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Abstract

The study examines how effective leadership impacts employee performance together with their well-being throughout organizational changes under Saudi Vision 2030. During organizational transformations in Riyadh organizations that adopt corporate and dynamic models need effective leadership to direct employees through major changes. The research combines Transformational Leadership Theory with Kotter’s Eight-Step Change Model and Self-Determination Theory and Goal-Setting Theory to study leadership behaviors and their effects on employee motivation and performance and psychological well-being.
A quantitative research approach used structured questionnaires to collect data from workers in organizations that were undergoing changes. The data analysis used SPSS to establish the connections between leadership behaviors and employee outcomes. The study shows that transformational leadership together with clear change communication and employee autonomy support creates positive effects on performance and well-being.
The study expands knowledge about effective leadership in transitional environments by delivering useful information to Saudi Arabian organizational leaders and policymakers. The study lays the groundwork for additional investigations into employee-centered leadership models within major national transformation efforts.












الملخص

تهدف هذه البحث إلى استكشاف تأثير القيادة الفعالة على أداء ورفاههة الموظفين  خلال عمليات التحول التنظيمي، في اطار روية المملكة العربية السعودية لعام 2030. حيث تنتقل الموسسات في العاصمة الرياض من الهياكل التقليدية إلى نماذج مؤسسية أكثر حركية، تبرز أهمية القيادة في توجيه الموظفين خلال فترات التغيير الجذري. باستناد إلى نظرية القيادة التحويلية، ونموذج كوتر المكون من ثماني خطوات للتغيير،بالاضافة الى نظرية تحديد الذات، ونظرية تحديد الأهداف، تبحث هذه الدراسة في كيفية تأثير سلوك القيادة على التحفيز والأداء والرفاه النفسي للموظفين.
قامت الدراسة باستخدام منهجًا كميًا يتضمن توزيع استبانات منظمة على موظفين يعملون في منشأت تخضع بمرحلة تحول. أن التوجه القيادي (SPSSلفهم الصلة بين ممارسات القيادة وأداء الموظفين ، وقد اظهرت النتائج باستخدام برنامج التحليل (
والتواصل الفعال حول التغير ودعم استقلالية الموظف يسهم بشكل كبير في تعزيز الأداء والرفاهية .
هذه الدراسة تُقدم إسهاما مهما في فهم كفاءة القيادة في البيئات الانتقالية، بالاضافة الى تقديم  رؤى عملية لقادة في المنظمات وصناع القرار في المملكة العربية السعودية،كما تشكل أساسًا  متينا لدراسات مستقبلية حول أساليب القيادة التي تركز على الموظف خاصة اثناء فترات الإصلاحات والتغيرات الوطنية.
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Chapter One: General Framework of the Study














1.1 Introduction:

Organizations worldwide face changes driven by advancements and global market expansions alongside shifts, in consumer behavior patterns. While in Riyadh Saudi Arabia particularly the pace of change is hastened by Vision 2030 – an initiative aimed at transforming the economy promoting sector growth and decreasing dependence on oil reserves (Al Shehri 2019). Within this endeavor numerous enterprises are transitioning from setups, towards adopting more structured corporate frameworks. 
The shift, to an environment usually comes with difficulties for workers. Like adapting to different job requirements and increased responsibilities and dealing with changes in the workplace culture as well. These factors impact not their job performance but their mental health by influencing stress levels motivation and overall job happiness (research by Danna & Griffin in 1999 and Warr, in 2002).
In times of uncertainty and change, like these ones we're facing now leadership plays a role. Leaders are expected to provide direction to their teams alleviate doubts and maintain spirits among their members. The idea of leadership as outlined by Bass and Riggio in 2006 underlines the importance of a leader’s ability to motivate assist and push employees in a manner that brings out their potential. Kotter in 1996 also stressed that effective leadership, in times of change goes beyond management. It involves creating a vision and helping individuals adapt to new work methods. 
Studies conducted in regions have highlighted the impact of effective leadership, on enhancing employee productivity and morale (Avolio & Bass 2004; Walumbwa et al., 2008). However Saudi Arabia remains relatively unexplored in this aspect. Businesses operating in Riyadh encounter a blend of work methodologies and modern corporate changes. Therefore leadership approaches proven successful elsewhere may require customization to suit the dynamics of this setting. 
This study delves into how strong leadership impacts the motivation and performance of employees and their psychological well being amid changes, in Riyadh city. It adopts a method by analyzing survey data from employees undergoing transitions in their organizations. The findings from this investigation may offer insights not for corporate executives but also, for human resources specialists and policymakers aiming to facilitate seamless transitions and enhance employee success. 
The main objective is to gain an insight into how effective leadership can support companies and their staff in achieving success, amidst a time of transformation—and by accomplishing this objective also play a role, in advancing the broader goals outlined in Vision 2030. 

1.2 Research Problem:

The research investigates how leadership affects employee performance in Riyadh organizations that transform from informal to formal corporate structures.
Today's fast-paced competitive global environment forces organizations to make continuous adjustments in their strategies alongside their structures and operations to stay viable. Riyadh stands as the economic capital of Saudi Arabia which leads this current transformation. The Kingdom's Vision 2030 plan drives Saudi Arabian businesses to evolve from family-operated establishments into formal corporate structures (Al-Shehri, 2019).
The process of organizational change creates multiple internal difficulties that organizations need to face. The shift to new structures along with changing expectations causes employees to show reduced engagement and create both uncertainty and decreased morale and performance. Leadership serves as the essential component for such transitional periods. Leadership according to Kotter (1996) extends beyond titles because it depends on the ability to influence people and guide them through inspiration. Organizations commonly experience leadership methods that fail to meet employee requirements during change times. When alignment between leadership practices and employee requirements does not exist it generates resistance along with decreased productivity and lower job satisfaction.
Leadership stands as a fundamental factor for successful transformation yet there is insufficient research about leadership styles and their impact on employee outcomes specifically in Saudi Arabian organizations located in Riyadh. Research has proven that transformational leadership defined by Bass and Riggio (2006) boosts both motivation and performance but its success depends heavily on cultural elements and organizational factors.
The lack of specific studies in this region created a knowledge gap that makes it challenging for leaders and decision-makers to create solutions which genuinely meet employee needs during organizational transformations. The current study investigates leadership practices that impact employee performance and psychological well-being in Riyadh-based companies undergoing structural changes. The research findings will support the creation of leadership models and change management strategies which work in the Saudi business culture while being practical and effective.




1.3 Main Research Question:

The central research question guiding this study is:
The research investigates how effective leadership affects employee performance together with their well-being during Riyadh-based companies' structural transformation from institutions to full corporate entities.
The research investigates leadership practices in relation to employee outcomes during organizational change to identify the most beneficial leadership methods for supporting employees through transition phases.

1.4 Sub-Research Questions:

The study investigates the main research question through the following sub-questions:
1.	Effective leadership practices impact employee performance levels during Riyadh-based company organizational transformations.
2.	Leadership practices create what effects on employee wellness throughout the institutional to corporate structural transition.
3.	Which leadership approaches demonstrate the highest effectiveness in boosting employee motivation and engagement throughout organizational change initiatives?
4.	Leadership support receives what kind of perception from employees during the transformation process?
5.	Leaders encounter which obstacles when they attempt to handle employee performance and well-being during organizational transformation?







1.5 Significance of the Study:
The research provides theoretical and practical value for studying organizational transformation in Riyadh under the Saudi Vision 2030 initiative.

1.5.1 Theoretical Significance
The research contributes to academic knowledge about how leadership impacts employee results when organizations undergo major changes. This research applies Transformational Leadership and Kotter’s Eight-Step Change Model and Self-Determination Theory and Goal-Setting Theory to study their application in Saudi Arabia's unique social and economic environment.
The international literature has extensively studied these theories but their application and effectiveness in Saudi organizations undergoing transition remains poorly understood. The research investigates leadership practices that affect employee motivation and performance and well-being during organizational transformation through empirical methods. The research findings will create a theoretical model for future researchers to validate or extend.

1.5.2 Practical Significance
The research delivers important insights to business leaders and HR professionals and decision-makers who lead organizational change initiatives. The study reveals which leadership approaches maximize employee involvement and productivity during organizational restructurings so organizations can establish effective leadership development programs.
The research findings directly apply to Riyadh-based companies that shift from traditional establishment-based structures to formal corporate entities. The practical recommendations from this research help organizations transition better by maintaining employee well-being while sustaining performance and achieving Vision 2030 goals.







1.6 Research Hypotheses:

Main Hypothesis:
The research indicates that leadership shows statistical significance in relation to employee performance during organizational transformation in Riyadh-based companies that shift from establishment to formal corporate structures.

Sub-Hypotheses:
Transformational leadership produces positive effects on employee performance when organizations undergo structural changes.
Employees who experience supportive and communicative leadership show better performance levels when their organization undergoes change.
Leadership approaches that involve employee participation in decision-making lead to better motivation and job performance during transformation.
Leadership clarity through defined vision and direction and specific goals minimizes employee resistance to change and leads to better performance.
The leadership approach used during transformation produces substantial differences in employee performance results.











1.7 Research Model:

The research model demonstrates how effective leadership practices affect employee performance and psychological well-being during organizational transformation in Riyadh-based companies. The transition from informal establishment structures to formal corporate systems supports the main goals of Saudi Arabia’s Vision 2030.
The model draws knowledge from multiple established leadership and motivational theories.
•	Transformational Leadership Theory (Bass & Riggio, 2006)
•	Kotter’s Eight-Step Change Model (1996)
•	Self-Determination Theory (Deci & Ryan, 1985)
•	Goal-Setting Theory (Locke & Latham, 1990)
The framework contains the following variables for analysis.
Independent Variables (Leadership Dimensions):
1.	Transformational Leadership
2.	Supportive and Communicative Leadership
3.	Participative Decision-Making
4.	Leadership Clarity (Vision, Goals, Direction)
5.	Leadership Style Differences
Dependent Variables:
•	Employee Performance
•	Employee Well-being
Mediating Variable:
•	Organizational Transformation Process
The model demonstrates that different leadership dimensions affect employee responses to organizational change particularly regarding role adaptation and morale maintenance and productivity preservation. The transformation process functions as a mediating element which determines the intensity and direction of these leadership effects.


Figure 1.1 – Conceptual Research Model
This figure illustrates the conceptual framework of the study, showing the relationships between various leadership styles and their impact on employee performance and well-being during organizational transformation.
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1.8 Scope of the Study:

The research maintains specific boundaries which direct a controlled investigation process that matches the research objectives.
Geographical Scope:
The research focuses on organizations operating in Riyadh which serves as the capital city of Saudi Arabia. The research site was selected because Riyadh functions as the central location for national transformation under Vision 2030 and contains numerous companies undergoing structural change.
Organizational Scope:
The research focuses on organizations which move from informal establishment-based structures to formal corporate frameworks during their transformation process. Different sectors of organizations participate in this study because they share the common experience of implementing internal changes because of national reforms.
Temporal Scope:
The study collected data from 2024 to 2025 when Vision 2030 initiatives reached their crucial phase and numerous Riyadh-based companies underwent major organizational transformations.
Conceptual Scope:
The research investigates effective leadership styles including transformational and supportive and communicative and participative and clarity-driven approaches to understand their impact on employee performance and psychological well-being during organizational transformation. The research study excludes leadership theories besides those mentioned and stable organizational environments which do not undergo transformation.
Methodological Scope:
A quantitative research approach used structured questionnaires to collect data from employees within chosen organizations. The research data underwent analysis through the Statistical Package for the Social Sciences (SPSS). The research study excludes qualitative research methods including interviews and case study analysis.
The research boundaries enable the production of findings which both meet theoretical standards and deliver practical solutions for the current business transformation initiatives in Riyadh's business sector.

1.9 Chapter Summary:

The first chapter established the fundamental elements of this research. The research starts by placing itself within Saudi Arabia's Vision 2030 framework to examine organizational transformations in Riyadh and leadership support for employees during change. The research problem led to the creation of one main question together with multiple sub-questions which will direct the investigation.
The chapter demonstrated the importance of this study through both theoretical and practical perspectives. The research aims to enhance existing knowledge about leadership practices during transitional periods. The research aims to deliver important knowledge which helps Riyadh organizations adapt to their transition toward corporate structures.
The research hypotheses were presented after which the conceptual model demonstrated the predicted connections between leadership styles and organizational change and employee outcomes. The study's scope received clarification through the definition of its geographical and organizational boundaries as well as temporal and conceptual and methodological limitations.
The established components create a solid foundation which will guide the rest of the research. The following chapter will expand on this foundation through a detailed presentation of the theoretical framework and an evaluation of previous studies related to research questions and variables.
























Chapter Two: Theoretical Framework and Literature Review












2.1 Introduction:

Organizational transformation involves significant shifts in how companies operate, often requiring a complete overhaul of structures, strategies, and internal processes. Navigating such changes effectively depends largely on the quality of leadership. In Saudi Arabia, particularly under the ambitious reforms of Vision 2030, many businesses in Riyadh are moving away from traditional establishment-based models and adopting more structured, corporate systems. This shift presents new challenges for leaders, who must not only drive performance but also ensure that employees remain motivated, clear in their roles, and psychologically supported throughout the process.
This chapter lays the theoretical groundwork for the study. It is structured in two main parts:
· The theoretical framework, which defines and explains the key variables and guiding theories of the research, such as leadership approaches, transformation strategies, and employee performance and well-being.
· The literature review, which analyzes prior studies on similar topics to highlight research gaps, reinforce the study’s relevance, and establish a scholarly basis for the research design.
Overall, the chapter aims to build a solid foundation by linking well-established theories to the research model and hypotheses developed for this study.

2.2 Theoretical Framework:

The theoretical base of this study receives its foundation in this section. The research establishes its core variables through definitions of effective leadership alongside organizational transformation and employee performance and psychological well-being before discussing theoretical models that guide the study. The research utilizes Transformational Leadership Theory together with Kotter’s Eight-Step Change Model and Self-Determination Theory and Goal-Setting Theory to create a comprehensive framework for analyzing leadership effects on employee outcomes during organizational change.

🔁 2.2.A Effective Leadership 
Yukl (2013) defines leadership as the process through which one person directs and stimulates other individuals or groups to work together toward reaching their common goals. 
Leadership within organizational transformation demonstrates expanded dynamism beyond its basic definition. The role of effective leadership extends past supervision and delegation to include vision creation alongside emotional assistance and forceful communication and swift adaptive choices during fast-changing conditions.
The present research defines effective leadership through actions which meet organizational targets as well as help workers develop their capabilities and maintain their ability to adapt to change. The defined leadership shows itself through open communication channels and inclusive practices together with staff concern response and goal-oriented team mobilization during uncertain times.
The research focuses on three leadership styles that will be examined:
The theory of Transformational Leadership enables leaders to motivate workers through vision communication and creative support and personalized assistance (Bass & Avolio, 1994).
A leader who demonstrates supportive behavior alongside open communication styles establishes trust through emotional support while ensuring psychological safety among their team members.
Leadership approaches that include employee decision-making enable workers to experience ownership thus boosting their intrinsic motivation levels.
The leadership style of Clarity in Leadership means leaders show clear definitions of what employees should do and what the organization aims to achieve particularly when the organization is undergoing change.
The approach requires leaders to understand that their leadership style effectiveness changes based on both cultural and structural elements of their environment (House et al., 2004).
The evaluated impact of leadership actions on performance and well-being in Saudi organizations undergoing major transformations uses these dimensions as its foundation.

2.2.B Organizational Transformation
Organizational transformation represents an intentional complete change of structure and strategy and operations and culture that enables organizations to address new opportunities and challenges (Burke, 2018). Organizational transformation requires leadership changes along with process and employee role adjustments.
Under Vision 2030 Saudi organizations transition from traditional establishment models to modern corporate frameworks through governance enhancement and digital integration and performance-based cultural development. Complex organizational transitions need powerful leadership to handle resistance while aligning objectives and sustaining worker morale.
Key dimensions of transformation include:
•Strategic direction change
•Structural redesign
•Cultural renewal
•Process reengineering
•Talent and performance restructuring

2.2.C Employee Performance and Psychological Well-being
Employee performance represents the level at which workers execute their work tasks efficiently to achieve organizational targets. Task performance together with organizational citizenship behaviors and adaptability define the performance levels of employees according to Campbell (1990).
Psychological well-being represents the emotional and mental state of employees which includes job satisfaction and engagement alongside stress levels and motivation. The state of well-being among employees tends to deteriorate when organizations undergo change because of unfamiliar circumstances and unpredictable workloads and unclear goals.
Leadership effectiveness minimizes negative effects by implementing these strategies:
•Providing clarity
•Offering support
•Encouraging participation
•Maintaining trust

2.2.1 Transformational Leadership Theory
Transformational Leadership Theory stands as one of the most researched and impactful organizational behavior and leadership theories within academic literature. James MacGregor Burns (1978) first developed the theory which Bernard Bass (1985) later expanded by showing how leaders motivate followers through shared visions and higher values.
Transnational leadership focuses on exchanges and compliance and rewards but transformational leadership elevates both leaders and followers toward better motivation and performance and ethical standards. The leadership approach excels during transitional phases because it helps establish common goals and fosters trust and stimulates new ideas.
Core Dimensions of Transformational Leadership (Bass & Avolio, 1994):
1.Idealized Influence (Charisma):
Leaders show others how to act through their own ethical behavior and consistent practices and clear vision.
2.Inspirational Motivation:
Leaders present a specific and powerful vision which enables followers to pledge their support for common objectives while taking independent action.
3.Intellectual Stimulation:
Leaders promote innovative thinking along with problem-solving abilities through challenges to conventional ideas and backing of new approaches.
4.Individualized Consideration:
Leaders make individual employees their priority by providing them with guidance and assistance while creating development opportunities.
Leadership through these dimensions builds organizations that commit to progress while empowering staff members for continuous improvement.
Relevance to Organizational Transformation
Organizational transformation of Riyadh companies from traditional establishments to formal corporate structures heavily depends on transformational leadership. Leaders who demonstrate transformational leadership behaviors will achieve several benefits.
The practice of fostering trust and inclusion helps organizations decrease employee opposition toward change.
Leaders should deliver straightforward messaging that harmonizes with the objectives of Vision 2030.
The leader supports employee welfare by hearing out employee worries and providing clarification about uncertain situations.
Leaders who create a motivated workforce achieve better overall employee performance through their engagement strategies.
The positive relationship between transformational leadership and employee satisfaction and commitment and innovation and performance has been confirmed in multiple empirical investigations (Judge & Piccolo, 2004; Avolio & Bass, 2004). This theory stands as a fundamental concept for the research that explores how leadership practices influence employee results throughout organizational strategic transitions.
2.2.2 Kotter’s Organizational Change Model
The Eight-Step Change Model developed by John Kotter (1996) represents one of the most applied and efficient frameworks for organizational transformation management. The model delivers a methodical set of instructions which leaders can use to carry out and maintain successful change initiatives. Leaders must understand that change affects both organizational structures and procedures and human psychology and cultural aspects thus requiring guidance to navigate uncertainty.
Kotter developed his model through research that involved more than 100 organizations which underwent significant transformations. The analysis of organizational change patterns produced both unsuccessful and successful elements which resulted in the development of eight fundamental change leadership steps.
The Eight Steps of Kotter’s Model:
1.Establishing a Sense of Urgency
People need to understand the necessity of change through the identification of threats and opportunities which require transformation.
2.Forming a Powerful Guiding Coalition
The development of a team consisting of powerful leaders together with stakeholders serves to promote and sustain the change initiative.
3.Creating a Vision for Change
The organization needs to create a precise and motivating vision which explains its target objectives alongside the path to achieve them.
4.Communicating the Vision
Organizations should maintain open communication about the vision through various channels for everyone to understand and accept it.
5.Empowering Broad-Based Action
Organizations should eliminate obstacles and provide needed resources and promote risk-taking to let employees execute the vision.
6.Generating Short-Term Wins
Organizations should generate visible measurable achievements during the initial phase of the process to build momentum and show success.
7.Consolidating Gains and Producing More Change
The credibility from initial successes enables leaders to advance more profound changes through system and structural process modifications that oppose the vision.
8.Anchoring New Approaches in the Culture
The organization should embed new changes into its cultural foundation by using continuous reinforcement combined with training programs and succession planning.

Relevance to Organizational Transformation in Riyadh
Kotter’s model shows high relevance to companies in Riyadh that need to transform under Vision 2030. These Riyadh-based companies implement operational model changes alongside cultural and leadership and workforce structure transformations. Leaders should implement Kotter’s model to achieve their objectives.
Leaders should use Kotter's model to assist people during times of uncertainty and resistance.
Leaders should create both urgency and employee engagement toward Vision 2030 objectives.
Transformation needs continuous support through the establishment of new corporate values and leadership behaviors to maintain its progress.
Organizations that use Kotter's structured steps will decrease their chances of failure while achieving sustainable meaningful improvements in their transformation efforts. The model supports transformational leadership since both approaches focus on creating vision while emphasizing communication and enduring change.

2.2.3 Self-Determination Theory (SDT)
Edward Deci and Richard Ryan (1985) created Self-Determination Theory (SDT) which serves as a comprehensive framework to study human motivation and psychological health and personal growth. According to the theory human beings reach maximum motivation levels and psychological health and productivity when they experience three fundamental psychological requirements.
1. Autonomy stands as an essential human requirement because people need to direct their own choices and actions.
2. People need competence to feel effective and capable during their activities.
3. People need relatedness because it helps them connect with others while feeling a sense of belonging to a community.
When the basic needs are satisfied people develop intrinsic motivation which results in better performance while also enhancing their engagement and well-being. People become extrinsically motivated when their needs are frustrated leading to controlled motivation which typically results in disengagement and poor performance and resistance to change.

Application in Organizational Contexts
The workplace application of SDT reveals how workplace leadership affects employee motivation through the study of work environments. Leaders who:
Leaders who grant autonomy through participative decision-making and who boost competence through meaningful feedback and development opportunities and who establish relatedness through a supportive culture will obtain intrinsically motivated employees.
Psychological well-being remains vital for organizational change because stress and uncertainty typically negatively affect employees. When leaders fulfill these essential psychological needs they help employees stay engaged and reduce their resistance to change while maintaining performance quality during transformational periods.

Relevance to the Current Study
The implementation of Saudi Vision 2030 for Riyadh-based companies leads employees to experience new roles and face cultural and expectation changes. The theory of Self-Determination provides essential understanding about how effective leadership through supportive and communicative and participative styles protects and strengthens employee motivation and psychological health throughout this transition.
The research incorporates Self-Determination Theory to show that leadership actions serve both strategic and human-oriented functions. Leaders who recognize their team members' psychological requirements tend to preserve both employee performance levels and psychological well-being throughout organizational changes.

2.2.4 Goal-Setting Theory
Organizational psychology has recognized Goal-Setting Theory as one of its most scientifically validated motivational theories which Edwin Locke and Gary Latham (1990) created. According to the theory employees perform better with challenging specific goals than they do with vague or simple goals which they actively choose to pursue.
The theory functions as a motivational system because goals serve to guide employees toward dedicated action and persistent work to achieve their preferred results. All goals do not possess the same degree of effectiveness. The motivational effectiveness of goals depends on several key factors which Locke and Latham determined.
Core Principles of Goal-Setting Theory:
1. Specific goals with defined details make up the core principle of clarity. Ambiguity weakens motivation.
2. Goal performance increases when employees tackle challenging targets that are achievable instead of simple tasks.
3. Employees need to demonstrate commitment toward the goal since lack of commitment results in no performance improvement.
4. The system requires tracking progress together with feedback distribution to enhance work efforts while enabling workers to modify their approaches.
5. The process of setting sub-goals together with appropriate time and resources becomes necessary for managing complex tasks.

Application in Leadership and Organizational Change
Transformation periods demand leaders to create and present goals to employees. By:
Leadership can boost employee dedication and motivation through clear communication of change vision and objectives and the alignment of personal goals with organizational strategy and regular performance feedback.
Leaders who establish clear goals help workers feel more secure and less resistant during periods of transformation in Riyadh-based companies under Vision 2030. Staff members maintain their engagement along with good performance when they comprehend their responsibilities and how their efforts help achieve organizational goals.
Relevance to the Current Study
The research utilizes Goal-Setting Theory to demonstrate how leadership clarity which includes defined vision and strategic direction along with performance expectations affects employee results during organizational transformation. Leaders who do not present clear goals will probably generate confusion among their staff which results in diminished motivation and possible resistance. The implementation of goal-setting principles enables leaders to build organizational alignment and performance and commitment during periods of uncertainty. Research models benefit from the Goal-Setting Theory when used with Transformational Leadership and Kotter’s Change Model and Self-Determination Theory (SDT) because it explains how leaders create employee-targeted motivational objectives from their vision.
2.3 Literature Review

2.3.1 Arabic Studies

Study by Al-Shehri (2019):
The study of Al-Shehri (2019) investigated leadership approaches in organizations transforming according to Saudi Vision 2030. The study aimed to investigate how different leadership styles influence the organization’s readiness and employee performance during transformation. Using a descriptive analytical method, the researcher surveyed 380 employees across both public and private sectors. The study revealed that transformational leadership proved to be the most effective in enhancing employee adaptability and productivity in periods of change.

Study by Al Kahtani et al. (2015):
The research focused on examining leadership effectiveness within Saudi organizations. The research sought to evaluate the extent to which leadership practices influenced employee motivation as well as satisfaction and goal alignment. A quantitative approach was adopted in this study where 420 participants from diverse sectors were surveyed. Results showed that supportive and participative leadership styles contributed significantly to employee motivation, especially during structural transitions.

Study by Al-Anazi (2021):
Al-Anazi conducted a study about the impact of leadership communication on employee resistance to change in Saudi manufacturing companies. The goal of this study was to establish whether leadership communication that is transparent and continuous can lower employee opposition to organizational restructuring. The study used a cross-sectional design and surveyed 300 employees. The findings indicate that open communication together with leader accessibility decreased resistance and enhanced job satisfaction during the organizational transformation.

Study by Alzahrani (2022):
The study examined how transformational leadership affects employee performance within Riyadh government agencies. A descriptive approach was employed with data collected via questionnaires from 360 public sector employees. 
The study concluded that visionary and empowering leadership behaviors enhanced employee performance and reduced stress during the transformation process aligned with Vision 2030.

Comparative Commentary on Arabic Studies:
All the Arabic studies reviewed emphasize that successful organizational transformation in the Saudi context depends on effective leadership. The studies show that transformational and supportive leadership styles are most effective in motivating employees and reducing their resistance to change while achieving better performance results. These studies indicate that the Saudi Vision 2030 agenda drives the research because leaders need to adapt their behaviors to implement large-scale reforms.
These findings align with the theoretical framework of this research, specifically the concept that leadership behaviors need to change throughout transformation to support employee well-being and performance. Most Arabic studies focus on either public sector workers or general employee reactions rather than examining the transitional period from establishment to corporate structure, which this study seeks to address.

2.3.2 International Studies

Study by Avolio & Bass (2004):
The research by Avolio & Bass (2004) looked into the role of transformational leadership in improving employee motivation levels, satisfaction and performance while organizations are undergoing change. The researchers administered a structured questionnaire in different industries and established that transformational leaders significantly boost team engagement and innovation. They found out that vision, individualized support and intellectual stimulation are very important in boosting employee commitment and output.

Study by Judge & Piccolo (2004):
A meta-analysis was conducted by the authors to find out the relative influence of transformational and transactional leadership styles on employee performance. Data was analyzed from over 87 studies by the authors and they found that transformational leadership had a stronger effect on employee outcomes especially in dynamic and change-oriented environments. They stressed that leaders who give meaning, purpose and recognition tend to foster more resilience and productivity.
Study by Kotter (1996):
Kotter’s work on change leadership developed the Eight-Step Change Model which was based on his research in organizations that were undergoing change. The study used case studies and interviews to show that leadership is more important than management in achieving successful change. The following findings were noted on the importance of creating a sense of urgency, developing a clear vision and integrating change into the organizational culture. The model has since been used as a reference point for transformation in uncertain environments.

Study by Deci & Ryan (2000):
This study was based on the earlier work by Deci and Ryan (2000) on the Self-Determination Theory to explore how workplace settings affect intrinsic motivation. Surveys and experimental design were used in the study to find out that environments which are autonomous, competent and related led to higher levels of engagement and well-being. The study emphasized the importance of leadership in developing supportive psychological climates especially during times of organizational change.

Study by Locke & Latham (2002):
This empirical study was used to test the Goal-Setting Theory in complex work settings. It was found that employees who were given specific, challenging, and feedback-supported goals performed better than those with vague or no goals. The study revealed that goal clarity and leader communication are critical for maintaining performance during organizational change.

Comparative Commentary on International Studies:
The reviewed international studies provide strong theoretical and empirical evidence for the key points of this research. It was found that transformational leadership is associated with better performance and higher motivation and change readiness. Leaders who communicate a clear vision and empower employees and provide support in various sectors and regions foster resilience and engagement.
Furthermore, the studies based on Self-Determination Theory and Goal-Setting Theory are similar to the research variables in this dissertation. They indicate that leadership must focus on both strategic direction and employee psychological needs such as motivation, clarity and emotional well-being.
These international studies provide general insights but none of them address the specific context of organizational transformation in the Gulf or Saudi Arabia, particularly the unique shift from establishment to formal corporate structure under Vision 2030. This highlights the importance and originality of the present study in addressing this gap.

2.4 Contributions of Previous Studies

The reviewed literature—both Arabic and international—provides a solid foundation for understanding the relationship between leadership and employee performance during organizational change. These studies have contributed valuable insights across several dimensions:
•Clarifying Leadership Roles:
The reviewed studies emphasize the importance of transformational, participative, and supportive leadership in motivating employees and guiding organizations through change. Research by Avolio & Bass (2004) and Al-Shehri (2019) highlights how visionary and emotionally intelligent leadership drives employee engagement and reduces resistance.
•Linking Leadership with Performance:
Multiple studies establish a clear link between leadership practices and improved employee outcomes, such as job satisfaction, productivity, and adaptability. This includes both the public and private sector contexts.
•Understanding Psychological Dimensions:
Studies based on Self-Determination Theory and Goal-Setting Theory have shown that motivation, clarity, and psychological support are critical during transformation. These findings deepen our understanding of how leadership can influence not just performance, but also well-being.
•Establishing Change Management Models:
Kotter’s model and related empirical studies offer structured approaches for managing transformation, highlighting the strategic and cultural dimensions of leadership during organizational transitions.
These contributions have shaped the theoretical and conceptual model of the present study. They support the selection of key variables—such as transformational leadership, communication, participation, and clarity—as essential elements influencing employee performance during change.

2.5 Distinctive Aspects of This Study

This research makes distinctive contributions to prior studies by introducing original elements that differentiate it from existing work:
1. The study examines organizations that transition from traditional establishment structures to corporate entities in Riyadh.
This investigation targets organizations transforming their establishment-level structures to formal corporate entities which distinguishes it from other research. Academic literature fails to explore this distinct economic transition of Saudi Vision 2030 under Vision 2030.
2. Contextualization within Vision 2030
The analysis in this study occurs within the national framework of Saudi Vision 2030 which represents a comprehensive plan for economic transformation and modernization. The research investigates how leadership performance affects Vision 2030 goals which produces findings that match present-day organizational challenges in Saudi Arabia.
3. Integration of Multiple Theoretical Lenses
The study moves beyond applying one leadership model. It integrates:
The study incorporates Transformational Leadership Theory to explain visionary leadership together with motivational leadership practices through Kotter’s Change Model while using Self-Determination Theory to study psychological needs and motivation along with Goal-Setting Theory to examine performance and direction.
The research applies multiple theoretical perspectives to evaluate leadership behaviors and employee results in organizational change processes.
4. Focus on Employee Performance and Well-being Together
The research investigates employee performance alongside their psychological well-being instead of concentrating on performance or productivity alone which is common in leadership studies. Organizational transformation needs to achieve both performance goals and employee mental health preservation for success.
5. Emphasis on Employee Perceptions
Leadership effectiveness from an employee perspective is studied through this research to provide bottom-up insights that leadership research typically overlooks. The success of change management heavily depends on employee buy-in because this perception matters most.
The study's original aspects along with its academic value stem from these contributions. The research addresses unmet needs in current scholarly work through its examination of a particular organizational environment to create actionable suggestions for Saudi leaders and policymakers who lead extensive transformations.

2.6 Chapter Summary

The chapter established the theoretical and empirical base for the study. The discussion started with defining essential terms about leadership alongside organizational change and employee performance and psychological health. The theoretical framework combined four fundamental theories which included Transformational Leadership Theory and Kotter’s Eight-Step Change Model and Self-Determination Theory and Goal-Setting Theory. The research problem receives complete analysis and interpretation through the combination of these four theoretical frameworks.
The literature review combined both Arabic and international research to present a balanced view of leadership practices and their effects on employee outcomes during times of change. The research studies demonstrated how leadership functions as a vital element to minimize resistance while boosting motivation and enhancing performance when organizations undergo transformation.
The research model and hypotheses received their development from previous studies which were discussed in this section. The study explained its unique features which include analyzing Riyadh companies transforming from establishment to corporate structures under Vision 2030 while merging multiple leadership theories and studying both performance and employee well-being.
The current study gained its intellectual foundation from this chapter while also identifying research gaps that made its investigation necessary. The following chapter will introduce the research methodology which includes research design alongside population and sample selection and data collection instruments and analysis methods for hypothesis testing.
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