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[bookmark: _Toc182168361]Background
Transformational leadership has emerged as a pivotal concept in organizational studies, particularly in the context of enhancing performance across various sectors, including healthcare. This leadership style is characterized by the ability to inspire and motivate followers to exceed their own self-interests for the sake of the organization, fostering an environment of innovation and change (Madanchian et al., 2021). In the healthcare sector, where the stakes are high and the need for effective leadership is critical, transformational leadership can significantly influence organizational performance by enhancing employee motivation, job satisfaction, and overall commitment to the organization (Hariadi & Muafi, 2022; Elgelal & Noermijati, 2014).
In Saudi Arabia, the healthcare system has undergone substantial reforms aimed at improving service delivery and patient outcomes. The Vision 2030 initiative emphasizes the importance of leadership in achieving these goals, highlighting the need for effective management practices that can drive organizational performance (Jing & Avery, 2011). The health cluster in Saudi Arabia, comprising various healthcare institutions, presents a unique context to study the effects of transformational leadership. The dynamic nature of healthcare, coupled with the increasing demand for quality services, necessitates leaders who can adapt and inspire their teams to meet these challenges (Perano et al., 2019).
Research indicates that transformational leadership is positively correlated with organizational performance, particularly in environments that require adaptability and innovation (Madanchian et al., 2021; Kebede & Lemi, 2020). For instance, studies have shown that transformational leaders can enhance organizational citizenship behavior, which in turn contributes to improved performance metrics (Purwanto et al., 2021; Hariadi & Muafi, 2022). Moreover, the role of transformational leadership in fostering a positive organizational culture cannot be overstated, as it creates an environment where employees feel valued and empowered to contribute to organizational goals (Naile & Selesho, 2014).
The healthcare sector in Saudi Arabia is characterized by a diverse workforce, including professionals from various cultural backgrounds. This diversity necessitates a leadership approach that is not only transformational but also culturally sensitive and inclusive (Sertel et al., 2022). Transformational leaders in this context are expected to navigate the complexities of cultural dynamics while promoting a shared vision that aligns with the overarching goals of the healthcare system (Perano et al., 2019).
Furthermore, the interplay between transformational leadership and other variables such as job satisfaction, organizational commitment, and employee performance has been a focal point of recent studies. Transformational leadership has been shown to enhance job satisfaction, which is a critical determinant of employee performance (Hariadi & Muafi, 2022; Hidayah & Sutopo, 2017). In the context of the Saudi health cluster, understanding these relationships is essential for developing strategies that can lead to improved organizational performance and better health outcomes for the population.
[bookmark: _Toc182168362]Statement of the Problem
Despite the recognized importance of transformational leadership in enhancing organizational performance, there remains a significant gap in empirical research specifically examining this relationship within the Saudi healthcare context. Previous studies have predominantly focused on Western contexts, leaving a void in understanding how transformational leadership operates in the unique cultural and organizational landscape of Saudi Arabia (Jing & Avery, 2011; Rumengan et al., 2021). This gap is particularly concerning given the ongoing reforms in the Saudi healthcare system, which necessitate effective leadership to navigate the complexities of change and improve service delivery (Kebede & Lemi, 2020).
Moreover, while existing literature suggests a positive correlation between transformational leadership and various performance outcomes, the mechanisms through which this relationship operates in the healthcare sector remain underexplored. For instance, the role of mediating factors such as employee motivation, job satisfaction, and organizational commitment in the transformational leadership-performance nexus has not been adequately addressed in the Saudi context (Hariadi & Muafi, 2022; Hidayah & Sutopo, 2017). Understanding these mediating factors is crucial for developing targeted interventions that can enhance organizational performance in healthcare settings.
Additionally, the impact of contextual factors, such as cultural dynamics and organizational structure, on the effectiveness of transformational leadership in the Saudi health cluster has not been sufficiently examined. The unique cultural context of Saudi Arabia, characterized by its collectivist values and hierarchical structures, may influence the way transformational leadership is perceived and enacted within healthcare organizations (Sertel et al., 2022). Therefore, there is a pressing need for research that not only investigates the direct effects of transformational leadership on organizational performance but also considers the contextual factors that may moderate this relationship. The current study aims to fill these gaps by investigating the effects of transformational leadership on organizational performance within the health cluster in Saudi Arabia. .
[bookmark: _Toc182168363]Theoretical Model
Transformational leadership theory, initially developed by James MacGregor Burns in the late 1970s, has become one of the most prominent leadership theories in management studies (Eaton, 2024). It's posits that leaders can inspire and motivate followers to exceed their own self-interests for the good of the organization (Lai, 2011) This theory emphasizes four key components: idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration (Fahlevi et al., 2022). Transformational leaders are seen as change agents who foster an environment of trust, innovation, and personal development (Avolio & Bass, 1995). Transformational leadership theory focuses on the impact of leadership on team performance, emphasizing the leader's ability to inspire and motivate followers to achieve extraordinary outcomes beyond expectations (Dionne et al., 2004). Research by Bellé (2013) further explores the performance effects of transformational leadership, highlighting its influence on perceived social impact and job performance. Teoh et al. (2022) emphasize the effects of transformational leadership dimensions on employee performance in the hospitality industry, particularly during challenging times like the COVID-19 pandemic. Astuti et al. (2023) stress the importance of transformational leadership styles in enhancing nurses' compliance and commitment in hospital settings. Additionally, Winingsih (2022) explores the influence of transformational leadership style on knowledge sharing and employee performance in a hospital context.
[bookmark: _Toc182168364]Transformational Leadership
[bookmark: _Toc182168365]Definition of Transformational Leadership
Transformational Leadership: A leadership style that seeks to inspire and motivate employees by fostering innovation, creating a shared vision, and promoting individual development. It is characterized by four key dimensions: idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration (Rachmat, 2023). 
This concept was notably articulated by Bass and Avolio, who defined transformational leaders as those who are energetic, enthusiastic, and passionate about their work, focusing on the growth and development of their followers (Fischer, 2016). The essence of transformational leadership lies in its capacity to foster significant changes within organizations by aligning the goals of the organization with the personal values and motivations of its members (Bass, 2000). This alignment not only enhances individual performance but also contributes to the overall effectiveness of the organization (Morales et al., 2008).
The transformational leadership model emphasizes the importance of leaders who can articulate a compelling vision, provide intellectual stimulation, and offer individualized consideration to their followers (Mariah, 2023). This model is particularly relevant in dynamic environments such as healthcare, where leaders must navigate complex challenges while fostering an environment conducive to innovation and high-quality patient care (Schwartz et al., 2011). Moreover, the transformational leadership approach has been linked to various positive outcomes, including increased employee satisfaction, commitment, and organizational performance (Sahid, 2023).
[bookmark: _Toc182168366]Key Components of Transformational Leadership
The key components of transformational leadership, as identified by Bass, include idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration (Rachmat, 2023). Idealized influence refers to the leader's ability to serve as a role model, earning the trust and respect of followers. Inspirational motivation involves the leader's capacity to inspire and motivate followers to exceed their own self-interests for the sake of the organization. Intellectual stimulation encourages creativity and innovation by challenging the status quo and promoting problem-solving among followers (Bass, 2000).
Individualized consideration highlights the importance of recognizing and addressing the unique needs and aspirations of each follower, fostering a supportive environment that encourages personal and professional growth (Barling et al., 2000). These components collectively contribute to the effectiveness of transformational leaders in driving organizational change and enhancing employee engagement (Omaka et al., 2019). In the context of healthcare, these leadership qualities are essential for improving patient outcomes and fostering a culture of excellence among healthcare professionals (Wong & Cummings, 2007).
[bookmark: _Toc182168367]Organizational Performance
[bookmark: _Toc182168368]Definition of Organizational Performance: 
Organizational Performance: The efficiency and effectiveness with which an organization achieves its goals, including aspects such as productivity, quality of service, employee satisfaction, and operational outcomes (Madanchian et al., 2021). 
It encompasses various dimensions, including clinical outcomes, patient satisfaction, operational efficiency, and financial performance (Morales et al., 2008). The performance of healthcare organizations is critical not only for the sustainability of the organization but also for the overall health and well-being of the populations they serve (Dong et al., 2016).
In the healthcare sector, performance metrics often include patient safety indicators, quality of care measures, and patient satisfaction scores, which reflect the organization's ability to meet the needs and expectations of patients (Wong & Cummings, 2007). Furthermore, organizational performance is influenced by various factors, including leadership styles, organizational culture, and the level of employee engagement (Schwartz et al., 2011). Transformational leadership has been shown to positively impact these factors, thereby enhancing overall organizational performance (Sahid, 2023).
[bookmark: _Toc182168369]Key Metrics of Organizational Performance in Healthcare
Key metrics of organizational performance in healthcare can be categorized into clinical, operational, and financial dimensions. Clinical metrics include patient outcomes, such as mortality rates, readmission rates, and adherence to clinical guidelines (Dong et al., 2016). These metrics are essential for assessing the quality of care provided by healthcare organizations and are often used by regulatory bodies to evaluate performance (Morales et al., 2008).
Operational metrics focus on the efficiency of healthcare delivery, including wait times, patient throughput, and resource utilization (Dong et al., 2016). These metrics are crucial for identifying areas for improvement and ensuring that healthcare organizations can meet the demands of their patient populations effectively. Financial metrics, on the other hand, assess the economic viability of healthcare organizations, including revenue generation, cost management, and profitability (Morales et al., 2008).
The interplay between these metrics is significant; for instance, improvements in clinical outcomes can lead to enhanced patient satisfaction, which in turn can positively influence financial performance through increased patient referrals and reduced operational costs associated with poor outcomes (Dong et al., 2016). Transformational leadership plays a pivotal role in driving improvements across these metrics by fostering a culture of excellence and continuous improvement within healthcare organizations (Schwartz et al., 2011).
[bookmark: _Toc182168370]Transformational Leadership Impacts on Performance
[bookmark: _Toc182168371]Direct Impacts of Transformational Leadership
Motivation and Job Satisfaction: Transformational leadership has been shown to have a direct positive impact on employee motivation and job satisfaction. Studies indicate that transformational leaders inspire their followers by creating a compelling vision and fostering an environment of trust and respect (Nugraha et al., 2022). This inspirational approach not only enhances employees' intrinsic motivation but also leads to higher levels of job satisfaction, as employees feel more engaged and valued within the organization (Safitri & Nurhadian, 2023). The positive correlation between transformational leadership and job satisfaction is particularly evident in sectors such as healthcare, where employee morale is crucial for delivering high-quality patient care (Schwartz et al., 2011).
Furthermore, transformational leaders often employ strategies that promote teamwork and collaboration, which further enhances job satisfaction among employees (Kim & Park, 2019). By encouraging open communication and recognizing individual contributions, transformational leaders create a supportive work environment that fosters employee engagement and satisfaction (Mariah, 2023). This, in turn, leads to improved performance outcomes, as satisfied employees are more likely to be productive and committed to their roles (Safitri & Nurhadian, 2023).
Staff Retention and Productivity: The influence of transformational leadership extends beyond motivation and job satisfaction to encompass staff retention and productivity. Research has demonstrated that organizations led by transformational leaders experience lower turnover rates, as employees are more likely to remain with an organization that fosters a positive and supportive culture (Cheung & Wong, 2011). Transformational leaders cultivate strong relationships with their followers, which enhances loyalty and commitment, ultimately reducing the likelihood of staff turnover (Cheng, 2023).
In addition to improving retention rates, transformational leadership has been linked to increased productivity. Employees who feel motivated and supported by their leaders are more likely to perform at higher levels and contribute to the organization's success (Farahnak et al., 2019). This relationship is particularly significant in high-stakes environments such as healthcare, where the quality of care is directly influenced by staff performance and engagement (Naderi et al., 2019). By fostering a culture of excellence and continuous improvement, transformational leaders can drive productivity and enhance overall organizational performance (Schwartz et al., 2011).
[bookmark: _Toc182168372]Indirect Impacts of Transformational Leadership
Influence on Organizational Culture: Transformational leadership has a profound indirect impact on organizational culture, shaping the values, beliefs, and behaviors that define an organization. Transformational leaders promote a culture of innovation and collaboration, encouraging employees to share ideas and take risks (Aristana et al., 2023). This cultural shift is essential for fostering an environment where creativity and problem-solving can thrive, ultimately leading to improved organizational performance (Ouyang et al., 2022).
Moreover, transformational leaders play a crucial role in establishing a shared vision and aligning organizational goals with the values of their employees (Afsar & Masood, 2017). By creating a strong sense of purpose and commitment, transformational leaders can cultivate a positive organizational culture that enhances employee engagement and satisfaction (Caillier, 2014). This cultural alignment is particularly important in healthcare settings, where the quality of care is closely linked to the organizational culture and the behaviors of healthcare professionals (Schwartz et al., 2011).
Impact on Patient Satisfaction and Care Quality: The indirect effects of transformational leadership extend to patient satisfaction and care quality in healthcare organizations. Research has shown that transformational leadership is associated with improved patient outcomes, as engaged and motivated healthcare professionals are more likely to provide high-quality care (Elgelal & Noermijati, 2014). Transformational leaders foster a culture of excellence that prioritizes patient needs and encourages continuous improvement in care delivery (Charbonneau et al., 2001).
Furthermore, the positive relationship between transformational leadership and patient satisfaction is reinforced by the enhanced teamwork and collaboration that transformational leaders promote among healthcare staff (Jong & Hartog, 2007). When employees feel supported and valued, they are more likely to work effectively as a team, leading to better communication and coordination in patient care (Carter et al., 2012). This collaborative approach ultimately results in improved patient experiences and outcomes, highlighting the critical role of transformational leadership in healthcare settings (Schwartz et al., 2011).
[bookmark: _Toc182168373]Relationship Between Transformational Leadership and Organizational Performance
The relationship between transformational leadership and organizational performance is well-documented in the literature, with numerous studies highlighting the positive impacts of transformational leadership on various performance metrics. Transformational leaders inspire their followers to exceed their own expectations and contribute to the organization's success, leading to enhanced overall performance (Gupta, 2020). This relationship is particularly evident in sectors such as healthcare, where the quality of care and patient outcomes are directly influenced by leadership practices (Sumarno, 2023).
Transformational leadership has been shown to foster a culture of innovation and continuous improvement, which is essential for organizations seeking to adapt to changing environments and meet the evolving needs of their stakeholders (Musinguzi et al., 2018). By promoting employee engagement and collaboration, transformational leaders can drive organizational performance and ensure that the organization remains competitive and responsive to challenges (Khan et al., 2020). This dynamic interplay between leadership and performance underscores the importance of adopting transformational leadership practices in organizations aiming for excellence (Schwartz et al., 2011).
In conclusion, the concepts and theories related to transformational leadership provide a robust framework for understanding its impact on employee motivation, organizational culture, and overall performance. By fostering a supportive and inspiring environment, transformational leaders can enhance employee engagement, drive innovation, and ultimately improve organizational outcomes, particularly in high-stakes sectors such as healthcare
[bookmark: _Toc182168374]Factors affecting the performance of the hospital organization. 
The performance of hospital organizations is influenced by a multitude of factors, ranging from human resource strategies to management practices and external environmental conditions. Understanding these factors is crucial for improving healthcare delivery and ensuring patient satisfaction. One significant aspect is the role of human resource management (HRM) strategies, which have been shown to directly affect organizational performance. For instance, Nafari and Rezaei highlight the positive correlation between effective HR strategies and hospital performance, particularly when assessed through the Balanced Scorecard framework (Nafari & Rezaei, 2021). This is further supported by Michael et al., who found that HRM policies significantly impact patient outcomes, including mortality rates in UK hospitals (Nafari & Rezaei, 2021). Additionally, Elkomy and Cookson emphasize that performance management strategies, such as reducing patient waiting times, are critical for enhancing healthcare outcomes (Elkomy & Cookson, 2018).
Another vital factor is the political climate within the organization. Yasmeen et al. argue that organizational politics, including nepotism and favoritism, can undermine HRM practices and employee performance (Yasmeen et al., 2019). By redefining policies to mitigate these political influences, hospitals can enhance the performance of their workforce, thereby improving overall organizational effectiveness (Yasmeen et al., 2019). Furthermore, Asaria et al. assert that management quality is positively linked to hospital performance, suggesting that effective leadership and management practices are essential for achieving high performance in healthcare settings (Asaria et al., 2020). This is echoed by Khadka et al., who identify specific managerial competencies, such as communication and service delivery innovation, as critical for effective hospital management (Khadka et al., 2013).
Financial factors also play a significant role in hospital performance. Fanaei et al. note that lower salaries in military hospitals compared to other health organizations negatively impact performance outcomes (Fanaei et al., 2023). They argue that aligning salaries with performance metrics can lead to improved quality of care (Fanaei et al., 2023). Similarly, the financial management capabilities of hospitals are crucial, as effective financial oversight can enhance resource allocation and operational efficiency (Darmastuti, 2023). This is particularly important in the context of increasing healthcare demands and the need for sustainable financial practices.
Moreover, the quality of healthcare services delivered is a fundamental determinant of hospital performance. Pourmohammadi et al. emphasize that quality indicators, such as patient satisfaction and infection rates, significantly influence hospital effectiveness and financial performance (Pourmohammadi et al., 2018). The relationship between service quality and patient satisfaction is further supported by Javed and Ilyas, who found that patients tend to report higher satisfaction levels in private hospitals compared to public ones, indicating that service quality is a critical area for improvement in public healthcare settings (Javed & Ilyas, 2018).
In addition to these factors, the implementation of knowledge management (KM) practices is increasingly recognized as a means to enhance hospital performance. Karamat et al. argue that effective knowledge management can improve patient care by ensuring that healthcare providers have access to critical patient information and best practices (Karamat et al., 2018). This aligns with the findings of Ivanković et al., who suggest that the use of performance data is essential for hospital managers to make informed decisions and improve organizational performance (Ivanković et al., 2020). The ability to collect and utilize performance data effectively can lead to better accountability and strategic management within hospitals.
[bookmark: _Toc182168375]Methods to Enhance hospital performance
To enhance hospital performance, several methods can be employed. First, hospitals should focus on developing robust HRM practices that prioritize talent management. Bibi highlights the importance of talent management strategies in attracting, developing, and retaining skilled employees, which is essential for improving organizational performance (Bibi, 2018). By fostering a merit-based culture, hospitals can leverage the capabilities of their workforce to achieve competitive advantages.
Second, enhancing management quality through targeted training and development programs is crucial. Moradi et al. emphasize the need for hospital managers to possess strong relational and communication skills, which are vital for effective leadership (Moradi et al., 2020). Training programs that focus on these competencies can help managers navigate the complexities of healthcare delivery and improve overall organizational performance.
Third, implementing performance management systems that focus on key performance indicators (KPIs) can drive improvements in hospital operations. Elkomy and Cookson suggest that monitoring waiting times and other relevant performance metrics can help hospital managers assess their effectiveness and make necessary adjustments (Elkomy & Cookson, 2018). By establishing clear performance targets and regularly evaluating progress, hospitals can enhance their service delivery and patient outcomes.
Additionally, fostering a culture of continuous improvement through feedback mechanisms can significantly enhance hospital performance. Lim and Ok argue that organizations that actively seek feedback and adapt their practices accordingly are more likely to succeed in achieving their performance goals (Lim & Ok, 2022). This approach encourages a proactive stance towards addressing challenges and leveraging opportunities for improvement.
Finally, embracing technological advancements and innovative practices can also contribute to enhanced hospital performance. Dias and Escoval highlight the need for hospitals to develop new skills and adapt their organizational structures to meet the evolving demands of healthcare delivery (Dias & Escoval, 2014). By investing in technology and innovation, hospitals can improve operational efficiency and patient care quality.
In conclusion, the performance of hospital organizations is influenced by a complex interplay of factors, including human resource strategies, management quality, financial practices, service quality, and knowledge management. To enhance performance, hospitals must adopt comprehensive strategies that address these factors holistically. By focusing on talent management, improving managerial competencies, implementing effective performance management systems, fostering a culture of continuous improvement, and embracing innovation, hospitals can significantly improve their organizational performance and ultimately enhance patient care.







[bookmark: _Toc182168376]Literature Review
[bookmark: _Toc182168377]Introduction
The purpose of this chapter is to review the existing literature on transformational leadership and its impact on organizational performance, with a specific focus on the healthcare sector.
[bookmark: _Toc182168378]Transformational Leadership
Transformational leadership is a leadership style that seeks to inspire and motivate followers to achieve exceptional outcomes while fostering an environment of innovation and change (Metz et al., 2019; . This leadership approach is characterized by four key components: idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration (Eyal & Roth, 2011). Idealized influence refers to the leader's ability to act as a role model, earning the trust and respect of followers. Inspirational motivation involves articulating a compelling vision that inspires followers to commit to organizational goals. Intellectual stimulation encourages creativity and problem-solving, while individualized consideration emphasizes the importance of recognizing and addressing the unique needs of each follower (Hansbrough & Schyns, 2018).
Research has shown that transformational leaders can significantly impact their followers' attitudes and behaviors, leading to higher levels of job satisfaction, organizational commitment, and performance (Saravo et al., 2017; Liu, 2023). For instance, studies indicate that transformational leadership is positively correlated with employee engagement and organizational citizenship behavior, which are critical for fostering a collaborative and productive work environment (Purwanto et al., 2021; Chou et al., 2013). Moreover, transformational leadership has been linked to improved team dynamics and performance, as leaders who exhibit transformational behaviors tend to cultivate trust and cohesion among team members (Chou et al., 2013; Vanesa, 2021).
In the context of healthcare, transformational leadership is particularly relevant due to the sector's inherent complexities and the need for continuous improvement in service delivery (Saravo et al., 2017). Leaders who adopt a transformational approach can effectively navigate the challenges posed by rapid changes in healthcare policies, technological advancements, and patient expectations. By fostering a culture of innovation and collaboration, transformational leaders can enhance the overall performance of healthcare organizations (Metz et al., 2019; Liu, 2023).
[bookmark: _Toc182168379]Organization's Performance
Organizational performance refers to the effectiveness and efficiency with which an organization achieves its goals and objectives. It encompasses various dimensions, including financial performance, operational efficiency, employee satisfaction, and customer satisfaction (Wen et Al., 2023). In the healthcare sector, organizational performance is often measured through indicators such as patient outcomes, service quality, and employee engagement (Liu, 2023).
The relationship between leadership styles and organizational performance has been a focal point of research, with transformational leadership emerging as a significant predictor of positive performance outcomes (Curtis et al., 2017; Rachmat, 2023). Studies have demonstrated that organizations led by transformational leaders tend to exhibit higher levels of innovation, adaptability, and employee morale, all of which contribute to enhanced performance (Hariani & Masdupi, 2019; Wen et Al., 2023). Furthermore, transformational leadership has been associated with improved organizational commitment and reduced turnover intentions among employees, which are critical factors in maintaining a high-performing workforce (Robertus et al., 2020; Purwanto et al., 2021).
In the context of Saudi Arabia's healthcare sector, organizational performance is particularly crucial given the ongoing reforms aimed at improving service delivery and patient care (Jing & Avery, 2011). The Vision 2030 initiative emphasizes the need for effective leadership to drive these changes, highlighting the importance of aligning organizational goals with the broader objectives of the healthcare system (Perano et al., 2019). As such, understanding the factors that influence organizational performance, including leadership styles, is essential for achieving the desired outcomes in this sector.
[bookmark: _Toc182168380]The Impact of Transformational Leadership on Organizational Performance
Numerous studies have explored the impact of transformational leadership on organizational performance, revealing a consistent positive relationship between the two constructs (Curtis et al., 2017; Liu, 2023). Transformational leaders are known to inspire and motivate their followers, leading to increased levels of job satisfaction, commitment, and performance (Metz et al., 2019; Wen et Al., 2023). For instance, research has shown that transformational leadership enhances employee engagement, which is a critical determinant of organizational performance (Lai et al., 2020; Chou et al., 2013). Engaged employees are more likely to go above and beyond their job requirements, contributing to improved service delivery and patient outcomes in healthcare settings (Hariani & Masdupi, 2019; Purwanto et al., 2021).
Additionally, transformational leadership fosters a culture of innovation and continuous improvement, which is essential for organizations operating in dynamic environments such as healthcare (Saravo et al., 2017; Liu, 2023). Leaders who encourage creativity and support their employees in taking calculated risks are more likely to drive organizational performance through the development of new ideas and solutions (Wen et Al., 2023; Liu, 2023). This is particularly relevant in the context of Saudi Arabia's healthcare sector, where leaders must navigate the complexities of reform and adapt to changing patient needs and expectations (Jing & Avery, 2011; Perano et al., 2019).
Moreover, the impact of transformational leadership on organizational performance is often mediated by factors such as organizational commitment and job satisfaction (Purwanto et al., 2021; Rachmat, 2023). Transformational leaders who prioritize the well-being and development of their followers are more likely to cultivate a committed workforce that is aligned with the organization's goals. This alignment ultimately translates into improved performance outcomes, as employees are more motivated to contribute to the organization's success (Metz et al., 2019; Curtis et al., 2017).
[bookmark: _Toc182168381]Relationship Between Demographic Variables and Employee' Perceptions of Transformational Leadership and Organizational Performance
Demographic variables, such as age, gender, education level, and work experience, can significantly influence employees' perceptions of transformational leadership and organizational performance (Arrippin & Wahab, 2023; Hussain et al., 2016). Research suggests that employees' backgrounds and experiences shape their expectations and interpretations of leadership behaviors, which in turn affects their engagement and performance (Wen et Al., 2023; Hussain et al., 2016). For instance, younger employees may have different expectations regarding leadership styles compared to older employees, potentially leading to variations in how transformational leadership is perceived and enacted within organizations (Arrippin & Wahab, 2023; Hussain et al., 2016).
Furthermore, studies have indicated that gender can play a role in shaping perceptions of leadership effectiveness. Female employees may respond differently to transformational leadership behaviors compared to their male counterparts, influencing their levels of job satisfaction and organizational commitment (Hussain et al., 2016; Hansbrough & Schyns, 2018). Additionally, educational background and work experience can impact employees' understanding of leadership dynamics, leading to differing perceptions of transformational leadership's effectiveness in driving organizational performance (Arrippin & Wahab, 2023; Hussain et al., 2016).
In the healthcare sector, where teamwork and collaboration are essential, understanding the relationship between demographic variables and employees' perceptions of transformational leadership is critical for fostering an inclusive and supportive work environment (Metz et al., 2019; Wen et Al., 2023). Leaders who are aware of these dynamics can tailor their approaches to meet the diverse needs of their workforce, ultimately enhancing organizational performance (Liu, 2023; Arrippin & Wahab, 2023).
[bookmark: _Toc182168382]Summary of Past studies 
The study titled "Effects of Transformational Leadership on Organizational Identification and Adaptive Performance in the Health Care Industry" by Fan (2023) aimed to examine the effects of transformational leadership on employees' adaptive performance and organizational identification within the healthcare industry. The study was conducted in healthcare-related enterprises in Shandong Province, China, with a sample of 300 participants from 36 healthcare enterprises. The results showed that transformational leadership significantly improved employees' adaptive performance and positively influenced their organizational identification, fostering a stronger emotional connection and sense of belonging. Additionally, organizational identification mediated the relationship between transformational leadership and adaptive performance, indicating that employees who identified more with their organization performed better (Fan, 2023).
The study titled "The Effect of Transformational Leadership and Organizational Culture on Employee Performance" by Vidhia (2023) aimed to analyze the influence of transformational leadership and organizational culture on employee performance at Pancasila University Jakarta, Indonesia. The study used a sample of 100 employees and found that transformational leadership had a significant positive impact on employee performance, improving it by 53.3%. Organizational culture also positively influenced performance, contributing to a 46.3% improvement. The study concludes that both leadership style and organizational culture are important factors in enhancing employee performance and should be considered when designing organizational policies (Vidhia, 2023).
The study titled "The Effect of Transformational Leadership, Organizational Culture, and Management Control System on Employee Performance with Organizational Commitment as the Intervening Variable at CV Makmur Jaya Abadi Surabaya City" by Pamungkas et al. (2023) aimed to investigate the effects of transformational leadership, organizational culture, and management control systems on employee performance, with organizational commitment as a mediating factor. The study used a sample of 243 employees and found that transformational leadership significantly influenced organizational commitment, which in turn enhanced employee performance. However, leadership did not have a direct impact on performance, suggesting that commitment plays a key mediating role in the relationship between leadership and performance (Pamungkas et al., 2023).
The study titled "Exploring the Impact of Transformational Leadership on Employee Performance: Insights into Organizational Effectiveness and Leadership Behavior" by Hamdan et al. (2024) aimed to explore how transformational leadership behaviors influence employee performance in various organizational contexts. The mixed-methods study, conducted in Indonesia, found that transformational leadership significantly enhanced task, contextual, and adaptive performance. Key leadership traits such as idealized influence, intellectual stimulation, and inspirational motivation were positively associated with improved employee outcomes. Additionally, organizational culture was found to moderate the relationship between leadership and performance (Hamdan et al., 2024).
The study titled "The Effects of Transformational Leadership and Organizational Culture on Employee's Performance: Case Study at Nippon Paint Company Branch in Bengkulu City" by Agustina et al. (2023) aimed to investigate the effects of transformational leadership and organizational culture on employee performance. The study, conducted with 53 employees, found that transformational leadership had a significant positive effect on performance. Organizational culture did not have a significant effect, but when combined with leadership, the overall impact on performance was notable, explaining 15.5% of the variance in performance outcomes (Agustina et al., 2023).
The study titled "The Effect of Transformational Leadership on Employee Performance Through Job Satisfaction and Organizational Commitment" by Putri & Meria (2022) aimed to explore how transformational leadership impacts employee performance in the food and beverage industry in Indonesia. The study used Structural Equation Modeling (SEM) to analyze data from 135 respondents and found that transformational leadership had a significant positive effect on performance. Furthermore, both job satisfaction and organizational commitment mediated this relationship, suggesting that leadership's impact on performance was enhanced through these mediators (Putri & Meria, 2022).
The study titled "The Influence of Transformational Leadership Behavior, Human Resource Practices, Employee Involvement on Organizational Performance" by Arifianto et al. (2024) aimed to investigate the impact of transformational leadership behavior, human resource practices, and employee involvement on organizational performance. Conducted at the Banyuwangi Regency Transportation Service, Indonesia, with a sample of 130 employees, the study found that transformational leadership had a direct positive effect on organizational performance. The study also highlighted the importance of human resource practices, such as training and appraisals, and employee involvement in enhancing performance outcomes (Arifianto et al., 2024).
The study titled "The Impact of Transformational Leadership and Social Interaction on Organizational Performance in the Viewpoint of Knowledge Management: An Empirical Study in the Banking Sector of Pakistan" by Lashari & Rana (2018) aimed to assess how transformational leadership and social interaction affect organizational performance through knowledge management. The study, conducted with 270 managers from various banks in Pakistan, found that transformational leadership significantly enhanced knowledge management, which in turn improved organizational performance. Social interaction also played a role in enhancing these outcomes (Lashari & Rana, 2018).
The study titled "The Effect of Transformational Leadership on Employees During Organizational Change – An Empirical Analysis" by Faupel & Süß (2018) aimed to analyze how transformational leadership influences employee behavior during organizational change. The study, conducted in Germany across various industries, found that transformational leadership significantly improved work engagement and positive perceptions of organizational change. These factors mediated the relationship between leadership and employee performance, leading to better support for organizational change initiatives (Faupel & Süß, 2018).
The study titled "The Impact of Transformational Leadership and Compensation Towards Motivation and Its Implications on Organizational Performance at the Education and Training Center of the Ministry of Communication and Information" by Adhi & Aima (2021) aimed to analyze the impact of transformational leadership and compensation on employee motivation and organizational performance. The study used a sample of 42 respondents from the Education and Training Center in Indonesia and found that transformational leadership had a significant positive impact on motivation and performance. Motivation acted as a partial mediator, confirming that leadership improves performance through enhanced employee motivation (Adhi & Aima, 2021).
The study titled "Relationship of Transformational Leadership, Organizational Learning, and Organizational Performance" by Mutahar et al. (2015) aimed to investigate the impact of transformational leadership on organizational performance, with organizational learning as a mediator. The study, conducted in the telecom sector in Saudi Arabia with 70 employees, found that transformational leadership significantly improved organizational learning, which in turn enhanced performance. This study emphasizes the importance of fostering a learning culture to optimize leadership’s effects on performance (Mutahar et al., 2015).
The study titled "The Effect of Transformational Leadership and Organizational Commitment on Employee Performance with Organizational Citizenship Behavior as Intervening Variables" by Vipraprastha et al. (2018) aimed to explore the effects of transformational leadership and organizational commitment on employee performance, with organizational citizenship behavior (OCB) as a mediator. The study, conducted in Indonesia with 88 employees, found that transformational leadership indirectly improved performance through its positive impact on OCB. Leadership did not have a direct effect on performance, but its influence through OCB was significant (Vipraprastha et al., 2018).
The study titled "The Impact of Transformational Leadership on Organizational Performance: A Case Study at the University of Jordan" by Alsayyed et al. (2020) aimed to investigate the impact of transformational leadership on organizational performance, focusing on four dimensions: idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration. The study, conducted with 280 administrative employees at the University of Jordan, found that idealized influence and intellectual stimulation had the most significant impact on performance, while the other dimensions were less influential (Alsayyed et al., 2020).
The study titled "The Impact of Transformational Leadership on Organizational Performance via the Mediating Role of Corporate Social Responsibility: A Structural Equation Modeling Approach" by Alrowwad et al. (2017) aimed to explore how transformational leadership affects organizational performance through corporate social responsibility (CSR). Conducted in Jordan’s pharmaceutical sector with 217 respondents, the study found that transformational leadership significantly improved CSR, which in turn enhanced organizational performance. Leadership did not have a direct impact on performance, but CSR acted as a key mediator (Alrowwad et al., 2017).
The study titled "The Impact of Transformational Leadership on Organizational Performance: Evidence from Jordan" by Orabi (2016) aimed to analyze the relationship between transformational leadership and organizational performance in the banking sector. Conducted with 249 employees from three banks in Jordan, the study found that transformational leadership significantly improved performance, with the components of inspirational motivation, intellectual stimulation, and individualized consideration contributing the most to performance outcomes (Orabi, 2016).
The study titled "The Mediating Effect of Family Work Balance and Psychological Capital on The Relationship between Leadership Style and Teachers' Job Performance" by Wen & Jantan (2023) aimed to explore the mediating roles of family-work balance and psychological capital in the relationship between leadership style and job performance. Conducted in China’s higher vocational colleges, the study found that transformational leadership significantly improved job performance through its positive impact on psychological capital and family-work balance, suggesting that leadership indirectly enhances performance by supporting work-life balance (Wen & Jantan, 2023).
[bookmark: _Toc182168383]Gap in Literature
Despite the extensive research on transformational leadership and its impact on organizational performance, there remains a notable gap in the literature regarding the specific context of the Saudi healthcare sector. Most existing studies have primarily focused on Western contexts, leaving a void in understanding how transformational leadership operates within the unique cultural and organizational landscape of Saudi Arabia (Jing & Avery, 2011; Rumengan et al., 2021). This gap is particularly concerning given the ongoing reforms in the Saudi healthcare system, which necessitate effective leadership to navigate the complexities of change and improve service delivery (Perano et al., 2019; Kebede & Lemi, 2020).
Moreover, while previous studies have established a positive correlation between transformational leadership and organizational performance, the mechanisms through which this relationship operates in the healthcare sector remain underexplored. For instance, the role of mediating factors such as employee motivation, job satisfaction, and organizational commitment in the transformational leadership-performance nexus has not been adequately addressed in the Saudi context (Curtis et al., 2017; Liu, 2023). Understanding these mediating factors is crucial for developing targeted interventions that can enhance organizational performance in healthcare settings.
Additionally, the impact of contextual factors, such as cultural dynamics and organizational structure, on the effectiveness of transformational leadership in the Saudi health cluster has not been sufficiently examined. The unique cultural context of Saudi Arabia, characterized by its collectivist values and hierarchical structures, may influence the way transformational leadership is perceived and enacted within healthcare organizations (Sertel et al., 2022; Rumengan et al., 2021). Therefore, there is a pressing need for research that not only investigates the direct effects of transformational leadership on organizational performance but also considers the contextual factors that may moderate this relationship.
[bookmark: _Toc182168384]Distinctions of the Current Study 
This study uniquely examines the Saudi healthcare sector within the Makkah Health Cluster, addressing an underexplored context. Previous research has predominantly focused on Western or Asian settings (Fan, 2023; Vidhia, 2023), leaving a gap in understanding transformational leadership within Saudi Arabia’s distinct organizational culture, marked by collectivist values and hierarchical structures (Sertel et al., 2022; Rumengan et al., 2021).
Further distinguishing this study is its alignment with the Saudi Vision 2030 reforms, which aim to elevate healthcare quality and accessibility. While the positive effects of transformational leadership are well-documented (Pamungkas et al., 2023; Hamdan et al., 2024), the impact of leadership during such transformative reforms has not been emphasized, making this research particularly relevant to Saudi healthcare’s current needs.
Additionally, this study investigates mediating factors like employee motivation and job satisfaction, which are less examined in Saudi healthcare. Although some studies have explored these mediators in other settings (Putri & Meria, 2022; Lashari & Rana, 2018), their specific influence within the Saudi context remains underexplored, despite the potential to shape leadership outcomes significantly (Curtis et al., 2017; Liu, 2023; Alsayyed et al., 2020; Alrowwad et al., 2017).
The study also considers how Saudi Arabia's cultural and structural dynamics may moderate leadership effectiveness, a factor often overlooked in prior research (Jing & Avery, 2011; Kebede & Lemi, 2020). By examining these contextual influences, the study aims to deliver a culturally relevant perspective on transformational leadership within Saudi healthcare.
Finally, unlike general studies, this research’s focus on a health cluster allows for in-depth insights into leadership within a coordinated healthcare network. This targeted approach is expected to yield practical strategies for enhancing performance across clustered healthcare facilities, adding value to regional health systems. 
[bookmark: _Toc182168385]Theoretical Framework of the Study
The Transformational Leadership Theory, initially developed by James MacGregor Burns in the late 1970s, has become one of the most prominent leadership theories in management studies (Eaton, 2024). This theory posits that leaders have the ability to inspire and motivate followers to exceed their own self-interests for the benefit of the organization (Lai, 2011). As a leadership style, transformational leadership emphasizes the importance of visionary leadership that fosters trust, personal growth, and a strong sense of organizational commitment.
Key Components of Transformational Leadership: Transformational leadership theory highlights four essential components that define how leaders can influence organizational outcomes (Fahlevi et al., 2022): Idealized Influence: Leaders act as role models, gaining trust, respect, and admiration from followers. They exhibit high ethical standards and create a sense of shared mission and values within the organization. Inspirational Motivation: Leaders communicate a compelling vision that inspires followers to achieve more than what they believed was possible. They motivate employees by setting high expectations and articulating a clear purpose for their efforts. Intellectual Stimulation: Leaders encourage creativity and innovation by challenging followers to think critically and approach problems from new perspectives. This component fosters an environment where employees feel empowered to question the status quo and propose novel solutions. Individualized Consideration: Leaders offer personalized support and mentorship to their followers, addressing individual needs and aspirations. This creates a supportive atmosphere that enhances personal development and increases job satisfaction. Transformational leaders are seen as change agents, fostering an environment of trust, innovation, and personal development (Avolio & Bass, 1995). Through their leadership behaviors, transformational leaders inspire followers to perform beyond expectations, resulting in enhanced team and organizational performance (Dionne et al., 2004). The link between transformational leadership and organizational performance has been widely explored in various industries and sectors. For example, research by Bellé (2013) demonstrates that transformational leadership has a significant effect on perceived social impact and job performance. Leaders who exhibit transformational behaviors are able to foster a sense of purpose and alignment with organizational goals, which enhances both individual and collective performance. In challenging environments, such as the hospitality industry during the COVID-19 pandemic, transformational leadership has been shown to positively affect employee performance, as emphasized by Teoh et al. (2022). In healthcare settings, transformational leadership has been found to play a crucial role in improving organizational outcomes. Astuti et al. (2023) highlight the importance of transformational leadership styles in enhancing nurses' compliance and commitment, particularly in hospital environments where leadership behaviors directly influence the quality of patient care. Similarly, Winingsih (2022) explores the influence of transformational leadership on knowledge sharing and employee performance in hospital contexts, reinforcing the positive impact of leadership on fostering collaboration and driving organizational success.
The theoretical framework of this study is based on the Transformational Leadership Theory and its influence on organizational performance within the Makkah Health Cluster. By employing transformational leadership behaviors such as idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration, leaders in the healthcare sector are expected to positively impact the organization's overall performance, including operational efficiency, employee productivity, and quality of service.
By examining the relationship between transformational leadership and organizational performance, this framework provides a structured approach to understanding the role of leadership in improving performance outcomes in healthcare settings, supported by empirical evidence from previous studies (Dionne et al., 2004; Bellé, 2013; Astuti et al., 2023).
Conceptual frameworkTransformational leadership
Organizational performance


[bookmark: _Toc180701698]Figure ‎2‑1 Conceptual framework
The conceptual framework of this study is designed to explore the relationships among transformational leadership, organizational performance within the Makkah Health Cluster in Saudi Arabia. 
[bookmark: _Toc182168387]Summary 
In summary, the current study aims to fill these gaps by investigating the effects of transformational leadership on organizational performance within the health cluster in Saudi Arabia. By exploring the mediating roles of employee motivation, job satisfaction, and organizational commitment, as well as considering the influence of cultural and contextual factors, this research seeks to provide a comprehensive understanding of how transformational leadership can be leveraged to enhance organizational performance in the Saudi healthcare sector.
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