

Kark, R.; Van Dijk, D.; Vashdi, D.R., (2018). Motivated or Demotivated 
to Be Creative: The Role of Self-Regulatory Focus in 
Transformational and Transactional Leadership Processes. Appl. 
Psychol., 67(1): 186-224 (39 pages). 

Khan, M.S.; Khan, I.; Qureshi, Q.A.; Ismail, H.M.; Rauf, H.; Latif, A.; 
Tahir, M., (2015). The styles of leadership: A critical review. 
Public Policy Adm. Res., 5(3): 87-92 (6 pages). 

Khudhair, F.S.; Rahman, R.A.; Adnan, A.A.B.Z.; Khudhair, A.A., (2022). 
Impact of leadership style on employee performance (A case 
study on a private organization in Iraq). Texas J. Multidisciplinary 
Stud., 13: 15-32 (18 pages). 

Kjellström, S.; Stålne, K.; Törnblom, O., (2020). Six ways of 
understanding leadership development: An exploration of 
increasing complexity. Leadership., 16(4): 434-460 (27 pages). 

Klein, G., (2023). Transformational and transactional leadership, 
organizational support and environmental competition intensity 
as antecedents of intrapreneurial behaviors. Eur. Res. Manage. 
Bus. Econ., 29(2): 100215 (15 pages). 

Kotamena, F.; Senjaya, P.; Prasetya, A.B., (2020). A literature review: 
Is transformational leadership elitist and antidemocratic? Int. J. 
Social, Policy and Law, 1(1): 36-43 (8 pages). 

Lan, T.S.; Chang, I.H.; Ma, T.C.; Zhang, L.P.; Chuang, K.C., (2019). 
Influences of transformational leadership, transactional 
leadership, and patriarchal leadership on job satisfaction of 
cram school faculty members. Sustainability (Switzerland), 
11(12): 3465 (13 pages). 

Le, L.T.K.; Le, P.B., (2021). Improving the innovation performance for 
Vietnamese firm based on practices of idealized influence and 
individualized consideration: The mediating role of knowledge 
sharing. Int. J. Bus. Adm., 12(3): 75-85 (11 pages). 

Liggett, R., (2020). Toward a conceptualization of democratic 
leadership in a professional context. Canadian J. Educ. Adm. 
Policy, 193: 115-127 (13 pages). 

Limsila, K.; Ogunlana, S.O., (2008). Performance and leadership 
outcome correlates of leadership styles and subordinate 
commitment. Eng. Constr. Archit. Manage., 15(2): 164-184 (21 
pages). 

Metwally, D.; Ruiz-Palomino, P.; Metwally, M.; Gartzia, L., (2019). 
How ethical leadership shapes employees’ readiness to change: 
The mediating role of an organizational culture of effectiveness. 
Front. Psychol., 10: 2493 (18 pages). 

Mgbere, O., (2009). Exploring the relationship between 
organizational culture, leadership styles and corporate 
performance: An overview. J. Strategic Manage. Educ., 5(3/4): 
187-201 (15 pages).

Miloloza, I., (2018). Analysis of the leadership style in relation to the 
characteristics of Croatian enterprises. Int. Des. Complex Syst., 
16: 249-264 (16 pages). 

https://hrcak.srce.hr/202762
Molero, F.; Cuadrado, I.; Navas, M.; Morales, J.F., (2014). Relations 

and effects of transformational leadership: A comparative 
analysis with traditional leadership styles. Spanish J. Psychol., 
10(2): 358-368 (11 pages). 

https://www.cambridge.org/core/journals/spanish-journal-
of-psychology/art ic le/abs/relat ions-and-effects-of-
transformational-leadership-a-comparative-analysis-with-
traditional-leadership-styles/18A27BD1478F787688827A3424
A4B90E#

Moneva, J.C.; Pedrano, J.P.M., (2019). Democratic leadership and 
attitude towards time management of the student leaders. Int. 
J. Learn. Dev., 10(1): 159-175 (17 pages). 

Munir, H.; Iqbal, M.Z., (2018). A study of relationship between 
leadership styles of principals and job satisfaction of teachers 
in colleges for women. Bulletin of Educ. Res., 40(2): 65-78 (14 
pages). 

Neuman, J.H.; Baron, R.A., (2005). Aggression in the workplace: 
A social-psychological perspective counterproductive work 
behavior: Investigations of actors and targets. Washington, DC, 
US: American Psychological Association, 13-40 (28 pages).

Northouse, P., (2013). Leadership: Theory and practice (6th ed.). Los 
Angeles, CA: Sage Publications. 

Obasan Kehinde, A.; Hassan Banjo, A., (2014). A test of the impact 
of leadership styles on employee performance: A study of 
department of petroleum resources. Int. J. Manage. Sci, 2(3): 
149-160 (12 pages). 

Ohemeng, F.L.K.; Amoako-Asiedu, E.; Obuobisa Darko, T., (2018). 
The relationship between leadership style and employee 
performance. Int. J. Public Leadership., 14(4): 274-296 (23 
pages). 

Pawirosumarto, S.; Sarjana, P.K.; Gunawan, R., (2017). The effect of 
work environment, leadership style, and organizational culture 
towards job satisfaction and its implication towards employee 
performance in Parador hotels and resorts, Indonesia. Int. J. Law 
Manage., 59(6): 1337-1358 (22 pages). 

Puni, A.; Ofei, S.B.; Okoe, A., (2014). The effect of leadership styles 
on firm performance in Ghana. Int. J. Mark. Stud., 6(1): 177-185 
(9 pages). 

Qalati, S.A.; Zafar, Z.; Fan, M.; Sánchez Limón, M.L.; Khaskheli, 
M.B., (2022). Employee performance under transformational 
leadership and organizational citizenship behavior: A mediated 
model. Heliyon, 8(11). 

Riaz, A.; Haider, M.H., (2010). Role of transformational and 
transactional leadership on job satisfaction and career 
satisfaction. Bus. Econ. Horizons, 1: 29-38 (10 pages).

Rita, M.; Randa Payangan, O.; Rante, Y.; Tuhumena, R.; Erari, A., 
(2018). Moderating effect of organizational citizenship behavior 
on the effect of organizational commitment, transformational 
leadership and work motivation on employee performance. Int. 
J. Law Manage., 60(4): 953-964 (12 pages). 

Sabran; Ekowati, V.M.; Supriyanto, A.S., (2022). The interactive 
effects of leadership styles on counterproductive work 
behavior: An examination through multiple theoretical lenses. 
Qual. Access Success, 23(188): 145-153 (9 pages). 

Sauer, S.J., (2011). Taking the reins: the effects of new leader status 
and leadership style on team performance. J. Appl. Psychol., 
96(3): 574-587 (14 pages). 

Sengphet, P.; Hui, L.; Phong, L.B., (2019). The pathway to improve 
innovation capacity for Lao firms: The roles of transformational 
leadership and psychological resources of employees. Int. J. Bus. 
Adm. Stud., 5(4): 224-239 (16 pages). 

https://www.academia.edu/download/43312296/effect-of-leadership-style-on-employee-performance-2223-5833-1000146.pdf
https://ilkogretim-online.org/?mno=85065
https://ilkogretim-online.org/?mno=85065
https://ilkogretim-online.org/?mno=85065
https://ilkogretim-online.org/?mno=85065
https://ilkogretim-online.org/?mno=85065
https://journals.sagepub.com/doi/pdf/10.1177/0095399716667157
https://journals.sagepub.com/doi/pdf/10.1177/0095399716667157
https://journals.sagepub.com/doi/pdf/10.1177/0095399716667157
https://journals.sagepub.com/doi/pdf/10.1177/0095399716667157
https://journals.sagepub.com/doi/pdf/10.1177/0095399716667157
https://abc.us.org/ojs/index.php/ajtp/article/view/361
https://abc.us.org/ojs/index.php/ajtp/article/view/361
https://abc.us.org/ojs/index.php/ajtp/article/view/361
https://iaap-journals.onlinelibrary.wiley.com/doi/10.1111/apps.12122
https://iaap-journals.onlinelibrary.wiley.com/doi/10.1111/apps.12122
https://iaap-journals.onlinelibrary.wiley.com/doi/10.1111/apps.12122
https://iaap-journals.onlinelibrary.wiley.com/doi/10.1111/apps.12122
https://core.ac.uk/download/pdf/234669622.pdf
https://core.ac.uk/download/pdf/234669622.pdf
https://core.ac.uk/download/pdf/234669622.pdf
https://zienjournals.com/index.php/tjm/article/view/2454
https://zienjournals.com/index.php/tjm/article/view/2454
https://zienjournals.com/index.php/tjm/article/view/2454
https://zienjournals.com/index.php/tjm/article/view/2454
https://journals.sagepub.com/doi/pdf/10.1177/1742715020926731
https://journals.sagepub.com/doi/pdf/10.1177/1742715020926731
https://journals.sagepub.com/doi/pdf/10.1177/1742715020926731
https://www.sciencedirect.com/science/article/pii/S2444883423000025
https://www.sciencedirect.com/science/article/pii/S2444883423000025
https://www.sciencedirect.com/science/article/pii/S2444883423000025
https://www.sciencedirect.com/science/article/pii/S2444883423000025
https://ijospl.org/index.php/ijospl/article/view/15
https://ijospl.org/index.php/ijospl/article/view/15
https://ijospl.org/index.php/ijospl/article/view/15
https://www.mdpi.com/2071-1050/11/12/3465
https://www.mdpi.com/2071-1050/11/12/3465
https://www.mdpi.com/2071-1050/11/12/3465
https://www.mdpi.com/2071-1050/11/12/3465
https://www.mdpi.com/2071-1050/11/12/3465
https://sciedupress.com/journal/index.php/ijba/article/view/20400
https://sciedupress.com/journal/index.php/ijba/article/view/20400
https://sciedupress.com/journal/index.php/ijba/article/view/20400
https://sciedupress.com/journal/index.php/ijba/article/view/20400
https://journalhosting.ucalgary.ca/index.php/cjeap/article/view/43390
https://journalhosting.ucalgary.ca/index.php/cjeap/article/view/43390
https://journalhosting.ucalgary.ca/index.php/cjeap/article/view/43390
https://www.emerald.com/insight/content/doi/10.1108/09699980810852682/full/html
https://www.emerald.com/insight/content/doi/10.1108/09699980810852682/full/html
https://www.emerald.com/insight/content/doi/10.1108/09699980810852682/full/html
https://www.emerald.com/insight/content/doi/10.1108/09699980810852682/full/html
https://www.frontiersin.org/articles/10.3389/fpsyg.2019.02493/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2019.02493/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2019.02493/full
https://www.frontiersin.org/articles/10.3389/fpsyg.2019.02493/full
https://www.senatehall.com/strategic-management?article=353
https://www.senatehall.com/strategic-management?article=353
https://www.senatehall.com/strategic-management?article=353
https://www.senatehall.com/strategic-management?article=353
https://hrcak.srce.hr/202762
https://hrcak.srce.hr/202762
https://hrcak.srce.hr/202762
https://hrcak.srce.hr/202762
tps://www.cambridge.org/core/journals/spanish-journal-of-psychology/article/abs/relations-and-effects-of-transformational-leadership-a-comparative-analysis-with-traditional-leadership-styles/18A27BD1478F787688827A3424A4B90E
tps://www.cambridge.org/core/journals/spanish-journal-of-psychology/article/abs/relations-and-effects-of-transformational-leadership-a-comparative-analysis-with-traditional-leadership-styles/18A27BD1478F787688827A3424A4B90E
tps://www.cambridge.org/core/journals/spanish-journal-of-psychology/article/abs/relations-and-effects-of-transformational-leadership-a-comparative-analysis-with-traditional-leadership-styles/18A27BD1478F787688827A3424A4B90E
tps://www.cambridge.org/core/journals/spanish-journal-of-psychology/article/abs/relations-and-effects-of-transformational-leadership-a-comparative-analysis-with-traditional-leadership-styles/18A27BD1478F787688827A3424A4B90E
https://www.academia.edu/download/70721934/12912.pdf
https://www.academia.edu/download/70721934/12912.pdf
https://www.academia.edu/download/70721934/12912.pdf
https://eric.ed.gov/?id=EJ1209821
https://eric.ed.gov/?id=EJ1209821
https://eric.ed.gov/?id=EJ1209821
https://eric.ed.gov/?id=EJ1209821
https://psycnet.apa.org/record/2004-19514-001
https://psycnet.apa.org/record/2004-19514-001
https://psycnet.apa.org/record/2004-19514-001
https://psycnet.apa.org/record/2004-19514-001
http://www.sciepub.com/reference/205277
http://www.sciepub.com/reference/205277
https://www.academia.edu/download/33869843/Paper_3.pdf
https://www.academia.edu/download/33869843/Paper_3.pdf
https://www.academia.edu/download/33869843/Paper_3.pdf
https://www.academia.edu/download/33869843/Paper_3.pdf
https://www.emerald.com/insight/content/doi/10.1108/IJPL-06-2017-0025
https://www.emerald.com/insight/content/doi/10.1108/IJPL-06-2017-0025
https://www.emerald.com/insight/content/doi/10.1108/IJPL-06-2017-0025
https://www.emerald.com/insight/content/doi/10.1108/IJPL-06-2017-0025
https://www.emerald.com/insight/content/doi/10.1108/IJLMA-10-2016-0085
https://www.emerald.com/insight/content/doi/10.1108/IJLMA-10-2016-0085
https://www.emerald.com/insight/content/doi/10.1108/IJLMA-10-2016-0085
https://www.emerald.com/insight/content/doi/10.1108/IJLMA-10-2016-0085
https://www.emerald.com/insight/content/doi/10.1108/IJLMA-10-2016-0085
https://www.academia.edu/download/67806239/f0868fb73c5ff30abaf9346a6395371b1e14.pdf
https://www.academia.edu/download/67806239/f0868fb73c5ff30abaf9346a6395371b1e14.pdf
https://www.academia.edu/download/67806239/f0868fb73c5ff30abaf9346a6395371b1e14.pdf
https://www.ceeol.com/search/article-detail?id=60124
https://www.ceeol.com/search/article-detail?id=60124
https://www.ceeol.com/search/article-detail?id=60124
https://www.emerald.com/insight/content/doi/10.1108/IJLMA-03-2017-0026
https://www.emerald.com/insight/content/doi/10.1108/IJLMA-03-2017-0026
https://www.emerald.com/insight/content/doi/10.1108/IJLMA-03-2017-0026
https://www.emerald.com/insight/content/doi/10.1108/IJLMA-03-2017-0026
https://www.emerald.com/insight/content/doi/10.1108/IJLMA-03-2017-0026
http://repository.uin-malang.ac.id/11560/
http://repository.uin-malang.ac.id/11560/
http://repository.uin-malang.ac.id/11560/
http://repository.uin-malang.ac.id/11560/
https://psycnet.apa.org/record/2011-03053-001
https://psycnet.apa.org/record/2011-03053-001
https://psycnet.apa.org/record/2011-03053-001
https://kkgpublications.com/business-v5-i4-article-4/
https://kkgpublications.com/business-v5-i4-article-4/
https://kkgpublications.com/business-v5-i4-article-4/
https://kkgpublications.com/business-v5-i4-article-4/


456

U. Udin

COPYRIGHTS

©2023 The author(s). This is an open access article distributed under the terms of the Creative Commons 
Attribution (CC BY 4.0), which permits unrestricted use, distribution, and reproduction in any medium, as long 
as the original authors and source are cited. No permission is required from the authors or the publishers.

HOW TO CITE THIS ARTICLE

Udin, U., (2023). Leadership styles and their associated outcomes: A bibliometric review using VOSviewer.
Int. J. Hum. Capital Urban Manage., 8(4): 443-456.

DOI: 10.22034/IJHCUM.2023.04.01

URL: https://www.ijhcum.net/article_706377.html

Sherf, E.N.; Venkataramani, V.; Gajendran, R.S., (2019). Too Busy 
to Be Fair? The Effect of Workload and Rewards on Managers’ 
Justice Rule Adherence. Acad. Manage. J., 62(2): 469-502 (34 
pages). 

Silva, S.; Mendis, B., (2017). Relationship between transformational, 
transaction and laissez-faire leadership styles and employee 
commitment. Eur. J. Bus. Manage., 9(7): 13-21 (9 pages). 

Sinkovics, N., (2016). Enhancing the foundations for theorising 
through bibliometric mapping. Int. Mark. Rev., 33(3): 327-350 
(24 pages). 

Skogstad, A.; Aasland, M.S.; Nielsen, M.B.; Hetland, J.; Matthiesen, 
S.B.; Einarsen, S., (2014). The Relative Effects of Constructive, 
Laissez-Faire, and Tyrannical Leadership on Subordinate Job 
Satisfaction. Zeitschrift für Psychologie, 222(4): 221-232 (12 
pages). 

Skogstad, A.; Aasland, M.S.; Nielsen, M.B.; Hetland, J.; Matthiesen, 
S.B.; Einarsen, S., (2015). The relative effects of constructive, 
laissez-faire, and tyrannical leadership on subordinate job 
satisfaction. Zeitschrift für Psychol., 222(4): 221-232 (12 pages). 

Skogstad, A.; Einarsen, S.; Torsheim, T.; Aasland, M.S.; Hetland, H., 
(2007). The destructiveness of laissez-faire leadership behavior. 
J. Occup. Health Psychol., 12: 80-92 (13 pages). 

Sutiyatno, S., (2022). The effect of leadership’s communication 
ability on quality of work-life and employees job satisfaction. 
Int. J. Hum. Capital in Urban Manage., 7(1): 55-68 (4 pages). 

Tajpour, M.; Farsi, J.Y.; Mohsen, B., (2023). A review of corporate 
social responsibility literature and future directions. Exploring 
Business Ecosystems and Innovation Capacity Building in Global 
Economics, 48-65 (18 pages).

Tajpour, M.; Razavi, S.M., (2023). The effect of team performance on 
the internationalization of Digital Startups: The mediating role 
of entrepreneurship. Int. J. Hum. Capital Urban Manage., 8(1): 
17-30 (14 pages).

Udin, U., (2021). A theoretical model of leadership styles 
(transformational and transactional) influence on innovative 
work behavior and employee performance: Testing the role of 
knowledge sharing and organizational learning as mediation 
variables. Int. J. Manage. Stud. Social Sci. Res., 3(5): 313-321 (9 
pages). 

Udin, U., (2023). Linking transformational leadership to 

organizational learning culture and employee performance: The 
mediation-moderation model. Int. J. Prof. Bus. Rev., 8(3): 01-17 
(17 pages). 

Udin, U., (2023). Transformational leadership, knowledge-based 
work passion and organizational citizenship behavior: A survey 
dataset from public university. Int. J. Hum. Capital Urban 
Manage., 8(3): 391-402 (12 pages). 

Udin, U.; Dharma, R.D.; Dananjoyo, R.; Shaikh, M., (2023). The role of 
transformational leadership on employee performance through 
organizational learning culture and intrinsic work motivation. 
Int. J. Sustain. Dev. Plann., 18(1): 237-246 (10 pages). 

Van Eck, N.J.; Waltman, L., (2010). Software survey: VOSviewer, a 
computer program for bibliometric mapping. Scientometrics, 
84(2): 523-538 (16 pages). 

Van Wart, M., (2013). Administrative leadership theory: A 
reassessment after 10 years. Public Adm., 91(3): 521-543 (23 
pages). 

Wang, Z.; Xu, H., (2019). When and for whom ethical leadership is 
more effective in eliciting work meaningfulness and positive 
attitudes: The moderating roles of core self-evaluation and 
perceived organizational support. J. Bus. Ethics, 156(4): 919-940 
(22 pages). 

Wei, L.; Vasudevan, H.L., (2022). Leadership style and company 
performance in the manufacturing industry. Int. J. Hum. Capital 
Urban Manage., 7(3): 327-340 (14 pages). 

Woods, P., (2021). Democratic leadership. University of Hertfordshire: 
Centre for Educational Leadership. 

Wright, B.E.; Moynihan, D.P.; Pandey, S.K., (2012). Pulling the levers: 
Transformational leadership, public service motivation, and 
mission valence. Public Adm. Rev., 72(2): 206-215 (10 pages). 

Yang, I., (2015). Positive effects of laissez-faire leadership: conceptual 
exploration. J. Manage. Dev., 34(10): 1246-1261 (16 pages). 

Yunarsih, N.; Rahayu, S.; Sustiyono, A.; Anwar, T.; Sri, N.; Purwanto, 
A., (2020). Develop leadership style model for nurse in 
Indonesian hospital. Systematic Rev. Pharmacy, 11(8): 352-361 
(10 pages). 

Zareen, M.; Razzaq, K.; Mujtaba, B.G., (2015). Impact of 
transactional, transformational and laissez-faire leadership 
styles on motivation: A quantitative study of banking employees 
in Pakistan. Public Organ. Rev., 15(4): 531-549 (19 pages).

http://creativecommons.org/licenses/by/4.0/
https://journals.aom.org/doi/10.5465/amj.2016.1061
https://journals.aom.org/doi/10.5465/amj.2016.1061
https://journals.aom.org/doi/10.5465/amj.2016.1061
https://journals.aom.org/doi/10.5465/amj.2016.1061
https://iiste.org/Journals/index.php/EJBM/issue/archive?issuesPage=9#issues
https://iiste.org/Journals/index.php/EJBM/issue/archive?issuesPage=9#issues
https://iiste.org/Journals/index.php/EJBM/issue/archive?issuesPage=9#issues
https://www.emerald.com/insight/content/doi/10.1108/IMR-10-2014-0341
https://www.emerald.com/insight/content/doi/10.1108/IMR-10-2014-0341
https://www.emerald.com/insight/content/doi/10.1108/IMR-10-2014-0341
https://econtent.hogrefe.com/doi/10.1027/2151-2604/a000189
https://econtent.hogrefe.com/doi/10.1027/2151-2604/a000189
https://econtent.hogrefe.com/doi/10.1027/2151-2604/a000189
https://econtent.hogrefe.com/doi/10.1027/2151-2604/a000189
https://econtent.hogrefe.com/doi/10.1027/2151-2604/a000189
https://econtent.hogrefe.com/doi/10.1027/2151-2604/a000189
https://econtent.hogrefe.com/doi/10.1027/2151-2604/a000189
https://econtent.hogrefe.com/doi/10.1027/2151-2604/a000189
https://econtent.hogrefe.com/doi/10.1027/2151-2604/a000189
https://psycnet.apa.org/doiLanding?doi=10.1037%2F1076-8998.12.1.80
https://psycnet.apa.org/doiLanding?doi=10.1037%2F1076-8998.12.1.80
https://psycnet.apa.org/doiLanding?doi=10.1037%2F1076-8998.12.1.80
https://www.ijhcum.net/article_245856_1bd1070c19f436d47fded2e6d9c0b677.pdf
https://www.ijhcum.net/article_245856_1bd1070c19f436d47fded2e6d9c0b677.pdf
https://www.ijhcum.net/article_245856_1bd1070c19f436d47fded2e6d9c0b677.pdf
https://www.igi-global.com/chapter/a-review-of-corporate-social-responsibility-literature-and-future-directions/321898
https://www.igi-global.com/chapter/a-review-of-corporate-social-responsibility-literature-and-future-directions/321898
https://www.igi-global.com/chapter/a-review-of-corporate-social-responsibility-literature-and-future-directions/321898
https://www.igi-global.com/chapter/a-review-of-corporate-social-responsibility-literature-and-future-directions/321898
https://www.ijhcum.net/article_699768.html
https://www.ijhcum.net/article_699768.html
https://www.ijhcum.net/article_699768.html
https://www.ijhcum.net/article_699768.html
https://www.ijmsssr.org/paper/IJMSSSR00543.pdf
https://www.ijmsssr.org/paper/IJMSSSR00543.pdf
https://www.ijmsssr.org/paper/IJMSSSR00543.pdf
https://www.ijmsssr.org/paper/IJMSSSR00543.pdf
https://www.ijmsssr.org/paper/IJMSSSR00543.pdf
https://www.ijmsssr.org/paper/IJMSSSR00543.pdf
https://openaccessojs.com/JBReview/article/view/1229
https://openaccessojs.com/JBReview/article/view/1229
https://openaccessojs.com/JBReview/article/view/1229
https://openaccessojs.com/JBReview/article/view/1229
https://www.ijhcum.net/article_702507_2697f6d08d138fff440e91fb6c6e9be8.pdf
https://www.ijhcum.net/article_702507_2697f6d08d138fff440e91fb6c6e9be8.pdf
https://www.ijhcum.net/article_702507_2697f6d08d138fff440e91fb6c6e9be8.pdf
https://www.ijhcum.net/article_702507_2697f6d08d138fff440e91fb6c6e9be8.pdf
https://www.iieta.org/journals/ijsdp/paper/10.18280/ijsdp.180125
https://www.iieta.org/journals/ijsdp/paper/10.18280/ijsdp.180125
https://www.iieta.org/journals/ijsdp/paper/10.18280/ijsdp.180125
https://www.iieta.org/journals/ijsdp/paper/10.18280/ijsdp.180125
https://akjournals.com/view/journals/11192/84/2/article-p523.xml
https://akjournals.com/view/journals/11192/84/2/article-p523.xml
https://akjournals.com/view/journals/11192/84/2/article-p523.xml
https://onlinelibrary.wiley.com/doi/abs/10.1111/padm.12017
https://onlinelibrary.wiley.com/doi/abs/10.1111/padm.12017
https://onlinelibrary.wiley.com/doi/abs/10.1111/padm.12017
https://link.springer.com/article/10.1007/s10551-017-3563-x
https://link.springer.com/article/10.1007/s10551-017-3563-x
https://link.springer.com/article/10.1007/s10551-017-3563-x
https://link.springer.com/article/10.1007/s10551-017-3563-x
https://link.springer.com/article/10.1007/s10551-017-3563-x
https://www.ijhcum.net/article_252639.html
https://www.ijhcum.net/article_252639.html
https://www.ijhcum.net/article_252639.html
http://uhra.herts.ac.uk/handle/2299/23539
http://uhra.herts.ac.uk/handle/2299/23539
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1540-6210.2011.02496.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1540-6210.2011.02496.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1540-6210.2011.02496.x
https://www.emerald.com/insight/content/doi/10.1108/JMD-02-2015-0016
https://www.emerald.com/insight/content/doi/10.1108/JMD-02-2015-0016
https://link.springer.com/article/10.1007/s11115-014-0287-6
https://link.springer.com/article/10.1007/s11115-014-0287-6
https://link.springer.com/article/10.1007/s11115-014-0287-6
https://link.springer.com/article/10.1007/s11115-014-0287-6

	Leadership styles and their associated outcomes: A bibliometric review using VOSviewer 
	Abstract
	Keywords
	INTRODUCTION
	Literature review  
	Autocratic leadership style 
	Democratic leadership style 
	Laissez-faire leadership style 
	Transactional leadership style 
	Transformational leadership style 

	METHODOLOGY
	RESULTS AND DISCUSSION  
	The appeal of transformational, transactional and democratic leadership styles and their impacts 

	CONCLUSION  
	AUTHOR CONTRIBUTIONS 
	ACKNOWLEDGEMENT 
	CONFLICT OF INTEREST 
	OPEN ACCESS 
	PUBLISHER’S NOTE 
	ABBREVIATIONS
	REFERENCES


