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ABSTRACT 

Motivation may be defined as an interaction between management and encouraging individuals to 

enhance their overall benefit by providing them with objectives based on their inadequacy. Managers 

must clearly encourage workers to get the outcomes needed for the business. It may also be stated that 

motivation is created, that it is deliberately given, that it includes many parties and Motivational 

theories are designed to anticipate action. Herzberg and Maslow theory is now presumably one of the 

major scientists in this field. The main purpose of this study was to assess the impact on employee 

motivation and employer level of alteration and transactional leadership styles. This assessment will 

show the outcome of transactional and transformation approaches on employee motivation and staff 

involvement. It will assist you develop which types of leadership influence extremely positively on 

employee involvement and commitment. This enables organisational management to understand better 

which of the two leadership styles may have a good effect on services. It is decided to be highly linked 

and critical of employee engagement approaches as seen by staff. It has been found that the 

transformation styles of leadership, as seen by workers, are strongly linked with the motivation of the 

employee. And transactional leadership styles such as employees can be clearly associated with the 

employee engagement and are profoundly critical. Transactional management as seen by employees is 

clearly related and particularly important to the motivation of the employees. 
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Introduction 

Leadership is about how individuals interact and how they are guided to achieve 

organisational objectives. Leadership has been characterised as the way to influence 

others in achieving their organisational objectives. Respectful as well as viable 

management can help to improve an enterprise's performance. Furthermore, guided 

management can help the company to increase its profitability turnover and the 

development of many trends. Companies should be able to develop their dynamic as 

well as their competitive environment with decent strategies in line with the 

environment in instruction to accomplish a sustainable economic benefit. One of the 

important ways for any company to achieve performance, higher performance and the 

sustainable competitive benefit is to acquire innovative products and administration 

from the company. In order to maintain development, it is necessary to improve and 

renovate continuously, taking account of the needs and inclination of the shopper. 

Innovativeness is the ability of an organisation, while maintaining the market 

opportunity, to offer new products and to administrative activities. This can be 

achieved by unique strategies, new behavioural interactions and other structures that 

can add value to the existing item/administration. Globalization too has encouraged 

and encouraged SMEs to take on the global competitive platform innovative action. It 

has also encouraged them, through engagement in and effort for innovation, to be 

effective in situations of financial instability. Innovation helps to achieve cash 

benefits, awareness and therefore organisational knowledge management capability 

are also a criterion. 

In order to achieve this, the organisation needs a leadership power, creativity, 

innovation, organisational goals, objectives and unequalled performance. This 

management power is the person who must be self-motivated and trained workforce 

who, in any event, is able to take the organisation in unstable situations in the right 

way. The person who is going to focus on all of this is the company leader. It is the 

individual who can both manage and inspire the employees to use their ability to 

accomplish the goals, which they never could have dreamed of achieving. He would 

also be reliable in noticing and controlling the activity of workers, thus the leadership 

and the organisational performance have a crucial relationship. 

The company requires a controlling authority in order to accomplish this development, 

creativity, innovation, organisational objectives, aims and unmatched performance. 

This managership is the person who should behave naturally and trained personnel 

who can, in any case, take the company in difficult circumstances. The person who is 

going to focus on all of this is the company leader. He is the one who can lead the 

employees to use their finest skills to reach the goals, which they never could have 

dreamed of achieving or achieving. He would also be capable of seeing and controlling 

workers' actions to contribute best to companies, and thus both leaders and 

organisational performance have a crucial connection. 

In order to achieve this development, the organisation needs a controlling power, 

creativity, innovation, organisational objectives, objectives and predominant 

achievement. This management power is the person who must be self-motivated and 

trained workforce who, in any event, is able to take the organisation in unstable 

situations in the right way. The person who is going to focus on all of this is the 

company leader. He is the one who can lead the employees to use their finest skills to 
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reach the goals, which they never could have dreamed of achieving or achieving. He 

would be aware of and control the activities of employees to make their best possible 

contribution to the organisations, so both the leaders and the organisational results are 

in vital relation to each other. 

Innovation and creativity management in respect of SMEs are becoming increasingly 

important. The important work that SMEs do in the economy may motivate this 

interest. For example, SMEs employ up to 66% of all employees in the private sector 

and account for the majority of the European Association's total income. SMEs have 

difficulties especially as regards innovation management, notwithstanding its 

significance for the economy. The Austrian statistics, for example, shows that R&D 

expenditure is much lower in SMEs than in big companies as a proportion of sales. 

The desire to support innovative SMEs has motivated research on the background and 

results of innovations in this unique situation. In addition, SME research has provided 

valuable information to practitioners and researchers in technological scanning on 

implementing new item improvement measures and on innovation marketing. Most 

studies suggest that a poor formalisation level of the whole new interaction between 

innovations may be an obstacle to innovation. Features which SMEs usually use for 

new items only simple brainstorms and checklists, whereas the most ophthalmic 

devices are rather unclear New improvements in many SMEs are still informal and 

often are founded on a number of individuals' creative talents. 

The leadership relationship, characterised as an interaction between employees in 

order to coordinate actions with a specific goal and innovativeness, has received little 

attention. The style of transformational leadership that addresses the inborn 

motivation of employees and enables them to achieve maximum capacity can be 

particularly convincing with regard to innovative management. In the writer's 

knowledge, however, only one article is concerned with the transformation 

management for SMEs and connection between leadership in transformation and 

innovation in respect of SMEs was not investigated. First, we talk about how 

transformative leadership and financial performance in relation to SMEs are linked to 

theoretic background. Expanded by this debate, we develop theories that interface 

transformative leadership, transactional leadership, creativity, innovation. We provide 

the methods and the results in this way. Lastly, we discuss the results for practitioners 

and researchers and draw their conclusions. 

 

The concept of motivation 

Motivation may be defined as a Management Interaction that encourages individuals, 

depending on their unmet requirements, to benefit more successfully. The question is 

"why do managers have to motivate employees?" It is attributable to the survival of 

the business, according to Smith. In this statement we said that the motivation of its 

employees must be understood by organisational management and manager, as 

motivated people are the foundation for the present and future centuries of a 

productive company. It also indicates that uninspired employees may make a little 

effort and stay as distant as feasible from their places of work. They help the company 

grow and move about in quickly changing workplaces at this time when they are good 

workers. Lindner also says that managers have the greatest difficulty motivating jobs 

since what drives workers constantly changes. 

In the early 1880's, the word motivation was first used by renowned academics and 
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well-known social theorists when they spoke about motivated human conduct. 

Motivation is regarded as a consequence of them; it is a factor which constrains 

conduct. Many scholars have since late provided exceptional motivational definitions. 

The psychological cycle has been identified as providing a cause for conduct and 

advice to behave purposefully in order to fulfil clear, ignored needs of an internal 

drive. 

Managers must obviously encourage workers to take the opportunity of achieving the 

required results for the company. There is also agreement that motivation is 

established, it is shown to be deliberate, various sides and motivational theories try to 

anticipate comportment. Apparently, Herzberg and Maslow theories are still being 

utilised today since they were one of the most important researchers. 

 

Herzberg and Maslow 

Herzberg (1959) created a famous two-factor of motivation theory that he 

differentiated between motivators and hygienic components in his theory. He 

emphasised that the factors may be sanitary or motivating, but they can never be both. 

Inherently tough work, recognition and responsibility are the driving factors. Extrinsic 

motivators, such as status, safety at work and salary, are drivers of cleanliness. 

Motivating aspects may help towards contentment if current factors and hygiene 

considerations can lead to dissatisfaction, but the two can never be regarded as 

opposites. 

 

Table 1: Herzberg Two-Factor’s theory (Net MBA 2016) 

 
 

The two-factor Herzberg theory (1959) is linked to Maslow's motivational theory 

(1943), where Maslow described in his book his motivational theory. In his need, 

Maslow says that there are at least five targets termed fundamental requirements. 

✓ Physiological needs: These requirements are directly linked to individual or 

species survival. These are usually tangible requirements such as food, clothing 

and relaxation. Failure to meet these requirements may either cause a significant 

human condition to fail; physiological needs are considered to be the most 

essential and should be addressed first. 

✓ Security needs: This kind of need is to guarantee that, if the safety requirements 

of a person are fulfilled, their safety needs are prioritised and behaviour dominates. 

Young individuals may suffer post-traumatic stress disorder without physical 

protection from war, natural catastrophes and family abuse. The absence of 

financial safety and possibilities owing to economic crises is a trend toward 

professional stability. 
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✓ Social need of belonging to group: It shows that a person desires to be accepted 

by his/her own social component family, job, intimacy, companionship and 

colleagues. According to Maslow, human beings need to feel and feel part of life 

and to be welcomed among social meetings in which they chose to join or get 

involved. Such meetings may include big or small meetings, religions, co-workers, 

professional groups, athletic teams or gangs, while small meetings may include love 

affairs, family members, mentors, colleagues and confidants. 

 

Employee performance  

Efficient performance management is an essential tool for motivating employees to 

work well. It is nevertheless nothing but a sufficient prerequisite for efficient 

management of performance. The main issue in any performance management 

framework is how it is evaluated critically and how managers and employees are 

dedicated to using it. Level management includes improvement, syncing and 

improved value for and from customers, thus ensuring that shareholders and owners 

generate economic value. The growth of performance management is obviously quite 

big since the management of performance should be seen as a tool to improve the 

incentive of employees to be superior inside a company. Effective performance 

management needs a solid performance domain understanding. That means 

understanding the obligations and undertakings in a business or organisation, which 

are part of the collection of workloads. Once you have the whole capacity to evaluate 

and enhance performance, you have a foundation. This is the basis for the assessment 

and improvement of business performance. The result will be a missing link in the 

assessment of employee performance and the possibility of improving employee 

performance in the business. Furthermore, the relationship with other colleagues in 

the same set of working duties is lacking as a sassing employee performance. 

Classified Effective resourcing of people does not only include the acquisition of the 

appropriate volume and grandeur of personnel, but also employee administration to 

confirm that the performance is constantly checked at organisational level. Employees 

should be aware of what is typical, both in terms of duties and liabilities and 

performance requirements. Leistungskonzept encompasses both the achievements and 

the achievements. Company success in many ways may be measured. In many studies, 

the most obvious method to assess what has been accomplished is via key performance 

indicators (KPI), typically linked to financial results (profitability) or efficiency. Many 

businesses feel that their families may offer a competitive advantage and that their 

family 21 thus helps to the company's success. It seems that employee performance 

benefits the company's performance significantly. Resolved Organizations require 

highly successful people to accomplish their objectives, to communicate the specialist 

products and administrations and, last but not least, to gain competitive advantage. 

Low performance and inability to achieve the objectives may be unsatisfactory or even 

personal. To achieve objectives that a company sets for itself, managing employee 

performance is essential. The overall strategy of the company requires evaluating the 

skills of an employee and assessing his profitability. Each employee's better 

performance produces amazing benefits that primarily include employee consistency, 

quality output and workplace dedication. 

 

LEADERSHIP IN INDIA 
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In addition to our study expertise in building leaders in India, at least half the leaders 

at both senior and middle levels have significant improvements in order to qualify as 

leading figures. Indeed, even the major leaders in certain areas of their leadership 

fitness need to improve significantly. 

In the creation of innovation, Indian business leaders have focused. "We have 

excellent technical experts, but we cannot turn them into business leaders," as a head 

of a major Indian company put it. Typically, star functional experts are promoted to 

top positions without a solid leadership pipeline in place. These individuals certainly 

have subject expertise, but they may not have developed a broader perspective or 

abilities. 

The absence of leadership in these companies at different levels leads to a concentrated 

and discouraged workforce. 46% of workforce at companies in India have some kind 

of strain. The leadership styles that are still widely used are controlled and peaceful 

without the required supporting Coaching, Democratic and Affiliate styles as shown 

in the container below. This is due in part to Indian culture's firmly hierarchy and most 

organisations, but also to their inherent human failure to understand and teach others. 

A leader believes that he must all know. This affects the performance of the business 

and the personal lives of workers and reduces sustainable profitability. This results in 

large staff turnover that either relocates new employees to the same job or increases 

wages to retain critical personnel. There are two consequences. First, since India is an 

expensive and sensitive market, these firms believe its results are difficult to 

accomplish and, second, India loses its competitive edge to other southern Asian and 

African countries. 

The leader is the one who is in charge of others and is responsible for them and has 

the ability to influence attitudes, considerations and collection activities, to drive them 

beyond their fundamental work responsibilities to projects, to promote the mission 

and vision of the company and to influence each worker. A master and logic manager 

in management - Deepak Chopra - provides a wider framework of the leadership 

dynamics "Leadership from within." "One leader takes over the attitudes, 

contemplations and devotees acts of other people and is in charge of them. He 

motivates them to go above their essential duties, pushes the organization's purpose 

and vision and is capable of touching on every employee's existence." 

"The whole spirit of leadership comes from inside," he says. Managing people begins 

with managing yourself in the absence of possibility that you control your self-esteem. 

The actual requirement of vision to execution is to compete in the worldwide 

environment. In these thousands of years, this demands a new kind of leader who has 

to transmit faultless execution instead of being able to create just a common vision. 

The real slogan of effective leadership is competition, especially with the launch of 

the World Trade Organisation (WTO). The interplay of change plays a 90 percent 

greater role in leadership and 10 percent of business and educational institutions 

worldwide require efficient management with diverse characteristics such as energy, 

enthusiasm, warmth, knowledge, tenacity and perseverance’s. 

Leadership is a relationship by which someone encourages other people to achieve a 

goal, so that it becomes more structured and rational. Many people believe that 

leadership is only a formal leader. Nevertheless, the leadership of any component that 

promotes the efficacy of the meeting may be regarded as an action. If a leader is 

willing and controlled, he may become an effective leader. Great leaders interact, 
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educate, teach and experience via continuous involvement. A dedicated leader pushes 

his employees to work more successfully together. Some things should be done by an 

effective and dedicated leader, recognised and carried out. These are nonetheless not 

easily achieved by constant study and effort. 

Effective and dedicated leaders are always working to improve their leadership 

abilities. While leadership is taught, leaders' skills and competence may be influenced 

by their traits, morality and personality Knowledge and expertise immediately 

contribute to the leadership cycle and other characteristics improve their ability, 

knowledge and characteristics. The leader has specific characteristics. Leadership and 

management functions vary. The distinction between leadership and leadership is that 

leadership refers to a position of power in some organisation. Hierarchy, whereas 

management functions are various processes used to achieve organisational goals. 

These are some of the key leadership characteristics that distinguish excellent and poor 

leaders.: 

• Honesty and Integrity- Unquestionably, the highest attribute of leadership is 

honesty. No genuine success can be achieved without it, whether it's on an army, 

a football gang, an army or in an office." Integrity, and honesty are dual key 

components that create a successful leader. 

• Confidence - One should be confident enough to be an effective leader to make 

sure others follow his directions. If you are not confident about your own choices 

and characteristics, your subordinates will never follow you. 

• Inspire others- Perhaps the hardest task for a leader is to convince others to 

follow. You can only do it if you inspire your followers with a good example.   

• Commitment and Passion- His teams look up and if one wants to offer them all, 

one must be enthusiastic about it as well. It will help you acquire respect for your 

subordinates and instil new power in your team members to improve their 

performance. 

• Good Communicator- A good communicator may be an excellent leader. Words 

have the ability to inspire and make individuals impassable. If you utilise them 

properly, greater outcomes may also be achieved. 

• Decision-Making Capabilities- In addition to a futuristic vision, a leader should 

be able to make the correct choice at the appropriate moment. A leader should 

consider a lot before deciding, but once the choice is made, he should stick by it. 

• Accountability- "A wise leader accepts responsibility for failure and doesn't 

accept credence for advancement." It is essential to ensure that all of its 

subordinates are responsible for what they do. If you consider them responsible 

for their activities, your subordinates generate a sense of responsibility and 

approach the company all the more honestly. 

 

Developments in corporate leadership 

Leading businesses change the way they do things in response to competitive pushing 

forces and innovative progress. Here are some of the places undergoing 

transformation. 

• Corporate Culture: More emphasis on collaboration, less reliance on hierarchical 

reporting. Leading businesses concentrate less on hierarchical designs and more on 

teams collaborating to establish innovative administrations, products, approaches, 
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etc. Distributed computer technology makes access to work simpler for all workers 

to operate remotely while they are linked to their teams. 

• Social Collaboration and social media: Social collaboration helps workers and 

teams to connect and exchange information in order to accomplish shared 

objectives. This includes Twitter, LinkedIn, the WhatsApp and the Facebook. It 

promotes "brainstorming" and helps to create new ideas in an infinite environment; 

it enables anybody to participate in conversations and to exchange information. 

Despite this trend, many companies still use report sharing, discussion meetings and 

websites. You keep printing and recording numerous archives. Collaboration may 

be enhanced by technologies such as Zoom, Uber Conference and other social 

media apps. 

• Employee Development: Organizations frequently engage in workshop meetings, 

listen to a webinar and take part in a lunch and learn. These are excellent 

collaborative and engaging staff development tools, though. Staff are continuously 

adjusting to organisational changes, job changes, professional changes, and so on, 

and they are not all learning in the same way or at the same speed. The design aims 

to individualise employee development programmes to augment the conventional 

models by enabling workers to learn at their own speed. It expects leaders to be 

familiar with each employee's requirements and departmental objectives and to 

organise learning that best satisfies both individual and aggregate demands. 

Individual education may also be carried out via coaching and mentorship. 

Innovation has allowed workers to access this during their own schedules and to 

take use of the finest global assets. This pattern has a beneficial effect on the overall 

commitment and retention of employees. 

• Strategic Planning and Development: Strategy was never more difficult or 

essential than in today's global competitive climate, when business plans should 

transcend countries and markets. Too many companies try to be everything for 

everyone, spending their assets on markets which could never benefit them from 

speculation. For every company, there is no one wonderful strategic planning 

model. The model of strategic improvement is a more integrated method which 

involves workers, customers and suppliers at the front end of the interaction in order 

to ensure the end-strategies that reflect not just the vision of its leaders but the 

requirements of the whole company. The emphasis on consumers, innovation, 

commitment, retention and performance is therefore restored. 

• Goal Setting: The method to define the objectives has always been difficult and 

uncomfortable. For almost 50 years the conventional "SMART" approach has led 

leaders to set objectives that are clear, measurable, achievable, relevant and timely. 

It has been more a barrier than supporting since leaders in general are more worried 

with fulfilling all the components of the acronym than about the real objective. 

Many executives and salesmen have thus repeatedly failed to attain their 

professional and personal objectives. It is now believed that clear, difficult 

objectives with tight timeframes should be established. Individuals and/or their 

managers may set goals. Employees establish targets to align themselves with their 

boss. Nevertheless, workers should not just focus on those who are in direct 

alignment with their bosses. You should also establish your own objectives, always 

ensure your goals are shared or easily overlooked. 
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• Seen that Western leadership philosophy has gradually gone through various ways 

Attribute Method wanted to highlight the personal traits and characteristics of the 

leaders of the 1940s, while the Style Approach attempted to take the conduct of the 

leaders into account, and was popular until the 1960s. Subsequently, the 

Contingency Approach sought to focus the circumstances on the leadership concept 

that prevailed from the 1960s through the 1980s. This was accompanied by the 

strategy of New Leadership, which includes transformations, charismatic leadership 

and visionary leadership. This defines leaders as those who express a vision. This 

method came in the 1980s and then took the post-charismatic and post-

transformation strategy to leadership in the 1990s. Each of these methods indicated 

a shift of focus and not the death of the past. 

 

Features of Leadership 

A. Influence the behaviour of others 

Leadership is a person's capacity to influence other workers' behaviour to 

accomplish a shared objective so that they are willing to cooperate with each other 

for the same cause. 

1. Inter-personal process: It is a collaborative effort between the leader and those 

who follow. The linking between the leader and followers determines how 

successfully and efficiently the organization's objectives are fulfilled. 

2. Attainment of common organizational goals: The aim of leadership is to direct 

individuals in an organisation to work towards achieving shared organisational 

objectives. The leader draws people together and their efforts to accomplish shared 

objectives. 

3. Continuous process:  A leader must always guide his workers and supervise them 

So they make efforts and do not stray from their goals in the same way. 

4. Group process: It's a group process with two or more persons interacting. 

 

CONCLUSION 

Transactional leadership was shown to have a strong positive linear relationship with 

both engagement and commitment. These results corroborate the conclusions of 

previous university research. In 1994, Avolio and Bass stated that the degree of 

participation of the group workers in transactional and transformation management 

had improved. According to the Bass principle, effective leaders are in reality 

transactional and transformative. The impact on organisational commitment of both 

styles and hues. Transformational leadership has been shown to have a greater effect 

on organisational commitment among employees than transactional leadership. 

Corporate transformation leadership may be more realistic since it emphasises the 

human aspect more than traditional leadership styles. Perrewe and Carlson (1995) said 

in connection that the business members no longer just look for themselves when the 

change comes into effect, but that this is good for the whole group. Indian workers are 

usually motivated by business incentives, need to be updated, offset and operational 

circumstances enhanced. "It is very essential for a leader in any group to constantly 

convey his view that it is not in doubt the path of a group," stated Ken Blanchard, the 

famous management trainer. As the research shows, leaders need thrive in today's 

constantly changing company environment via transformation leadership as an 

alternative to transactional management, in order to increase employee motivation 
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efficiently and consistently. Leaders should stay clear from certain behaviour and 

spend time coaching, be attentive to employee needs and abilities, assist them develop 

their talents and create a supportive atmosphere. This helps to enhance the company's 

performance. They also need to enhance their knowledge of how their leadership style 

affects their workers. The workers must select the kind that is most suited to their 

corporate goals and to their requirements. They need to be honest and thus regarded 

as role models to ensure better staff performance. 
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