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Abstract
The present paper reports three studies that were based on the general proposition that the effectiveness of transformational 
leadership (TL) depends on whether the displayed TL behaviors match the followers’ motives. Specifically, inspirational 
motivation should be effective with followers high on the power motive, intellectual stimulation should be effective with 
followers high on the achievement motive, and individual consideration should be effective with followers high on the 
affiliation motive. In study 1, in order to confirm the hypothesized conceptual relationships between TL and motives, we 
systematically analyzed the TL literature (N = 139 papers) for motive content and found, as predicted, that descriptions of 
inspirational motivation, intellectual stimulation, and individual consideration were associated with power, achievement, 
and affiliation motive content, respectively. Study 2, a vignette study, confirmed that participants’ (N = 113) motives deter-
mined their preferences for the respective TL behaviors. In study 3 (N = 116), we manipulated TL behaviors with video clips 
and confirmed the predictions that followers’ affiliation [power] motive moderated the effects of individual consideration 
[inspirational motivation] on leaders’ influence and followers’ task performance. Mixed results were obtained regarding 
the expected moderating function of followers’ achievement motive on the effects of intellectual stimulation. Findings are 
discussed with respect to their importance in establishing TL as a motivation theory.

Keywords  Transformational leadership behaviors · Follower motives · Individual consideration · Inspirational motivation · 
Intellectual stimulation · Leadership effectiveness

Introduction

Transformational leadership (TL) theory is, in essence, a 
motivation theory. This is obvious from several statements 
made by the pioneers of TL theory. Burns (1978), for exam-
ple, asserted that “the transforming leader looks for poten-
tial motives in followers, seeks to satisfy higher needs, and 
engages the full person of the follower” (p. 4). Bass (1985) 
took up this notion and postulated that a transformational 
leader is someone “who motivates us to do more than we 
originally expected to do” (Bass, 1985, p. 20). House (1977) 
again found it essential to study the effects of leaders on 
their followers’ motive arousal and subsequent intrinsic 

motivation (see also House, 1996). A few years later, along 
with Shamir, he became even more specific and asserted, 
“Leaders selectively arouse follower nonconscious achieve-
ment, affiliation and power motives” (House & Shamir, 
1993, p. 91).

Subsequently, several authors have added their views 
on the relationships between TL and follower motivation 
(e.g., Bass, 1998; Bono & Judge, 2004; Gagné et al., 2020; 
House & Shamir, 1993), but no prior research has directly 
examined the links between TL and followers’ motives (for 
a notable exception, see Jacobsen & House, 2001).

The present research was aimed at closing this research 
gap by merging TL research and research on motives, two 
research disciplines that have been developed in largely 
separate literatures. Based on McClelland’s (1985) clas-
sification of motives, we focused on followers’ three “big 
motives”: power, affiliation, and achievement. In order to 
examine the conceptual relationships between these three 
follower motives and TL, we took up the call announced 
by several researchers to disentangle TL and analyze its 
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subdimensions (e.g., Deinert et al., 2015; van Knippenberg 
& Sitkin, 2013). We conducted three studies. First, we con-
tent-analyzed the research literature on TL for its underlying 
motive content in order to empirically demonstrate concep-
tual overlaps between the motives of power, achievement, 
and affiliation and the transformational leadership behaviors 
(TLBs) of inspirational motivation, intellectual stimulation, 
and individual consideration, respectively. Second, we con-
ducted a vignette study to demonstrate that a follower’s pref-
erence for a specific TLB depends on the follower’s underly-
ing motives. Finally, we conducted an experiment to test the 
prediction that the positive effects of different TLBs in terms 
of a leader’s influence and a follower’s task performance are 
selectively moderated by the follower’s motives.

Theoretical Background and Hypotheses

Conceptual Relationships Between TLBs 
and Motives

From a thorough discussion of some of the problems of TL 
research, van Knippenberg and Sitkin (2013) concluded that 
“there is no basis to group different aspects of leadership 
into one construct, measurement, or experimental manipula-
tion” (p. 45). The authors recommended that the umbrella 
concept of TL be disentangled and that its subdimensions 
be inspected separately (cf. Deinert et al., 2015; Kehr & 
Weibler, 2010). We view this as an important step in the 
exploration of the conceptual relationships between TL and 
motives.

We concentrated our research on the behavioral dimen-
sions of TL: inspirational motivation, intellectual stimula-
tion, and individual consideration. Consequently, we left the 
attributional subdimensions of TL (i.e., attributed influence 
and perceived charisma) out of the analysis. In doing so, we 
followed the recommendations of several researchers (cf. 
Bass, 1998; van Knippenberg & Sitkin, 2013): Attributed 
influence and perceived charisma are in essence the effects of 
leadership on followers and should thus be clearly separated 
from the leadership behaviors that may have caused these 
effects. In support of this idea, Shamir (1991) cautioned 
that a leader’s behaviors should not be lumped together 
with attributed influence. Avolio et al. (1999) agreed and 
added that including both behavioral and attributional scales 
“potentially trades-off the behavioral purity” (p. 444) of 
transformational leadership research.

Earlier this century, scholars began examining the rela-
tionships between motives and composite measures of 
transformational leadership (Jacobsen & House, 2001), 
but the literature does not indicate which specific motives 
are related to which TLBs. Therefore, and based on prior 
work (Kehr & Weibler, 2010), we inspected the separate 

literatures on motives and transformational leadership to 
identify hints about conceptual relationships that we could 
then use as a starting point for our empirical analyses.

Most leadership researchers who have explored the 
relationships between leadership and motives adopted 
McClelland’s (1985) classification of the three “big 
motives”: power, affiliation, and achievement (e.g., Bass, 
1998; House & Shamir, 1993). So did we. But how are 
these three motives related to inspirational motivation, 
individual consideration, and intellectual stimulation, the 
three separable TLBs (Bass, 1985, 1998)?

The power motive is a need for impact, status, social 
influence, and control (Winter, 1987). It is related to gain-
ing and exerting social influence (Winter, 1987). In organi-
zations, goal setting (Locke & Latham, 1990) and leading 
with vision (House & Shamir, 1993) are important ways 
to influence and inspire employees. In TL, setting high 
performance standards (i.e., goals) and leading with vision 
are the key elements of inspirational motivation (Bass, 
1999). Therefore, we propose a conceptual relationship 
between the power motive and inspirational motivation. 
Presumably, a leader’s use of inspirational motivation 
interacts with a follower’s power motive in that a follower 
high on the power motive will react favorably to a leader 
displaying inspirational motivation.

The affiliation motive is a need for establishing and main-
taining close interpersonal relationships (Heyns et al., 1958). 
The affiliation motive is particularly relevant in social situ-
ations and is related to intimacy and warmth (McClelland, 
1975). Leaders high on the affiliation motive often develop 
mutually rewarding relationships with their followers and 
often take their followers’ needs into consideration. This 
closely matches the descriptions Bass (1999) provided for 
the TLB of individual consideration. In sum, the affiliation 
motive and individual consideration seem to be aligned. 
Consequently, we asserted that individual consideration 
interacts with a follower’s affiliation motive in that employ-
ees high on the affiliation motive will be motivated if their 
leader uses individual consideration.

Finally, the achievement motive is a need to excel with 
respect to a personal standard of excellence associated 
with the intent to do things better or in a more efficient way 
(McClelland, 1975) and a predilection to engage in crea-
tive and inventive tasks. Similarly, the TLB of intellectual 
stimulation is associated with stimulating people to view 
old problems from new perspectives and find creative solu-
tions (Bass, 1999). Therefore, we see conceptual similarities 
between the achievement motive and intellectual stimulation. 
We thus inferred that a leader displaying high amounts of 
intellectual stimulation interacts with a follower’s achieve-
ment motive in that followers high on the achievement 
motive will be motivated if their leader shows a high level 
of intellectual stimulation.
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At the onset of our research, we intended to empirically 
examine the predicted relationships between the three TLBs 
and follower motives by analyzing the research literature 
on TLBs for motive content. On the basis of the discussion 
above, we expected:

Hypothesis 1. Descriptions of the three TLBs in the 
research literature will contain different motive content. 
Specifically:
Hypothesis 1A. Individual consideration descriptions will 
comprise more affiliation motive content than (a) motive 
content of the other motives and (b) the descriptions of 
the other TLBs.
Hypothesis 1B. Inspirational motivation descriptions will 
comprise more power motive content than (a) motive con-
tent of the other motives and (b) the descriptions of the 
other TLBs.
Hypothesis 1C. Intellectual stimulation descriptions 
will comprise more achievement motive content than (a) 
motive content of the other motives and (b) the descrip-
tions of the other TLBs.

Followers’ Motives and Preferences for TLBs

Motives have been defined in terms of dispositional pref-
erences for certain types of incentives (McClelland, 1985; 
Schultheiss & Köllner, 2021). For instance, a person with a 
high power motive may have a preference for power-related 
incentives such as status symbols, prestigious positions, 
or public attention (Kehr et al., 2022). It seems likely that 
the leadership behavior of one’s supervisor can also consti-
tute an incentive, inasmuch as it matches the subordinate’s 
motives.

By applying our reasoning above regarding conceptual 
similarities of motives and TLBs, we can expect that a lead-
er’s use of inspirational motivation constitutes an incentive 
for a follower high on the power motive, but not necessar-
ily for a follower high on the affiliation or the achievement 
motive. Since a motive constitutes the preference for match-
ing incentives (Schultheiss & Köllner, 2021), a follower high 
on the power motive will have a preference for inspirational 
motivation, but no preference for the other TLBs. Con-
versely, a follower high on the affiliation motive will have a 
preference for individual consideration, and a follower high 
on the achievement motive will have a preference for intel-
lectual stimulation.

From the above, we hypothesized:

Hypothesis 2. A follower’s motives will affect their pref-
erence for a particular TLB. Specifically:
Hypothesis 2A. Followers high on the affiliation motive 
will prefer individual consideration over other TLBs.

Hypothesis 2B. Followers high on the power motive will 
prefer inspirational motivation over other TLBs.
Hypothesis 2C. Followers high on the achievement 
motive will prefer intellectual stimulation over other 
TLBs.

Followers’ Motives as Moderators of the Effects 
of TLBs

In a representative review of 15 years of TL research, van 
Knippenberg & Sitkin (2013) identified 58 moderators of the 
effects of TL on 37 dependent variables. Among other fol-
lower characteristics, followers’ locus of control (De Hoogh 
& Den Hartog, 2009) and followers’ positive and negative 
affectivity (Epitropaki & Martin, 2005) have been found to 
moderate different TL effects. However, followers’ motives 
were not among the moderators identified by van Knippen-
berg & Sitkin (2013).

Van Knippenberg & Sitkin (2013) also pointed out that 
current knowledge about moderators of TL is seriously 
flawed in that all prior research has used the umbrella con-
struct of TL instead of inspecting specific moderators of the 
different subdimensions of TL. In response to their call, we 
aimed to explore follower motives as specific moderators of 
each of the TLBs.

A basic tenet of motivational psychology is that arousing 
people’s motives fuels their intrinsic motivation and leads 
to higher performance (Kehr, 2004). Indeed, applied studies 
have shown that follower motive arousal is associated with 
intrinsic motivation (cf. McClelland, 1975), follower engage-
ment, and commitment (Bass, 1999; Herold et al., 2008). 
In turn, follower intrinsic motivation is positively associated 
with follower performance (Piccolo & Colquitt, 2006).

According to Lang et al. (2012), follower performance 
can be roughly differentiated into task performance and con-
textual performance. According to these authors, task per-
formance “captures core required job activities” (p. 2012), 
and contextual performance refers to “job-related behaviors 
that contribute to the organization’s social and psychologi-
cal climate” (p. 1202). In our research, we were primarily 
interested in task performance (with conceptual overlaps 
with what Campbell & Wiernik (2015) termed technical 
performance).

From the above, we expected high follower motivation 
and task performance inasmuch as the TLBs which a trans-
formational leader displays match the follower’s motives. 
And because leadership is defined as “the process of influ-
encing others” (Yukl, 2006, p. 8), we also expected trans-
formational leaders who use TLBs that match their follow-
ers’ motives to be more influential than those who do not. 
In support of this notion, Shamir et al. (1993) suggested 
that leaders’ TLBs can be influential by changing followers’ 
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perceptions of their work environment (for an elaborated 
view, see Bono & Judge, 2004; Piccolo & Colquitt, 2006).

Our theorizing reflects a contextual approach to leader-
ship (Dinh & Lord, 2012; Zaccaro et al., 2018) such that 
followers’ motives provide a context for transformational 
leaders. More specifically, and in accordance with the notion 
that leadership should match its performance requirements 
(Zaccaro et al., 2018), followers’ motives act as performance 
requirements or affordances through which effective leader-
ship can unfold.

From the discussion above concerning the conceptual 
relationships between specific TLBs and follower motives, 
we expected that the effects of inspirational motivation 
would be particularly strong for followers high on the power 
motive. Such followers should prefer leaders who develop a 
compelling vision, set ambitious goals, and provide oppor-
tunities to grow. Next, we expected that the effects of indi-
vidual consideration would be particularly strong for fol-
lowers high on the affiliation motive because such followers 
would prefer interaction partners who frequently develop 
mutually rewarding relationships that involve taking the 
other person’s individual needs into consideration. Finally, 
we expected that the effects of intellectual stimulation would 
be particularly strong for followers high on the achievement 
motive because these followers should prefer leaders who 
allow them to strive for perfectionism and efficiency and to 
reach and possibly surpass their own standard of excellence.

From the above, we hypothesized:

Hypothesis 3. The positive effects of a specific TLB in 
terms of a leader’s influence and a follower’s task per-
formance will be selectively moderated by the follower’s 
motives. Specifically:
Hypothesis 3A. The effects of individual consideration 
on a leader’s influence and a follower’s task performance 
will be moderated by the follower’s affiliation motive.
Hypothesis 3B. The effects of inspirational motivation 
on a leader’s influence and a follower’s task performance 
will be moderated by the follower’s power motive.
Hypothesis 3C. The effects of intellectual stimulation on 
a leader’s influence and a follower’s task performance 
will be moderated by the follower’s achievement motive.

Study 1

Method

Literature Search

Study 1 was conducted to empirically strengthen the notion 
that TLBs are conceptually related to specific motives. Thus, 
we systematically examined and content analyzed the recent 

research literature on TLBs for their underlying motive con-
tent. We conducted a literature search in the PsycINFO data-
base on January 7, 2013. Transformational leadership was 
used as the main search term within article Titles. Depend-
ing on the TLB, as a search term, individual, inspiration, 
or intellect was further added within Abstracts. To ensure 
consistently high standards for the texts that were to be ana-
lyzed and to limit the range of results, we included only 
peer-reviewed documents written in English.

With these restrictions, the first search (individual*) 
returned 126 articles, the second (inspiration*) returned 
34 articles, and the third (intellect*) returned 42 articles. 
Abstracts that mentioned multiple search terms counted 
toward each term. The next step was to identify the parts 
of the articles in which the leadership dimension of interest 
was described. Therefore, two independent coders who were 
blind to the hypotheses manually searched the documents for 
descriptions of individual consideration, inspirational moti-
vation, or intellectual stimulation. The overall interrater reli-
ability between the two raters was ICC = 0.98. Articles with 
no descriptions of any of the TLBs were excluded. Finally, 
76 articles for individual consideration, 25 articles for inspi-
rational motivation, and 38 articles for intellectual stimu-
lation remained. All documents are listed in the reference 
list. Descriptions of the TLBs were extracted from the arti-
cles and randomly listed for the content analysis. The mean 
length of the descriptions was 44.62 words (SD = 54.97) 
for individual consideration, 54.08 words (SD = 43.56) for 
inspirational motivation, and 107.11 words (SD = 122.68) 
for intellectual stimulation.

Content Analysis

The content analysis was applied according to the guide-
lines provided in Winter’s (1994) Manual for Scoring Motive 
Imagery in Running Text: Two coders who were blind to 
the hypotheses independently categorized the descriptions 
of the TLBs with respect to their affiliation, power, and 
achievement motive content using a dichotomous presence 
(1) or absence (0) scale. Affiliation is scored whenever a 
TLB description was related to establishing, maintaining, 
or restoring friendly relations. Power was scored whenever 
a TLB description was related to having an impact on others 
through strong forceful actions to control, influence, help, 
impress, or elicit strong emotions in others. Achievement 
was scored whenever a TLB description was related to a 
standard of excellence as indicated by positive evaluations of 
goals and performances, unique accomplishments, competi-
tion with others, or winning or when the character expresses 
disappointment about failure.

The two coders were trained using materials from Win-
ter’s (1994) manual before coding the TLBs. The trained 
coders had an 85% agreement rate on the training materials. 
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In line with Winter, 25% of the TLB descriptions were ran-
domly chosen and rated by both raters to examine interrater 
reliability. In the present study, interrater ICCs were excel-
lent (0.94 for affiliation content, 0.91 for power content, and 
0.95 for achievement content).

Analyses

To test hypothesis 1, the z-scored motive scores from the 
content analysis of the TLB descriptions in 139 different 
documents were subjected to a 3 × 3 (TLBs × motive themes) 
within-between ANOVA, with repeated measures on the sec-
ond factor. Next, by running simple main effects and within-
subject contrasts, we compared the motive content within 
each of the descriptions of each TLB. Finally, we compared 
motive scores across different TLB descriptions by running 

simple main effects of the TLB descriptions within each of 
the single motive domains. We used the Greenhouse–Geisser 
correction whenever sphericity assumptions were violated, 
Welch’s F test for simple effects, and the Games-Howell cor-
rection for post hoc tests whenever Levene’s test of equality 
of error variances was violated.

Results

Descriptive Statistics

Mean motive scores for each TLB were obtained by sum-
ming up the motive scores across all descriptions of this TLB 
and then dividing this sum by the total number of respective 
TLB descriptions (for means, standard deviations, and 95% 
confidence intervals for raw motive scores; see Table 1). 
Because all but one correlation between the word count for 
the TLB descriptions and the obtained motive scores were 
significant (all but one r > 0.63, all but one p < 0.01), we 
followed Schultheiss & Pang’s (2007) suggestions and con-
trolled for the influence of text length on the motive scores 
by regression. The residuals were then converted into z 
scores (see Cohen et al., 2003) to be used in the analyses.

Hypothesis Testing

A 3 × 3 (TLBs × motive themes) ANOVA revealed a signifi-
cant interaction between TLB and motive theme, F(3.43, 
232.88) = 36.11, p < 0.001, η2 = 0.35, indicating that the 
motive themes varied as a function of the TLBs (see Fig. 1).

To test hypotheses 1A(a), 1B(a), and 1C(a), we compared 
the motive content in each of the TLB descriptions. The 
analyses revealed a significant simple effect of motive theme, 

Table 1   Means, standard deviations, and confidence intervals (95%) 
for motive scores in each TLB description

M mean, SD standard deviation, TLB transformational leadership 
behavior, InCo individual consideration, InMo inspirational motiva-
tion, InSt intellectual stimulation

TLB Motive M SD 95% CI
Low High

InCo Affiliation 1.59 1.49 1.25 1.93
Power 0.22 0.60 0.09 0.36
Achievement 0.96 1.16 0.70 1.23

InMo Affiliation 0.12 0.44  − 0.06 0.30
Power 1.20 0.71 0.91 1.49
Achievement 0.68 0.75 0.37 0.99

InSt Affiliation 0.18 0.56 0.00 0.37
Power 2.03 1.73 1.46 2.60
Achievement 2.34 1.77 1.76 2.93

Fig. 1   Motive score means 
(achievement, affiliation, 
power) in each TLB. Note. 
Motive scores are expressed as 
z-standardized residuals. Error 
bars represent 95% confidence 
intervals
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F(1.62, 121.33) = 29.63, p < 0.001, η2 = 0.28, (1 − β) = 1.00. 
In individual consideration descriptions, there was more 
affiliation (M = 0.59, SD = 1.07) than power (M =  − 0.58, 
SD = 0.63) or achievement (M =  − 0.03, SD = 0.91) content 
(p < 0.001). Concerning inspirational motivation, the simple 
effect of motive theme was also significant, F(2, 48) = 38.46, 
p < 0.001, η2 = 0.62, (1 − β) = 1.00; there was more power 
(M = 0.43, SD = 0.56) than affiliation (M =  − 0.58, 
SD = 0.29) or achievement (M =  − 0.48, SD = 0.61) content 
(p < 0.001). Finally, with respect to intellectual stimula-
tion, the simple effect of motive was also significant, F(2, 
64) = 24.84, p < 0.001, η2 = 0.40, (1 − β) = 1.00. Contrasts 
demonstrated that there was significantly more achievement 
(M = 0.55, SD = 1.21) than affiliation (M = -0.67, SD = 0.48) 
content (p < 0.001). However, against our predictions, there 
was slightly but not significantly more power (M = 0.66, 
SD = 1.21) than achievement (M = 0.55, SD = 1.21) content 
in the intellectual stimulation descriptions.

To test hypotheses 1A(b), 1B(b), and 1C(b), we com-
pared the motive content across the three TLB descriptions. 
Regarding affiliation content, the simple effect was sig-
nificant, Welch’s F(2, 86.31) = 42.41, p < 0.001, η2 = 0.35, 
(1 − β) = 1.00. A planned contrast (individual considera-
tion = 2.00; inspirational motivation =  − 1.00; intellectual 
stimulation =  − 1.00) was also significant, t(96.41) = 9.24, 
p < 0.001. Games-Howell-corrected post hoc tests showed 
that there was more affiliation content in descriptions of indi-
vidual consideration (M = 0.59, SD = 1.07) than in descrip-
tions of inspirational motivation (M =  − 0.58, SD = 0.28) or 
intellectual stimulation (M =  − 0.67, SD = 0.48; p < 0.001).

Concerning power content, the univariate simple effect 
of TLBs was significant, Welch’s F(2, 57.05) = 38.88, 
p < 0.001, η2 = 0.34, (1 − β) = 1.00. A planned contrast 
(individual consideration =  − 1.00; inspirational motiva-
tion = 2.00; intellectual stimulation =  − 1.00) was also 
significant, t(60.57) = 2.50, p = 0.02. Games-Howell-
corrected post hoc tests confirmed that there was more 
power content in inspirational motivation (M = 0.43, 
SD = 0.56, p < 0.001) than in individual consideration 
(M =  − 0.58, SD = 0.63). However, contrary to our expec-
tations, the power content of inspirational motivation and 
intellectual stimulation (M = 0.66, SD = 1.21) were not 
significantly different (p = 0.78).

For achievement content, the univariate simple effect 
of the TLBs was also significant, F(2, 136) = 9.13, 
p < 0.001, η2 = 0.12, (1 − β) = 0.97. Further, a planned 
contrast (individual consideration =  − 1.00; inspirational 
motivation =  − 1.00; intellectual stimulation = 2.00) was 
also significant, t(136) = 4.19, p < 0.001. In line with our 
predictions, Bonferroni-corrected post hoc tests showed 
that there was more achievement content in the descrip-
tions of intellectual stimulation (M = 0.55, SD = 1.21) 
than in the descriptions of individual consideration 

(M =  − 0.03, SD = 0.91) or inspirational motivation 
(M =  − 0.48, SD = 0.61; p < 0.01).

Discussion

By and large, content analyses of the research literature on 
TLBs empirically confirmed the initial expectations that led 
to hypothesis 1: Different TLB descriptions in the literature 
contained specific motive content. As hypothesized, there 
was more affiliation content in descriptions of individual 
consideration and more achievement content in descrip-
tions of intellectual stimulation than in descriptions of the 
other two TLBs. Also in line with predictions, we found 
that descriptions of individual consideration contained 
more affiliation than power or achievement content and that 
descriptions of inspirational motivation contained more 
power than affiliation or achievement content. However, and 
contrary to our expectations, we also found that descriptions 
of intellectual stimulation comprised marginally more power 
than achievement content and that their power content was 
even slightly higher than the power content in descriptions 
of inspirational motivation, even if both of these differences 
were not significant. Taken together, the findings of study 1 
empirically supported the notion that TLBs and motives are 
conceptually related.

Study 2

Method

Sample and Procedure

Study 2 was conducted to examine whether followers’ 
motives determine their preference for a specific TLB as 
predicted in hypothesis 2. One hundred thirteen1 participants 
were recruited via diverse mailing lists from German stu-
dent associations, whose average age was 23.94 (SD = 4.41; 
range: 19–49); 59.30% (n = 67) were women.

Measures

Motive Measurement and Coding   Research in motiva-
tional psychology has shown that implicit motives, in 
contrast to explicit, self-ascribed motives, are the motiva-
tional drivers of subsequent behavior (Kehr, 2004; McClel-
land et al., 1989; Schultheiss & Köllner, 2021). Because 

1  For study 2, after an anonymous reviewer asked about the sam-
ple size, we ran a post hoc power analysis (α = .05 and 1 − β = .80) 
by cautiously applying a rather small expected effect size (f2 = .10) 
obtained from mixed research findings on main effects of implicit 
motives. Results suggested a sample size of 114 participants.
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transformational leaders intend to have an impact on their 
followers’ behaviors (rather than only on their attitudes), 
House & Shamir (1993) explicitly postulated that trans-
formational leaders arouse their followers’ “unconscious” 
(p. 91) (i.e., implicit) motives. In line with this notion, 
we were interested in participants’ implicit motives rather 
than in their explicit motives. However, to keep it simple, 
and because this research was not about further differentia-
tions of the “motive” construct, we use the term followers’ 
motives in the remainder of this article instead of followers’ 
implicit motives, unless the specification seems necessary.

Implicit motives and their measurement with the Picture 
Story Exercise (PSE) have a long research tradition (Lang, 2014; 
McClelland et al., 1989; Schultheiss & Pang, 2007). The PSE 
asks participants to write imaginative stories about ambiguous 
pictures, which are then content-coded for motive imagery. 
Schultheiss & Pang (2007) summarized that implicit motives 
respond preferentially to nonverbal, pictorial stimuli, and they 
predict spontaneous as well as long-term motivation and behav-
ior better than self-report measures do (Spangler, 1992).

Despite its good predictive validity (Schultheiss & Pang, 
2007; Spangler, 1992), the PSE has been criticized for its 
low reliability (e.g., Entwisle, 1972; Lilienfeld et al., 2000). 
However, a meta-analysis by Schultheiss & Pang (2007) 
revealed that the PSE has test–retest reliabilities that are sim-
ilar to those of self-report measures of personality (Roberts 
& DelVecchio, 2000). Additionally, by using dynamic sys-
tem theories of motivation (Atkinson & Birch, 1970; Carver 
& Scheier, 1998) with a dynamic Thurstonian item response 
model to model the PSE and its response format, Lang 
(2014) found evidence that the PSE has good reliability.

Hence, we administered a standard PSE (Pang & 
Schultheiss, 2005) to assess participants’ power, affiliation, 
and achievement motives. The PSE set used in this study 
consisted of the Pang & Schultheiss (2005) six-picture set 
(i.e., the boxer, women in a laboratory, ship captain, couple 
by a river, trapeze artists, and nightclub scene; each pre-
sented for 10 s). The order of pictures was randomized for 
each participant. After each picture was shown, participants 
were instructed to write an imaginative story about what-
ever came to their minds and to describe what was supposed 
to be happening in the picture (Pang & Schultheiss, 2005; 
Smith, 1992). They were given 5 min to write their story.

As in study 1, two independent coders blind-content-
coded the picture stories for power, affiliation, and 
achievement motive content according to the Manual for 
Scoring Motive Imagery in Running Text (Winter, 1994). 
Specifically, the generated stories were divided into sen-
tences, and the coders categorized each sentence from 
each story in terms of its motive content using a dichoto-
mous presence (1) or absence (0) scale. In general, a 
sentence could include no motive content, single motive 
content (e.g., affiliation), or multiple motive content 

(e.g., affiliation and power). For example, the sentences 
“two friends get together and prepare a party,” “they go 
one step further with their new stunt,” and “when he 
finds out that this captain saved more than 100 lives dur-
ing a storm, he excitedly begins to investigate the matter” 
would be coded as each having single motive content: 
affiliation, achievement, and power, respectively (Schön-
brodt et al., 2021). Kehr et al. (2022) illustrated how 
John F. Kennedy’s famous visionary speech provides an 
example of a single sentence that should be coded as hav-
ing multiple motive content. Interrater ICCs were good 
(0.83 for affiliation content, 0.86 for power content, and 
0.69 for achievement content).

TLB Preference Measurement  We assessed participants’ 
preferred TLBs using a forced-choice format. Participants 
had to choose their preferred TLB from three verbal TLB 
descriptions that had been assembled from a German ver-
sion of the MLQ by Felfe & Goihl (2002). Specifically, par-
ticipants were asked to imagine a leader in a work-related 
context using one of the three TLBs specified in the respec-
tive descriptions. Then they were asked to indicate which 
of the three TLBs they would prefer. The first option was 
a description of a leader displaying inspirational motiva-
tion, the second was a description of a leader displaying 
individual consideration, and the third was a description of 
a leader displaying intellectual stimulation. Descriptions of 
the TLBs are found in Table 5 in Appendix.

Analyses

To test hypothesis 2, multiple multinomial logistic regres-
sions were run with the participants’ preferred TLB as the 
dependent variable and each corresponding motive, con-
trolled for word count, and z-transformed, as the independent 
variable. For each motive, the associated TLB was chosen 
as the reference category for comparison with the two other 
TLBs.

Results

Descriptive Analyses

The mean raw scores of the motives were M = 4.25 for 
the affiliation motive (SD = 2.28), M = 4.20 for the power 
motive, (SD = 2.43), and M = 2.65 for the achievement 
motive (SD = 1.75). The average word count was 500.88 
(SD = 136.22). As in study 1, word count was significantly 
correlated with the obtained raw motive scores (for affilia-
tion: r = 0.39, p < 0.001; for power: r = 0.46, p < 0.001; for 
achievement: r = 0.24, p < 0.05). Therefore, we controlled 
for the effect of story length on motive scores as in study 1.
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Hypothesis Testing

Before testing the hypotheses, we checked for potential 
effects of age and gender on the results. Neither age nor 
gender had a significant impact on the results reported 
below. However, we reran the analyses with age and gen-
der as control variables but did not find any significant 
deviations in the results. Thus, these variables were not 
taken into consideration in the results reported below.

Results from the multiple multinomial logistic regres-
sions showed that, in line with our predictions, the higher 
a follower’s affiliation motive, the higher the odds that they 
preferred individual consideration over inspirational moti-
vation, b =  − 0.94, Wald χ2(1) = 6.23, p < 0.05, OR = 0.39 
(95% CI [0.19, 0.82]) and over intellectual stimula-
tion, b =  − 1.50, Wald χ2(1) = 6.00, p < 0.05, OR = 0.22 
(95% CI [0.07, 0.74]). Moreover, the higher a follower’s 
achievement motive, the higher the odds that they pre-
ferred intellectual stimulation over individual considera-
tion, b =  − 1.72, Wald χ2(1) = 10.18, p = 0.001, OR = 0.18 
(95% CI [0.06, 0.52]) and over inspirational motivation, 
b =  − 1.78, Wald χ2(1) = 8.89, p = 0.003, OR = 0.17 (95% 
CI [0.05, 0.54]). Finally, the higher a follower’s power 
motive, the higher the odds that they preferred inspirational 
motivation over individual consideration, b =  − 1.89, Wald 
χ2(1) = 18.06, p < 0.001, OR = 0.15 (95% CI [0.06, 0.36]) 
and over intellectual stimulation, b =  − 3.03, p < 0.001, 
Wald χ2(1) = 14.50, OR = 0.05 (95% CI [0.01, 0.23]).

Discussion

The results from study 2 clearly corroborated hypothesis 
2: A follower’s motives affected their preferences for a 
particular TLB—the higher a follower’s affiliation (power, 
achievement) motive, the higher the chances that they pre-
ferred individual consideration (inspirational motivation, 
intellectual stimulation) over the other TLBs.

Study 3

Method

Sample and Procedure

Study 3 was conducted to experimentally test hypothesis 3, 
according to which a follower’s motives selectively moderate 
the effects of the three TLBs in terms of a leader’s influence 
and a follower’s task performance. A total of 1162 students 

studying at a German university participated in this study 
in exchange for course credit. Their average age was 23.35 
(SD = 3.47; range: 18–40). The sample comprised 78 female 
students and 38 male students; 26.50% (n = 31) of the stu-
dents worked part-time.

First, participants’ motives were assessed with the PSE 
(Pang & Schultheiss, 2005). Next, participants were given 
a brief standardized introduction to goal setting (Locke & 
Latham, 1990) as an important technique in leadership. They 
were then randomly assigned to one of three experimental 
conditions: individual consideration (n = 37), inspirational 
motivation (n = 40), or intellectual stimulation (n = 39).

Each participant saw one of three versions of a video 
clip. In all three video clips, a superordinate male manager 
(leader) explained to his male subordinate, a team leader 
(follower), why the team leader should use goal-setting 
interviews regularly with his team members. The same peo-
ple appeared in the same roles in each clip. In all video clips, 
the subordinate team leader had to admit that he had previ-
ously failed to use goal-setting with his team members even 
if this was their company’s general policy. Participants were 
asked to adopt the role of the follower in the video sequence. 
In each of the manipulations, the leader used one of the three 
TLBs to convey his message. Film clips were approximately 
the same length (7 min) and had already been used in earlier 
pilot studies (Dislich et al., 2011; Kehr et al., 2012).

After the manipulation, we assessed the dependent vari-
ables, followers’ task performance and leaders’ influence. 
Finally, participants answered demographic questions and 
were subsequently fully debriefed and thanked.

TLB Manipulation and Manipulation Check

Film clips were used to manipulate the three TLBs. In the 
individual consideration condition, the leader conveyed 
his message by using the TLB individual consideration. 
For example, the leader knew all employees who directly 
reported to his follower by name, he knew and valued the 
predilections of his follower, he showed emotional support 
for his follower, and he assessed the needs of his follower 
and then made need-compatible suggestions. In the inspira-
tional motivation condition, the leader conveyed his message 
by using the TLB inspirational motivation. For example, 
the leader spoke about his early years in the company and 

2  In order to determine the sample size, we relied on our experiences 
from conducting our own pilot studies on the combined effects of fol-
lowers’ motives and TLBs on leaders’ evaluations (Kehr et al., 2012) 
as well as on other published research on interaction effects involv-

ing motives (Job & Brandstätter, 2009). Kehr et  al. (2012) and Job 
and Brandstätter (2007) reported similar effect sizes of about f2 = .17. 
We ran a post hoc power analysis with the estimated effect size of 
f2 = .17 (α = .05, 1 − β = .80) after an anonymous reviewer asked about 
the sample size. The power analysis resulted in a slightly smaller sug-
gested sample size (N = 82) required to detect the expected interaction 
effects than the sample size we used in study 3.

Footnote 2 (continued)
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the difficulties he had to overcome, he explained how these 
experiences eventually led to a personal vision, he described 
his vision in vivid language, and he used the vision to derive 
goals for his follower and talked about how to achieve them. 
In the intellectual stimulation condition, the leader conveyed 
his message by using the TLB intellectual stimulation. For 
example, the leader indicated to the employee that he felt 
good about the follower’s competence, he asked the follower 
to find solutions for difficult problems, and he encouraged 
the follower to see problems from different perspectives.

Immediately after the film clip, we administered a manip-
ulation check to test whether our participants perceived that 
the leader’s behavior reflected individual consideration, 
inspirational motivation, or intellectual stimulation. The 
manipulation check consisted of three items, one for each 
TLB, selected from the German version of the MLQ (Felfe 
& Goihl, 2002; cf. Bass & Avolio, 1995). For individual 
consideration, we used the item “The leader in the video 
treated the follower as an individual rather than just a mem-
ber of a group.” For inspirational motivation, we used the 
item “The leader in the video talked enthusiastically about 
what needed to be accomplished.” For intellectual stimu-
lation, we used the item “The leader in the video got his 
follower to look at problems from many different angles.” 
Participants had to assess the statements on a 5-point Likert 
scale (1 = never, 5 = regularly or always).

Measures

Followers’ Motives  Followers’ motives were assessed with 
the PSE by using the same procedures used in study 2. 
Interrater ICCs were 0.77 for affiliation content, 0.83 for 
power content, and 0.79 for achievement content. The mean 
raw scores for the motives were M = 5.29 for the affilia-
tion motive (SD = 2.55), M = 3.41 for the power motive 
(SD = 2.09), and M = 2.82 for the achievement motive 
(SD = 1.99). As in study 2, word count was significantly 
correlated with the raw motive scores. Thus, we controlled 
for the effect of story length on motive scores.

Followers’ Task Performance  We assessed followers’ task 
performance with Friedman and Förster’s (2001) idea gen-
eration task, which has been used to assess creativity (Fried-
man & Förster, 2001; Rietzschel et al., 2007). However, in 
line with other researchers (Diehl & Stroebe, 1987, 1991; 
Paulus & Yang, 2000; Stam et al., 2010), we used the task 
to measure performance.

The task was introduced as a creativity task. Participants 
had to generate ideas for convincing their fictitious future 
team members to use goal-setting interviews. Participants 
had 4 min to come up with as many ideas as they could. 
The number of responses each participant generated were 
counted by a rater who was blind to the hypotheses and 

experimental conditions (cf. Stam et al., 2010). Unfinished 
or incomprehensible responses were not counted. The final 
score consisted of the number of valid ideas each participant 
had entered (M = 4.32, SD = 1.62).

Leaders’ Influence  We assessed leaders’ influence with 
two measures, an in-tray exercise and a direct measure of 
participants’ subjective evaluation of the importance of 
goal-setting interviews. First, participants had to complete 
an in-tray exercise as such exercises are frequently used in 
assessment centers (Gill, 1979). Participants had to prior-
itize 10 important tasks that they would have to deal with 
during the upcoming working day. All tasks were presented 
on the screen in a randomized order, and participants had to 
indicate their priorities by clicking on the respective task, 
beginning with the most important task. One of these tasks 
was “Conducting a goal-setting interview.” The dependent 
measure was the priority ranking of the goal-setting inter-
view task (from 1 = highest prioritization to 10 = lowest pri-
oritization), which was recoded. This measure was based on 
the idea that the higher the priority of the goal-setting inter-
view in relation to the other tasks, the higher the influence of 
the leader and his video message. On average, “Conducting 
a goal-setting interview” was ranked in a middle position 
(M = 4.56, SD = 2.26).

Second, the single-item measure “In my working life, I 
will use goal-setting interviews with my followers as one 
leadership technique” was used to assess leader influence 
by measuring how deeply the participants (who had adopted 
the role of followers) had internalized the topic raised by 
the leader’s video message. Participants answered this ques-
tion on a 7-point Likert-type scale (1 = strongly disagree, 
7 = strongly agree). On average, they agreed with this state-
ment to a moderately high degree (M = 5.19, SD = 1.75).

Analyses

For the manipulation checks, we ran three general linear 
models, one for each TLB condition. In each of these, con-
dition was the independent variable, and all three manipu-
lation check items were the dependent variables. In these 
analyses, Welch’s test was used to test for simple effects, 
and the Games-Howell correction was used for post hoc tests 
whenever Levene’s test of equality of error variances was 
violated.

To test hypothesis 3, we ran six (3 conditions × 2 depend-
ent variables) hierarchical regression analyses with contrast 
coding. The specific TLB (contrast coded), the correspond-
ing motive (power, affiliation, achievement), and the inter-
actions between each TLB and corresponding motive were 
the predictors, and followers’ task performance and leaders’ 
influence were the dependent variables. In addition, because 
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the third dependent variable, leaders’ influence on follow-
ers’ prioritization of goal-setting interviews, was ordinally 
scaled, we computed three Spearman-Brown rank correla-
tions, one for each experimental condition, between the cor-
responding motive and priority ranking as the dependent 
variable.

Results

Manipulation Check

As a manipulation check, we compared the three conditions 
with respect to their effects on each of the three manipula-
tion check items. Results demonstrated that the conditions 
(TLBs) had different effects on the individual considera-
tion item, Welch’s F(2, 71.42) = 8.77, p < 0.001, η2 = 0.13, 
(1 − β) = 0.97. Post hoc tests confirmed that the individual 
consideration condition resulted in significantly higher 
scores on the individual consideration item than both the 
inspirational motivation and the intellectual stimulation 
conditions (p < 0.01). Further, the univariate simple effect 
of condition on the inspirational motivation item was 
also significant, F(2, 113) = 10.39, p < 0.001, η2 = 0.16, 
(1 − β) = 0.99. Post hoc tests demonstrated that the inspira-
tional motivation condition resulted in significantly higher 
scores on the inspirational motivation item than the indi-
vidual consideration condition (p < 0.001), albeit not signifi-
cantly different from the effects of the intellectual stimula-
tion condition (p > 0.05). Finally, concerning the intellectual 
stimulation item, the univariate simple effect of condition 
was also significant, F(2, 113) = 13.55, p < 0.001, η2 = 0.19, 
(1 − β) = 1.00. Post hoc tests demonstrated that the intellec-
tual stimulation condition resulted in significantly higher 
scores on the intellectual stimulation item than the inspira-
tional motivation condition (p < 0.001) but not significantly 
different than the effects of the individual consideration con-
dition (p > 0.05). In sum, because the directions of the dif-
ferences in the manipulation check items were always in line 
with expectations, even if the differences were not always 
statistically significant, we concluded that our manipulations 
worked.

Hypothesis Testing

Before testing the hypotheses, we checked for potential 
effects of age and gender on all variables. Neither age nor 
gender had a significant impact on the results reported 
below. As in study 2, we reran all analyses with age and gen-
der as control variables and did not find significant changes 
from any of the results reported here.

In order to examine interactive effects of the individual 
consideration condition and the followers’ affiliation motive 
on followers’ task performance and leaders’ influence in 

terms of participants’ subjective importance of goal-setting 
interviews, we first defined contrast 1 (individual consid-
eration as the TLB of interest = 2; inspirational motiva-
tion =  − 1; intellectual stimulation =  − 1) and contrast 2 
(individual consideration = 0; inspirational motivation = 1; 
intellectual stimulation =  − 1) and then entered both con-
trasts and the followers’ affiliation motive in step 1 of the 
regression analysis. Step 2 additionally contained the two 
interaction terms (contrasts × affiliation motive).

Table 2 summarizes the results. In line with our predic-
tions, we found a significant effect of the interaction between 
contrast 1 and followers’ affiliation motive on followers’ task 
performance (b = 0.14, p < 0.05, f2 = 0.04) and on leaders’ 
influence in terms of subjective importance of goal-setting 
interviews (b = 0.21, p < 0.00, f2 = 0.09).

As is shown in Fig. 2 (left panel), in the individual con-
sideration condition, participants high on affiliation motive 
produced significantly more ideas than in the other con-
ditions, b = 0.19, t(112) = 2.00, p < 0.05, but participants 
low on the affiliation motive did not produce significantly 
more or fewer ideas in any of the conditions, b =  − 0.09, 
t(112) =  − 0.97, p = 0.34.

Further, Fig. 2 (right panel) shows that in the individual 
consideration condition, participants high (low) on affilia-
tion motive placed a significantly higher (lower) subjective 
value on goal-setting interviews than in the other conditions, 
b = 0.21, t(112) = 2.50, p = 0.01; b =  − 0.21, t(112) =  − 2.40, 
p = 0.02.

To examine interactive effects of the inspirational moti-
vation condition and followers’ power motive, we defined 
contrast 1 (inspirational motivation as the TLB of inter-
est = 2; individual consideration =  − 1; intellectual stimu-
lation =  − 1), contrast 2 (inspirational motivation = 0; indi-
vidual consideration = 1; intellectual stimulation =  − 1) and 
then performed hierarchical regression analyses.

Table 3 summarizes the results. In line with predictions, 
we found significant interaction effects between contrast and 
the followers’ power motive in predicting both followers’ 
task performance (b = 0.18, p = 0.01, f2 = 0.07) and leaders’ 
influence in terms of subjective importance of goal-setting 
interviews (b = 0.21, p < 0.00, f2 = 0.11).

As is shown in Fig. 3 (left panel), in the inspirational 
motivation condition, participants low on the power motive 
produced significantly fewer ideas than in the other condi-
tions, b =  − 0.21, t(112) =  − 2.39, p = 0.02. Also, partici-
pants high on the power motive had a tendency to produce 
more ideas in the inspirational motivation condition than in 
the other conditions, but this tendency was not statistically 
significant, b = 0.14, t(112) = 1.58, p = 0.12.

Further, Fig. 3 (right panel) shows that in the inspirational 
motivation condition, participants low on the power motive 
placed a significantly lower subjective importance on goal-
setting interviews than in the other conditions, b =  − 0.45, 
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t(112) =  − 5.55, p < 0.001, but for participants high on the 
power motive, there were no such significant differences 
between conditions, b =  − 0.04, t(112) =  − 0.45, p = 0.65.

To examine the interactions between the conditions and 
followers’ achievement motive, we defined contrast 1 (intel-
lectual stimulation as the TLB of interest = 2; individual con-
sideration =  − 1; inspirational motivation =  − 1), contrast 2 
(intellectual stimulation = 0; individual consideration = 1; 
inspirational motivation =  − 1). Table 4 shows that, contrary 

to our expectations, there were no significant interactions 
between contrast 1 and the achievement motive, neither for 
idea production (b = 0.11, p > 0.05) nor for the subjective 
importance of goal-setting interviews (b =  − 0.04, p < 0.05; 
see Table 4). Thus, simple slopes were not calculated.

Further, in order to test whether leaders’ influence on 
followers’ prioritization of goal-setting interviews, the 
third dependent variable, was more pronounced if the 
experimental condition matched a participant’s motive, 

Table 2   Hierarchical multiple 
regression analyses predicting 
number of ideas and subjective 
importance of goal-setting 
interviews from affiliation 
motive and contrasts of 
transformational leadership 
behavior

N = 116. Contrast 1 (InCs as TLB of interest = 2; InMo =  − 1; InSt =  − 1), contrast 2 (InCs as TLB of inter-
est = 0; InMo = 1; InSt =  − 1)
CI confidence interval
* p < .05; **p < .01

Dependent variables

Number of ideas Subjective importance of goal-
setting interviews

Model 2 Model 2

Variable Model 1 B B CI Model 1 B B CI

Constant .00 –.01 –.19, .18 .00 –.01 –.17, .16
Affiliation motive .16 .18 –.00, .37 –.05 –.01 –.18, .16
Contrast 1 .05 .05 –.08, .18 .01 .00 –.12, .12
Contrast 2 –.00 .00 –.22, .22 –.47** –.46** –.66, –.27
Affiliation motive × contrast 1 .14* .00, .28 .21** .09, .33
Affiliation Motive × contrast 2 –.01 –.23, .22 –.06 –.26, .14
R2 .03 .07 .16 .24
F 1.25 1.61 6.93** 7.02**
∆R2 .04 .09
∆F 2.12 6.18**

Fig. 2   Relationships of TLBs with the number of ideas (left panel) 
and the subjective importance of goal-setting interviews (right panel) 
at high and low levels of the affiliation motive. Note. Both the number 

of ideas and the subjective importance of goal-setting interviews are 
expressed as z values
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we computed Spearman-Brown rank correlations. In the 
inspirational motivation condition, Spearman’s rho correla-
tion coefficients indicated that there was the expected sig-
nificant positive correlation between the power motive and 
the priority ranking of goal-setting interviews (rs = 0.34, 
p < 0.01, N = 40). Conversely, correlations between the 
other motives and the dependent variable were either non-
significant (for the achievement motive: rs = 0.23, p > 0.05, 

N = 40) or significant and negative (for the affiliation 
motive: rs =  − 0.44, p < 0.01, N = 40).

In the intellectual stimulation condition, there was 
the expected significant positive correlation between the 
achievement motive and the priority ranking of goal-set-
ting interviews (rs = 0.28, p < 0.05, N = 39). Moreover, the 
correlations between the other motives and the dependent 
variable were negative but nonsignificant (affiliation motive: 

Table 3   Hierarchical 
multiple regression analyses 
predicting number of ideas 
and subjective importance of 
goal-setting interviews from 
power motive and contrasts of 
transformational leadership 
behavior

N = 116. Contrast 1 (InMo as TLB of interest = 2; InCs =  − 1; InSt =  − 1), Contrast 2 (InMo = 0; InCs = 1; 
InSt =  − 1)
CI confidence interval
* p < .05; **p < .01

Dependent variables

Number of ideas Subjective importance of goal-
setting interviews

Model 2 Model 2

Variable Model 1 B B CI Model 1 B B CI

Constant .00 –.02 –.20, .16 .01 –.03 –.19, .14
Power motive .23* .15 –.04, .34 .06 –.05 –.23, .12
Contrast 1 –.04 –.04 –.16, .09 –.24** –.24** –.36, –.13
Contrast 2 .10 .08 –.14, .30 –.22* –.25* –.45, –.05
Power motive × contrast 1 .18** .05, .30 .21** .10, .32
Power motive × contrast 2 –.13 –.38, .12 –.28* –.51, –.05
R2 .06 .12 .16 .27
F 2.32 3.13* 7.00** 8.03**
∆R2 .07 .11
∆F 4.14* 8.23**

Fig. 3   Relationships of TLBs with the number of ideas (left panel) 
and the subjective importance of goal-setting interviews (right panel) 
at high and low levels of the power motive. Note. Both the number 

of ideas and the subjective importance of goal-setting interviews are 
expressed as z values
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rs =  − 0.24, p > 0.05, N = 39; power motive: rs =  − 0.12, 
p > 0.05, N = 39).

In the individual consideration condition, the correlation 
between followers’ affiliation motive and the priority ranking 
of the goal-setting interviews was positive, in the expected 
direction, but nonsignificant (rs = 0.12, p > 0.05, N = 37). 
At the same time, there were significant negative correla-
tions in this condition between the two other motives and 
the dependent variable (power motive: rs =  − 0.40, p < 0.01, 
N = 37; achievement motive: rs =  − 0.54, p < 0.01, N = 37). 
Therefore, we inspected the differences between the cor-
relation coefficient involving the affiliation motive and the 
two correlation coefficients involving the other motives 
and found that they were statistically significant (t = 2.36, 
p = 0.02 for the correlation coefficient involving the power 
motive; t = 3.28, p < 0.01 for the correlation coefficient 
involving the achievement motive). Hence, in the individual 
consideration condition, leaders’ influence on followers’ pri-
oritization of goal-setting interviews was significantly higher 
for participants high on the affiliation motive than for those 
high on the power or achievement motives.

Discussion

By and large, the results corroborated hypothesis 3: The 
positive effects of a specific TLB in terms of leaders’ influ-
ence and followers’ task performance were selectively mod-
erated by followers’ motives. Most interaction patterns were 
as predicted. The clearest pattern emerged with respect to 
inspirational motivation and individual consideration. The 

effects of these TLBs in terms of leaders’ influence and 
followers’ task performance were moderated by follow-
ers’ power (for inspirational motivation) and affiliation (for 
individual consideration) motives, respectively. Not quite 
as robust were the findings for intellectual stimulation. As 
predicted, followers’ achievement motive moderated the 
effects of this TLB on leader influence in terms of followers’ 
priority ranking. However, the achievement motive failed to 
moderate the effects of intellectual stimulation on followers’ 
subjective importance of goal-setting interviews, the second 
indicator of leaders’ influence. Further, the moderating effect 
of the achievement motive on followers’ task performance 
was in the expected direction but failed to reach statistical 
significance.

General Discussion

Main Findings

In line with a contextual approach to leadership (Zaccaro 
et al., 2018), we intended to demonstrate that a follower’s 
predominant motive posits a performance requirement for 
the leader and that a leader who meets this performance 
requirement by using a TLB that matches the follower’s 
predominant motive will be more successful in terms of 
the follower’s perception of their leader’s influence and 
the follower’s task performance. To explore the issue and 
develop testable predictions, we followed van Knippen-
berg & Sitkin’s (2013) recommendations and disentangled 

Table 4   Hierarchical multiple 
regression analyses predicting 
number of ideas and ideal-
self subjective importance 
of goal-setting interviews 
from achievement motive 
and contrasts between 
transformational leadership 
behaviors

N = 116. Contrast 1 (InSt as TLB of interest = 2; InCs =  − 1; InMo =  − 1), Contrast 2 (InSt = 0; InCs = 1; 
InMo =  − 1)
CI confidence interval
* p < .05; **p < .01

Dependent variables

Number of ideas Subjective importance of goal-
setting interviews

Model 2 Model 2

Variable Model 1 B B CI Model 1 B B CI

Constant .00 –.00 –.19, .18 .00 .01 –.17, .18
Achievement motive .10 .08 –.12, .27 .04 .07 –.11, .25
Contrast 1 –.03 –.04 –.17, .10 .23** .23 .11, .35
Contrast 2 .08 .08 –.14, .31 .25* .25 .04, .46
Achievement motive × contrast 1 .11 –.02, .24 –.04 –.16, .08
Achievement motive × contrast 2 .06 –.19, .30 –.12 –.35, .10
R2 .02 .04 .16 .17
F .61 .92 6.90** 4.39**
∆R2 .02 .01
∆F 1.38 .69
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the umbrella construct of TL into its behavioral compo-
nents: individual consideration, inspirational motivation, 
and intellectual stimulation. We then investigated the 
conceptual relationships between the three TLBs and the 
three “big motives”: power, affiliation, and achievement 
(McClelland, 1985). We identified conceptual relation-
ships between individual consideration and the affiliation 
motive, between inspirational motivation and the power 
motive, and between intellectual stimulation and the 
achievement motive, respectively. This led to hypothesis 
1, which proposed that descriptions in the literature of the 
different TLBs contain specific motive content. In sup-
port of this hypothesis, in study 1, a systematic content 
analysis of the TL research literature, we found that there 
was more affiliation content in descriptions of individual 
consideration than in descriptions of the other two TLBs, 
and there was more achievement content in descriptions 
of intellectual stimulation than in descriptions of the other 
two TLBs. Further, descriptions of individual considera-
tion contained more affiliation than power or achievement 
content, and descriptions of inspirational motivation con-
tained more power than affiliation or achievement content. 
A somewhat mixed finding was that intellectual stimula-
tion descriptions were related not only to the achievement 
motive but also to the power motive.

We then argued that followers should prefer certain 
TLBs according to their underlying motives, which led 
to hypothesis 2. Clear support for this hypothesis came 
from study 2. Findings confirmed that a follower’s prefer-
ence for one of the three TLBs (individual consideration, 
inspirational motivation, intellectual stimulation) was sig-
nificantly associated with their motive (affiliation, power, 
achievement).

Finally, in study 3, we tested hypothesis 3, which pro-
posed that a follower’s motives selectively moderates the 
effects of the three TLBs. For inspirational motivation 
and individual consideration, the results clearly confirmed 
the hypothesis that the effects of these TLBs in terms of 
a leader’s influence and a follower’s task performance 
were moderated by the follower’s power (for inspirational 
motivation) and affiliation (for individual consideration) 
motives. Findings for intellectual stimulation were some-
what mixed as we found the expected moderator effect of 
the achievement motive for only one of the three indicators 
we used.

Taken together, the findings of the three studies reported 
here provide empirical support for the predicted concep-
tual relationships between the three TLBs and the three 
motives; they show that preferences for one of the three 
TLBs depend on the follower’s motives; and they indicate 
that the effectiveness of TLBs in term of a leader’s influence 

and a follower’s task performance is moderated by the fol-
lower’s motives.

Theoretical Contributions

We believe that this research provides an important contri-
bution to the TL literature. The TL theory seeks to explain 
how leaders can motivate followers to change their behavior 
and perform beyond expectations (Bass, 1985). To examine 
this phenomenon, the research perspective needed to be wid-
ened from leaders and their tools and behaviors to include 
the followers (cf. McCann et al., 2006). Further, whereas 
prominent TL researchers, such as Bass (1985) and House 
& Shamir (1993), had already speculated about the possibil-
ity that the effectiveness of TL rests on a leader’s capacity 
to meet followers’ motives, no research has subsequently 
addressed this notion. This research gap is somewhat sur-
prising because McClelland (1975), a proponent of research 
on motives, had a similar view, stating, “the more closely 
he [the leader] meets their [the followers’] needs, the less 
‘persuasive’ he has to be” (p. 260). The research reported 
here is an attempt to close this research gap by merging the 
two lines of research on TL and on motives.

To be sure, some scholars have examined relationships 
between motives and composite measures of TL (e.g., Jacob-
sen & House, 2001), but there is no indication in the litera-
ture about which specific motives are related to the separate 
components of TL. By addressing this question, our research 
also tackled a fundamental problem in TL research. One 
main criticism van Knippenberg & Sitkin (2013) raised 
was the use of TL as an “umbrella construct” (p. 16). These 
authors made “a case for different moderators for different 
dimensions of [TL]” (p. 29) to overcome the crisis of TL 
research. The findings of the research reported here support 
their view that it is worth studying the different TL dimen-
sions separately.

According to van Knippenberg & Sitkin (2013), one of 
the key problems in the endeavor to disentangle the unitary 
TL construct is that “moderator research typically lacks 
conceptual analyses that link the moderating influence to 
each individual dimension” (p. 30). Therefore, we began our 
research with a conceptual analysis of the to-be-expected 
relationships between different TLBs and the specific 
motives, the proposed moderators, and we supported this 
conceptual analysis empirically by content analyzing TL 
research literature (study 1). The results of this endeavor 
now provide empirical support for the long-held notion that 
TL is indeed a multidimensional construct (Bass, 1985; van 
Knippenberg & Sitkin, 2013).

A recent meta-analysis by Koh et al. (2019) on the effects 
of TL on employee creativity illustrates why it may be valu-
able to disentangle TL into its behavioral components. The 
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authors found that the positive overall effect of TL on cre-
ativity turned into a negative effect when mediators were 
included in the analyses. The findings of our study 3 may 
help to shed light on these apparently mixed findings. Study 
3 revealed that a follower’s affiliation and power motives 
moderated the positive effects of the respective TLBs (indi-
vidual consideration and inspirational motivation, respec-
tively) on a follower’s task performance, whereas a fol-
lower’s achievement motive did not have this moderating 
effect. Hence, in order to assess the overall effects of TL on 
follower creativity, it may be valuable to first separate each 
of the behavioral components of TL and to then identify 
which variables may moderate their effects to the outcome 
variable in question.

Whereas it is important to inspect the behavioral subdi-
mensions of TL, the findings of our research do not call into 
question that there also is a positive overall effect of TL on 
follower motivation. In fact, our research can also be inter-
preted such that followers whose motives do not fit with the 
displayed TLB may still be motivated to fulfill their tasks but 
not to the same degree as when there is a fit. Further, TLBs 
are only one facet in the complex leadership process, and 
other leadership behaviors, such as transactional leadership, 
as well as contextual factors in general (e.g., team climate, 
perceived fairness) may also play an important role in shap-
ing followers’ task motivation. However, our lab findings do 
suggest that in addition to all other motivational effects of 
real workplaces, which we experimentally excluded, it is a 
contextual affordance for transformational leaders to adjust 
their TLBs to a follower’s predominant motive in order to 
enhance effectiveness.

Practical Significance

From a practical point of view, unfortunately, this study 
does not solve the enigma of leadership. Quite the contrary, 
this study epitomizes one of the challenges of leadership. 
An important implication of our study is that the findings 
should encourage leaders to attend to, understand, and value 
their followers’ motives. The results of this research also 
suggest that transformational leaders should use TLBs that 
are compatible with their followers’ motives to increase 
their followers’ effectiveness. At the same time, however, 
transformational leaders are supposed to remain authentic 
to “make a fundamental difference” (Avolio & Gardner, 
2005, p. 331). Obviously, there is a tradeoff between these 
requirements. One way to circumvent the problem seems to 
be to surround the leader with similarly minded followers. In 
practice, however, matching followers’ and leaders’ person-
alities with respect to their motives can be difficult. With an 
increasingly diverse workforce and dynamic work environ-
ments, achieving motive compatibility among leaders and 

followers may often be impossible due to a lack of resources 
and may also raise ethical concerns.

Further, even when a match is achieved, there could still 
be mismatches between other relevant personality variables 
(e.g., goals, values, or interests), or essential skills and abili-
ties could be lacking. Lastly, and most importantly, results 
from a meta-analysis by Wang et al. (2019) clearly showed 
that diversity with respect to personalities and values leads 
to higher team creativity and innovation, thereby providing 
a competitive business advantage. The findings from this 
meta-analysis also demonstrate why it would be unwise to 
surround leaders primarily with like-minded followers.

However, we are convinced that, to some extent, trans-
formational leaders may be able to adapt their leadership 
behaviors to their followers’ motives without having to rely 
on excessive impression management (cf. Gardner & Avolio, 
1998), which might compromise leaders’ authenticity. Sup-
port could come from transformational leadership training 
(cf. Barling et al., 1996), which should place a strong focus 
on the uniqueness of different TL dimensions and include 
exercises to increase leaders’ sensitivity to their followers’ 
motives.

Limitations and Implications for Future Research

A limitation of these studies is that the results of studies 1 
and 3 were somewhat mixed for the combination of intel-
lectual stimulation and the achievement motive. In study 1, 
descriptions of intellectual stimulation in the literature con-
tained not only achievement but also power motive content, 
and in study 3, the moderating effect of the achievement 
motive could only be found with respect to one of the three 
indicators of leadership effectiveness. It is thus possible that 
the links between intellectual stimulation and the achieve-
ment motive are weaker than the other TLB-motive links. 
However, as Yukl (2006) pointed out, leadership is always 
about influencing others. Therefore, TL leaders use intel-
lectual stimulation to influence followers to become more 
achievement oriented. And influence, per se, is related to the 
power motive. This may explain why the results for intellec-
tual stimulation and the achievement motive were not clear. 
Certainly, more research is needed to shed more light on the 
links between intellectual stimulation and the achievement 
and the power motives, respectively.3

Further, in studies 2 and 3, we used student samples 
rather than real employees. In both of these studies, the 
participating students’ average age was below 25, and 

3  Note that there are subtle but possibly important differences 
in research traditions regarding the two motives in question. For 
instance, in the Heckhausen (1963) scoring key, competing with oth-
ers would be scored as a power motive, whereas in the Winter (1994) 
scoring key, this would be scored as an achievement motive.
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only a small fraction of these students worked part time. 
Hence, it is likely that most of the participants had no 
or at least not any significant work experience. This 
limits the generalizability of our findings because real 
employees with work experience may react differently 
to transformational leaders than inexperienced students. 
Whereas we do not expect that this potential difference 
might have systematically distorted our study findings, 
we certainly recommend that future researchers, in their 
attempts to replicate the findings and increase generaliz-
ability, conduct field studies or laboratory experiments 
with experienced employees.

Another limitation of study 3 is that it focused on 
each follower’s predominant motive and experimen-
tally isolated it, instead of taking the follower’s full 
motive structure into account. Clearly, people do not 
only have one predominant motive but instead have sev-
eral motives. Further, real leadership often happens in 
a team context rather within dyads, so real transforma-
tional leaders have to deal with the complex and diverse 
motive patterns of their team members. If transforma-
tional leaders, willingly or unwillingly, employ lead-
ership behaviors that interact with multiple motives in 
their followers at the same time, complex interactive 
motivational and behavioral effects can be expected 
(Kehr et al., 2022), presumably on both the individual 
and group levels. However, at present, there is not suf-
ficient research insight to formulate specific predictions 
about the expected shapes of these interactions. Kehr 
et al. (2022) reported from a literature search that they 
could not find any published studies on how followers’ 
motives interact. The only research these authors could 
find was on combinations of leaders’, but not followers’, 
motives (e.g., McClelland & Boyatzis, 1982; Steinmann 
et al., 2015). Whereas it is debatable whether research 
findings on interaction effects of a leader’s motives can 
be transferred to a follower, this opens up an interesting 
field for future research.

Another limitation was that study 2 used a forced-
choice format to assess participants' preferred TLB. 
Even though forced-choice formats may have some 
strengths in personality assessment (Christiansen et al., 
2005), it is obvious that in real organizational settings, 
preferences for TLBs are not mutually exclusive. There-
fore, future research should aim to score preferences for 

TLBs separately. Further, a limitation of study 3 was 
that, in line with previous research (e.g., Stam et al., 
2010), performance was assessed by measuring the 
quantity of responses from an idea generation task. But, 
in order to increase the generalizability of our findings, 
future research may be well advised to include vari-
ous types of quantitative and qualitative performance 
measures.

We circumvented the problem of common method 
variance, rather common in TL research (cf. van Knip-
penberg & Sitkin, 2013), in our assessments of partici-
pants’ motives with the PSE, which is partially intrans-
parent to respondents and thus rather robust against the 
typical problems of self-assessments (Schultheiss & 
Pang, 2007). In addition, we used prefabricated vignettes 
(study 2) and film materials (study 3) to manipulate 
TLBs rather than relying on followers’ subjective assess-
ments of their leader’s TLBs and correlating these with 
motive assessments. Further, our experimental approach 
in study 3 allowed us to use objective outcome meas-
ures for both a leader’s influence and a follower’s task 
performance in terms of creativity as in Henker et al.’s 
(2015) field study.

Clearly, our empirical approach must be replicated 
and extended. First, laboratory research is needed to 
strengthen the evidence that specific TLBs differen-
tially interact with followers’ motives. In fact, a media-
tion analysis that directly assesses followers’ motive 
arousal after exposure to the TLB manipulation and 
that includes the assessment of motivational, affective, 
and behavioral data would be valuable. Second, future 
research may analyze how differential follower reactions 
to leaders whose TLBs do or do not match followers’ 
motives may reciprocally influence leaders’ behavior. 
This would also test propositions emphasizing the active 
role of followers in the leadership process.

Conclusion

TL theory is, at its heart, a motivation theory. If we are to 
understand the motivating effect of TL, we need to expand 
our research focus to include followers’ motives, an impor-
tant source of followers’ motivation.
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Appendix. Descriptions of transformational 
leadership dimensions used in study 2

Please see Table 5
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Table 5   Adapted transformational leadership dimension descriptions obtained from an adapted German version of the MLQ by Felfe & Goihl 
(2002)

* The descriptions provided in English are translated from German by the authors

Description in German Description in English*

Beschreibung Führungskraft 1 (inspirierende Motivierung): Diese 
Führungskraft verfügt über attraktive Visionen und Vorstellungen 
von zukünftigen Entwicklungen und vermittelt überzeugend, dass 
sie selber voll und ganz dahintersteht. Dadurch gibt diese Führung-
skraft den Dingen und Erfordernissen im Alltag eine weitergehende 
Bedeutung und stellt sie in einen größeren Sinnzusammenhang. Diese 
Führungskraft begeistert ihre Mitarbeiter für ihre Ziele, indem sie 
Herausforderungen anbietet und den Mitarbeitern Hoffnung, Ver-
trauen und Zuversicht vermittelt, dass die Erwartungen erfüllt werden 
können

Description of leader 1 (inspirational motivation): This leader has 
attractive visions and ideas about future developments and con-
vincingly conveys that they are fully behind their followers. As a 
result, this leader gives the things and affordances of everyday life a 
higher significance and places them in a more meaningful context. 
This leader inspires employees to achieve their goals by offering 
challenges and giving employees hope, trust, and confidence that 
expectations can be met

Beschreibung Führungskraft 2 (individuelle Wertschätzung): Diese 
Führungskraft versteht sich als Coach und Mentor ihrer Mitarbe-
iter und erkennt deren persönliche Bedürfnisse und Wünsche nach 
Leistung und Wachstum an. Das Ziel dieser Führungskraft ist es, die 
Mitarbeiter systematisch zu fördern und ihr Potential schrittweise 
weiterzuentwickeln. Dazu bietet sie in einem unterstützenden Klima 
(z.B. durch Delegation) Lernchancen und berücksichtigt die persön-
lichen Voraussetzungen, indem sie die einen eher ermutigt, anderen 
mehr Autonomie gewährt oder wiederum anderen klarere Vorgaben 
oder mehr Struktur gibt. Diese Führungskraft bereit eine intensive, 
partnerschaftliche Kommunikation mit ihren Mitarbeitern, bei der sie 
es versteht, effektiv zuzuhören

Description of leader 2 (individual consideration): This leader sees 
themself as a coach and mentor to their employees and recognizes 
employees’ personal needs and desires for performance and growth. 
The goal of this leader is to systematically support employees and 
gradually develop their potential. To do this, the leader provides 
learning opportunities in a supportive climate (e.g., through delega-
tion) and takes into account personal conditions by encouraging 
some rather than others, granting others more autonomy, or again 
giving others clearer direction or more structure. This leader prepares 
an intensive, partnership-based communication with employees, in 
which the leader knows how to listen effectively

Beschreibung Führungskraft 3 (intellektuelle Stimulierung): Diese 
Führungskraft regt ihre Mitarbeiter zu kreativem und innovativem 
Denken an und unterstützt sie dabei, indem sie Annahmen und 
Voraussetzungen immer wieder hinterfragt, Probleme in neue Zusam-
menhänge stellt und dazu ermutigt, immer wieder neue Lösungen zu 
erproben. Fehler werden dabei von ihr toleriert und nicht öffentlich 
kritisiert. Die Mitarbeiter sind dabei dringend aufgefordert, sich zu 
beteiligen und selber Ideen einzubringen, auch wenn diese von den 
Vorstellungen des Vorgesetzten abweichen

Description of leader 3 (intellectual stimulation): This leader 
encourages employees to think creatively and innovatively and sup-
ports them in doing so by constantly questioning assumptions and 
prerequisites, placing problems in new contexts, and encouraging 
them to keep trying out new solutions. Mistakes are tolerated and not 
publicly criticized. Employees are strongly encouraged to participate 
and contribute their own ideas, even if they differ from those of their 
supervisors
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were made. The images or other third party material in this article are 
included in the article's Creative Commons licence, unless indicated 
otherwise in a credit line to the material. If material is not included in 
the article's Creative Commons licence and your intended use is not 
permitted by statutory regulation or exceeds the permitted use, you will 
need to obtain permission directly from the copyright holder. To view a 
copy of this licence, visit http://​creat​iveco​mmons.​org/​licen​ses/​by/4.​0/.

References

References marked with an asterisk indicate studies 
included in the literature review.

Atkinson, J. W., & Birch, D. (1970). The dynamics of action. Wiley.
*Arnold, K. A., & Loughlin, C. (2010). Individually considerate trans-

formational leadership behaviour and self sacrifice. Leadership 
and Organization Development Journal, 31(8), 670-686.https://​
doi.​org/​10.​1108/​01437​73101​10947​48

Avolio, B. J., Bass, B. M., & Jung, D. I. (1999). Re-examining the com-
ponents of transformational and transactional leadership using 
the Multifactor Leadership Questionnaire. Journal of Occupa-
tional and Organizational Psychology, 72(4), 441–462. https://​
doi.​org/​10.​1348/​09631​79991​66789

*Avolio, B. J., & Bass, B. M. (1995). Individual consideration viewed at 
multiple levels of analysis: A multi-level framework for examining 
the diffusion of transformational leadership. Leadership Quarterly, 
6(2), 199-218.https://​doi.​org/​10.​1016/​1048-​9843(95)​90035-7

Avolio, B. J., & Gardner, W. L. (2005). Authentic leadership develop-
ment: Getting to the root of positive forms of leadership. The 
Leadership Quarterly, 16(3), 315–338. https://​doi.​org/​10.​1016/j.​
leaqua.​2005.​03.​001

*Ayoko, O. B., & Callan, V. J. (2010). Teams’ reactions to conflict and 
teams’ task and social outcomes: The moderating role of transfor-
mational and emotional leadership. European Management Jour-
nal, 28(3), 220-235.https://​doi.​org/​10.​1016/j.​emj.​2009.​07.​001

*Barbuto, J.E., Jr., Fritz, S. M., & Matkin, G. S. (2001). Leaders’ 
bases of social power and anticipation of targets’ resistance as 
predictors of transactional and transformational leadership. Psy-
chological Reports, 89(3), 661-666.https://​doi.​org/​10.​2466/​pr0.​
2001.​89.3.​663

*Barbuto, J. E., Jr. (1997). Taking the charisma out of transformational lead-
ership. Journal of Social Behavior and Personality, 12(3), 689-697.

*Barbuto, J. E., Jr. (2005). Motivation and transactional, charismatic, 
and transformational leadership: A test of antecedents. Journal 
of Leadership and Organizational Studies, 11(4), 26-40.https://​
doi.​org/​10.​1177/​10717​91905​01100​403

*Barling, J., Weber, T., & Kelloway, E. (1996). Effects of transforma-
tional leadership training on attitudinal and financial outcomes: 
A field experiment. Journal of Applied Psychology, 81(6), 827-
832.https://​doi.​org/​10.​1037/​0021-​9010.​81.6.​827

*Barling, J., Slater, F., & Kelloway, E. (2000). Transformational 
leadership and emotional intelligence: An exploratory study. 
Leadership and Organization Development Journal, 21(3), 157-
161.https://​doi.​org/​10.​1108/​01437​73001​03250​40

*Barling, J., Christie, A., & Turner, N. (2008). Pseudo-transfor-
mational leadership: Towards the development and test of a 
model. Journal of Business Ethics, 81(4), 851-861.https://​doi.​
org/​10.​1007/​s10551-​007-​9552-8

Bass, B. M. (1985). Leadership and performance beyond expecta-
tions. The Free Press.

*Bass, B. M. (1999). Two decades of research and development in 
transformational leadership. European Journal of Work and 
Organizational Psychology, 8(1), 9-32.https://​doi.​org/​10.​1080/​
13594​32993​98410

Bass, B. M., & Avolio, B. J. (1995). Multifactor leadership question-
naire: Manual leader form, rater, and scoring key for MLQ 
(Form 5x-Short). Redwood City, CA: Mind Garden.

*Bass, B. M., & Avolio, B. J. (1989). Potential biases in leadership 
measures: How prototypes, leniency, and general satisfaction 
relate to ratings and rankings of transformational and transac-
tional leadership constructs. Educational and Psychological 
Measurement, 49(3), 509-527.https://​doi.​org/​10.​1177/​00131​
64489​04900​302

*Bass, B. M. (1997). Personal selling and transactional/transforma-
tional leadership. Journal of Personal Selling and Sales Man-
agement, 17(3), 19–28. https://​www.​jstor.​org/​stable/​20832​520

*Bass, B. M., Waldman, D. A., Avolio, B. J., & Bebb, M. (1987). 
Transformational leadership and the falling dominoes effect. 
Group and Organization Studies, 12(1), 73-87.https://​doi.​org/​
10.​1177/​10596​01187​01200​106

Bass, B. M. (1998). Transformational leadership: Industrial, mili-
tary, and educational impact. LEA.

*Bodla, M., & Nawaz, M. (2010). Transformational leadership style 
and its relationship with satisfaction. Interdisciplinary Journal 
of Contemporary Research in Business, 2(1), 370-381.

*Bolkan, S., & Goodboy, A. K. (2009). Transformational leadership 
in the classroom: Fostering student learning, student participa-
tion, and teacher credibility. Journal of Instructional Psychol-
ogy, 36(4), 296-306.

*Bolkan, S., & Goodboy, A. K. (2010). Transformational leadership 
in the classroom: The development and validation of the Stu-
dent Intellectual Stimulation Scale. Communication Reports, 
23(2), 91-105.https://​doi.​org/​10.​1080/​08934​215.​2010.​511399

*Bono, J. E., & Judge, T. A. (2004). Self-concordance at work: 
Toward understanding the motivational effects of transforma-
tional leaders. Academy of Management Journal, 46(5), 554-
571.https://​doi.​org/​10.​2307/​30040​649

*Braun, S., Peus, C., Weisweiler, S., & Frey, D. (2013). Transfor-
mational leadership, job satisfaction, and team performance: A 
multilevel mediation model of trust. The Leadership Quarterly, 
24(1), 270-283.https://​doi.​org/​10.​1016/j.​leaqua.​2012.​11.​006

*Bruch, H., & Walter, F. (2007). Leadership in context: Investigat-
ing hierarchical impacts on transformational leadership. Lead-
ership and Organization Development Journal, 28(8), 710-
726.https://​doi.​org/​10.​1108/​01437​73071​08354​52

*Bryant, S. E. (2003). The role of transformational and transactional 
leadership in creating, sharing and exploiting organizational 
knowledge. Journal of Leadership and Organizational Stud-
ies, 9(4), 32-44.https://​doi.​org/​10.​1177/​10717​91903​00900​403

Burns, J. M. (1978). Leadership. Harper & Row.
*Bycio, P., Hackett, R. D., & Allen, J. S. (1995). Further assessments 

of Bass’s (1985) conceptualization of transactional and trans-
formational leadership. Journal of Applied Psychology, 80(4), 
468-478.https://​doi.​org/​10.​1037/​0021-​9010.​80.4.​468

*Callow, N., Smith, M. J., Hardy, L., Arthur, C. A., & Hardy, J. 
(2009). Measurement of transformational leadership and its 
relationship with team cohesion and performance level. Jour-
nal of Applied Sport Psychology, 21(4), 395-412.https://​doi.​
org/​10.​1080/​10413​20090​32047​54

Campbell, J. P., & Wiernik, B. M. (2015). The modeling and assess-
ment of work performance. Annual Review of Organizational 
Psychology and Organizational Behavior, 2, 47–74. https://​doi.​
org/​10.​1146/​annur​ev-​orgps​ych-​032414-​111427

Carver, C. S., & Scheier, M. F. (1998). On the self-regulation of behav-
ior. Cambridge University Press.

http://creativecommons.org/licenses/by/4.0/
https://doi.org/10.1108/01437731011094748
https://doi.org/10.1108/01437731011094748
https://doi.org/10.1348/096317999166789
https://doi.org/10.1348/096317999166789
https://doi.org/10.1016/1048-9843(95)90035-7
https://doi.org/10.1016/j.leaqua.2005.03.001
https://doi.org/10.1016/j.leaqua.2005.03.001
https://doi.org/10.1016/j.emj.2009.07.001
https://doi.org/10.2466/pr0.2001.89.3.663
https://doi.org/10.2466/pr0.2001.89.3.663
https://doi.org/10.1177/107179190501100403
https://doi.org/10.1177/107179190501100403
https://doi.org/10.1037/0021-9010.81.6.827
https://doi.org/10.1108/01437730010325040
https://doi.org/10.1007/s10551-007-9552-8
https://doi.org/10.1007/s10551-007-9552-8
https://doi.org/10.1080/135943299398410
https://doi.org/10.1080/135943299398410
https://doi.org/10.1177/001316448904900302
https://doi.org/10.1177/001316448904900302
https://www.jstor.org/stable/20832520
https://doi.org/10.1177/105960118701200106
https://doi.org/10.1177/105960118701200106
https://doi.org/10.1080/08934215.2010.511399
https://doi.org/10.2307/30040649
https://doi.org/10.1016/j.leaqua.2012.11.006
https://doi.org/10.1108/01437730710835452
https://doi.org/10.1177/107179190300900403
https://doi.org/10.1037/0021-9010.80.4.468
https://doi.org/10.1080/10413200903204754
https://doi.org/10.1080/10413200903204754
https://doi.org/10.1146/annurev-orgpsych-032414-111427
https://doi.org/10.1146/annurev-orgpsych-032414-111427


883Journal of Business and Psychology (2023) 38:865–886	

1 3

*Cavazotte, F., Moreno, V., & Hickmann, M. (2012). Effects of leader 
intelligence, personality and emotional intelligence on transfor-
mational leadership and managerial performance. The Leader-
ship Quarterly, 23(3), 443-455.https://​doi.​org/​10.​1016/j.​leaqua.​
2011.​10.​003

*Cerni, T., Curtis, G. J., & Colmar, S. (2010). Increasing transforma-
tional leadership by developing leaders’ information‐processing 
systems. Journal of Leadership Studies, 4(3), 51-65.https://​doi.​
org/​10.​1002/​jls.​20177

Chagnon, R. J. (2012). Review of ‘Leadership team coaching: Develop-
ing collective transformational leadership.’ Personnel Psychol-
ogy, 65, 938–941.

*Charbonneau, D. (2004). Influence tactics and perceptions of trans-
formational leadership. Leadership and Organization Develop-
ment Journal, 25(7), 565-576.https://​doi.​org/​10.​1108/​01437​
73041​05614​59

*Charbonnier-Voirin, A., El Akremi, A., & Vandenberghe, C. (2010). 
A multilevel model of transformational leadership and adaptive 
performance and the moderating role of climate for innovation. 
Group and Organization Management, 35(6), 699-726.https://​
doi.​org/​10.​1177/​10596​01110​390833

*Cheung, M. Y., & Wong, C. (2011). Transformational leadership, 
leader support, and employee creativity. Leadership and Organi-
zation Development Journal, 32(7), 656-672.https://​doi.​org/​10.​
1108/​01437​73111​11699​88

*Chi, N., & Pan, S. (2012). A multilevel investigation of missing links 
between transformational leadership and task performance: The 
mediating roles of perceived person-job fit and person-organiza-
tion fit. Journal of Business and Psychology, 27(1), 43-56.https://​
doi.​org/​10.​1007/​s10869-​011-​9211-z

*Cho, J., & Dansereau, F. (2010). Are transformational leaders fair? A 
multi-level study of transformational leadership, justice perceptions, 
and organizational citizenship behaviors. The Leadership Quarterly, 
21(3), 409-421.https://​doi.​org/​10.​1016/j.​leaqua.​2010.​03.​006

Christiansen, N. D., Burns, G. N., & Montgomery, G. E. (2005). 
Reconsidering forced-choice item formats for applicant person-
ality assessment. Human Performance, 18(3), 267–307. https://​
doi.​org/​10.​1207/​s1532​7043h​up1803_4

*Christie, A., Barling, J., & Turner, N. (2011). Pseudo‐transforma-
tional leadership: Model specification and outcomes. Journal of 
Applied Social Psychology, 41(12), 2943-2984.https://​doi.​org/​
10.​1111/j.​1559-​1816.​2011.​00858.x

*Coad, A. F., & Berry, A. J. (1998). Transformational leadership and learn-
ing orientation. Leadership and Organization Development Journal, 
19(3), 164-172.https://​doi.​org/​10.​1108/​01437​73981​02102​11

Cohen, J., Cohen, P., West, S. G., & Aiken, L. S. (2003). Applied mul-
tiple regression/correlation analysis for the behavioral sciences. 
Erlbaum.

*Colbert, A. E., Kristof-Brown, A. L., Bradley, B. H., & Barrick, M. 
R. (2008). CEO transformational leadership: The role of goal 
importance congruence in top management teams. Academy of 
Management Journal, 51(1), 81-96.https://​doi.​org/​10.​5465/​AMJ.​
2008.​30717​744

Corrigan, P. W., & Garman, A. N. (1999). Transformational and trans-
actional leadership skills for mental health teams. Community 
Mental Health Journal, 35(4), 301–312. https://​doi.​org/​10.​
1023/a:​10187​57706​316

*de Charon, L. (2003). A transformational leadership development pro-
gram: Jungian psychological types in dynamic flux. Organization 
Development Journal, 21(3), 9-18.

De Hoogh, A. H. B., & Den Hartog, D. N. (2009). Neuroticism and locus 
of control as moderators of the relationship of charismatic leader-
ship and autocratic leadership with burnout. Journal of Applied 
Psychology, 94(4), 1058–1067. https://​doi.​org/​10.​1037/​a0016​253

Deinert, A., Homan, A. C., Boer, D., Voelpel, S. C., & Gutermann, D. 
(2015). Transformational leadership sub-dimensions and their 

link to leaders’ personality and performance. The Leadership 
Quarterly, 26(6), 1095–1120. https://​doi.​org/​10.​1016/j.​leaqua.​
2015.​08.​001

*Deluga, R. J. (1990). The effects of transformational, transactional, 
and laissez faire leadership characteristics on subordinate influ-
encing behavior. Basic and Applied Social Psychology, 11(2), 
191-203.https://​doi.​org/​10.​1207/​s1532​4834b​asp11​02_6

Diehl, M., & Stroebe, W. (1987). Productivity loss in brainstorming 
groups: Toward the solution of a riddle. Journal of Personality 
and Social Psychology, 53(3), 497–509. https://​doi.​org/​10.​1037/​
0022-​3514.​53.3.​497

Diehl, M., & Stroebe, W. (1991). Productivity loss in idea-generating 
groups: Tracking down the blocking effect. Journal of Personal-
ity and Social Psychology, 61(3), 392–403. https://​doi.​org/​10.​
1037/​0022-​3514.​61.3.​392

Dinh, J. E., & Lord, R. G. (2012). Implications of dispositional and 
process views of traits for individual difference research in lead-
ership. The Leadership Quarterly, 23(4), 651–669. https://​doi.​
org/​10.​1016/j.​leaqua.​2012.​03.​003

*Dionne, S. D., Yammarino, F. J., Atwater, L. E., & Spangler, W. D. 
(2004). Transformational leadership and team performance. 
Journal of Organizational Change Management, 17(2), 177-
193.https://​doi.​org/​10.​1108/​09534​81041​05306​01

*Dionne, S. D., Chun, J., Hao, C., Serban, A., Yammarino, F. J., & 
Spangler, W. D. (2012). Article quality and publication impact 
via levels of analysis incorporation: An illustration with trans-
formational/charismatic leadership. The Leadership Quarterly, 
23(6), 1012-1042.https://​doi.​org/​10.​1016/j.​leaqua.​2012.​10.​003

Dislich, F. X., Kehr, H. M., & Weibler, J. (2011, Sept.). Im Auge des 
Betrachters? Motivationale Grundlagen von Charisma [In the 
eye of the beholder? Motivational foundations of charisma]. 
Paper presented at the 13. Fachgruppentagung Sozialpsycholo-
gie, Hamburg, Germany.

*Dubinsky, A. J., Yammarino, F. J., & Jolson, M. A. (1995). An exami-
nation of linkages between personal characteristics and dimen-
sions of transformational leadership. Journal of Business and 
Psychology, 9(3), 315-335.https://​doi.​org/​10.​1007/​BF022​30972

*Edwards, J. R., Knight, D. K., Broome, K. M., & Flynn, P. M. (2010). The 
development and validation of a transformational leadership survey 
for substance use treatment programs. Substance Use and Misuse, 
45(9), 1279-1302.https://​doi.​org/​10.​3109/​10826​08100​36828​34

Entwisle, D. R. (1972). To dispel fantasies about fantasy-based meas-
ures of achievement motivation. Psychological Bulletin, 77(6), 
377–391. https://​doi.​org/​10.​1037/​h0020​021

Epitropaki, O., & Martin, R. (2005). The moderating role of individual 
differences in the relation between transformational/transactional 
leadership perceptions and organizational identification. The 
Leadership Quarterly, 16(4), 569–589. https://​doi.​org/​10.​1016/j.​
leaqua.​2005.​06.​005

Felfe, J., & Goihl, K. (2002). Deutsche überarbeitete und ergänzte Ver-
sion des “Multifactor Leadership Questionnaire” (MLQ) [Revised 
and completed German version of the „Multifactor Leadership 
Questionnaire” (MLQ)”]. In A. Glöckner-Rist (Ed.), ZUMA-Infor-
mationssystem. Elektronisches Handbuch sozialwissenschaftlicher 
Erhebungsinstrumente (Version 6.00). Mannheim, Germany: Zen-
trum für Umfragen, Methoden und Analysen.

*Franke, F., & Felfe, J. (2011). How does transformational lead-
ership impact employees’ psychological strain?: Examining 
differentiated effects and the moderating role of affective 
organizational commitment. Leadership, 7(3), 295–316. 10.11 
77/1742715011407- 387

*Frey, M., Kern, R. M., Snow, J., & Curlette, W. L. (2009). Lifestyle 
and transformational leadership style. The Journal of Individ-
ual Psychology, 65(3), 212-240.

Friedman, R. S., & Förster, J. (2001). The effects of promotion 
and prevention cues on creativity. Journal of Personality and 

https://doi.org/10.1016/j.leaqua.2011.10.003
https://doi.org/10.1016/j.leaqua.2011.10.003
https://doi.org/10.1002/jls.20177
https://doi.org/10.1002/jls.20177
https://doi.org/10.1108/01437730410561459
https://doi.org/10.1108/01437730410561459
https://doi.org/10.1177/1059601110390833
https://doi.org/10.1177/1059601110390833
https://doi.org/10.1108/01437731111169988
https://doi.org/10.1108/01437731111169988
https://doi.org/10.1007/s10869-011-9211-z
https://doi.org/10.1007/s10869-011-9211-z
https://doi.org/10.1016/j.leaqua.2010.03.006
https://doi.org/10.1207/s15327043hup1803_4
https://doi.org/10.1207/s15327043hup1803_4
https://doi.org/10.1111/j.1559-1816.2011.00858.x
https://doi.org/10.1111/j.1559-1816.2011.00858.x
https://doi.org/10.1108/01437739810210211
https://doi.org/10.5465/AMJ.2008.30717744
https://doi.org/10.5465/AMJ.2008.30717744
https://doi.org/10.1023/a:1018757706316
https://doi.org/10.1023/a:1018757706316
https://doi.org/10.1037/a0016253
https://doi.org/10.1016/j.leaqua.2015.08.001
https://doi.org/10.1016/j.leaqua.2015.08.001
https://doi.org/10.1207/s15324834basp1102_6
https://doi.org/10.1037/0022-3514.53.3.497
https://doi.org/10.1037/0022-3514.53.3.497
https://doi.org/10.1037/0022-3514.61.3.392
https://doi.org/10.1037/0022-3514.61.3.392
https://doi.org/10.1016/j.leaqua.2012.03.003
https://doi.org/10.1016/j.leaqua.2012.03.003
https://doi.org/10.1108/09534810410530601
https://doi.org/10.1016/j.leaqua.2012.10.003
https://doi.org/10.1007/BF02230972
https://doi.org/10.3109/10826081003682834
https://doi.org/10.1037/h0020021
https://doi.org/10.1016/j.leaqua.2005.06.005
https://doi.org/10.1016/j.leaqua.2005.06.005


884	 Journal of Business and Psychology (2023) 38:865–886

1 3

Social Psychology, 81(6), 1001–1013. https://​doi.​org/​10.​1037/​
0022-​3514.​81.6.​1001

Gagné, M., Morin, A. J. S., Schabram, K., Wang, Z. N., Chemolli, 
E., & Briand, M. (2020). Uncovering relations between leader-
ship perceptions and motivation under different organizational 
contexts: A multilevel cross-lagged analysis. Journal of Busi-
ness and Psychology, 35(6), 713–732. https://​doi.​org/​10.​1007/​
s10869-​019-​09649-4

Gardner, W. L. & Avolio, B. J. (1998). The charismatic relation-
ship: A dramaturgical perspective. Academy of Management 
Review, 23(1), 32–58. https://​doi.​org/​10.​5465/​amr.​1998.​192958 

*Geyer, A. J., & Steyrer, J. M. (1998). Transformational leadership 
and objective performance in banks. Applied Psychology: An 
International Review, 47(3), 397-420.https://​doi.​org/​10.​1080/​
02699​94983​77917

Gill, R. W. T. T. (1979). The in-tray (in-basket) exercise as a measure 
of management potential. Journal of Occupational Psychol-
ogy, 52(3), 185–197. https://​doi.​org/​10.​1111/j.​2044-​8325.​
1979.​tb004​53.x

*Gooty, J., Gavin, M., Johnson, P. D., Frazier, M., & Snow, D. (2009). 
In the eyes of the beholder: Transformational leadership, positive 
psychological capital, and performance. Journal of Leadership 
and Organizational Studies, 15(4), 353-367.https://​doi.​org/​10.​
1177/​15480​51809​332021

*Gumusluoglu, L., & Ilsev, A. (2009). Transformational leadership, crea-
tivity, and organizational innovation. Journal of Business Research, 
62(4), 461-473.https://​doi.​org/​10.​1016/j.​jbusr​es.​2007.​07.​032

*Hardy, L., Arthur, C. A., Jones, G., Shariff, A., Munnoch, K., Isaacs, 
I., & Allsopp, A. J. (2010). The relationship between transfor-
mational leadership behaviors, psychological, and training out-
comes in elite military recruits. The Leadership Quarterly, 21(1), 
20-32.https://​doi.​org/​10.​1016/j.​leaqua.​2009.​10.​002

*Harvey, S., Royal, M., & Stout, D. (2003). Instructor’s transformational 
leadership: University student attitudes and ratings. Psychological 
Reports, 92(2), 395-402.https://​doi.​org/​10.​2466/​PR0.​92.2.​395-​402

*Hautala, T. (2007). Impact of followers’ type on their expectations of 
leaders: An individual consideration of transformational leader-
ship. Journal of Psychological Type, 67(4), 30-38.

Heckhausen, H. (1963). Hoffnung und Furcht in der Leistungsmotiva-
tion [Hope and fear in achievement motivation]. Meisenheim/
Glan, Germany: Hain

Henker, N., Sonnentag, S., & Unger, D. (2015). Transformational 
leadership and employee creativity: The mediating role of pro-
motion focus and creative process engagement. Journal of Busi-
ness and Psychology, 30(2), 235–247. https://​doi.​org/​10.​1007/​
s10869-​014-​9348-7

Herold, D. M., Fedor, D. B., Caldwell, S., & Liu, Y. (2008). The effects 
of transformational and change leadership on employees’ commit-
ment to a change: A multilevel study. Journal of Applied Psychol-
ogy, 93(2), 346–357. https://​doi.​org/​10.​1037/​0021-​9010.​93.2.​346

*Hetland, H., & Sandal, G. M. (2003). Transformational leadership 
in Norway: Outcomes and personality correlates. European 
Journal of Work and Organizational Psychology, 12(2), 147-
170.https://​doi.​org/​10.​1080/​13594​32034​40000​57

Heyns, R. W., Veroff, J., & Atkinson, J. W. (1958). A scoring manual 
for the affiliation motive. In J. W. Atkinson (Ed.), Motives in fan-
tasy, action and society (pp. 179–294). Van Nostrand Reinhold.

*Hobman, E. V., Jackson, C. J., Jimmieson, N. L., & Martin, R. (2011). 
The effects of transformational leadership behaviours on follower 
outcomes: An identity-based analysis. European Journal of Work 
and Organizational Psychology, 20(4), 553-580.https://​doi.​org/​
10.​1080/​13594​32X.​2010.​490046

House, R. J. (1977). A 1976 theory of charismatic leadership. In J. G. 
Hunt & L. L. Larson (Eds.), Leadership: The cutting edge (pp. 
189–207). Southern Illinois University Press.

House, R. J. (1996). Path-goal theory of leadership: Lessons legacy and 
a reformulated theory. The Leadership Quarterly, 7(3), 323–352. 
https://​doi.​org/​10.​1016/​S1048-​9843(96)​90024-7 

House, R. J., & Shamir, B. (1993). Toward the integration of transfor-
mational, charismatic, and visionary theories. In M. M. Chemers 
& R. Ayman (Eds.), Leadership theory and research: Perspec-
tives and directions (pp. 81–107). Academic Press.

*Inness, M., Turner, N., Barling, J., & Stride, C. B. (2010). Transfor-
mational leadership and employee safety performance: A within-
person, between-jobs design. Journal of Occupational Health 
Psychology, 15(3), 279-290.https://​doi.​org/​10.​1037/​a0019​380

Jacobsen, C., & House, R. J. (2001). Dynamics of charismatic leader-
ship: A process theory, simulation model, and tests. The Leader-
ship Quarterly, 12(1), 75–112. https://​doi.​org/​10.​1016/​S1048-​
9843(01)​00065-0

Job, V., Oertig, D., Brandstätter, V., & Allemand, M. (2010). Discrep-
ancies between implicit and explicit motivation and unhealthy 
eating behavior. Journal of Personality, 78(4), 1209–1238. 
https://​doi.​org/​10.​1111/j.​1467-​6494.​2010.​00648.x

*Joo, B., Yoon, H., & Jeung, C. (2012). The effects of core self-evalua-
tions and transformational leadership on organizational commit-
ment. Leadership and Organization Development Journal, 33(6), 
564-582.https://​doi.​org/​10.​1108/​01437​73121​12530​28

Kehr, H. M. (2004). Integrating implicit motives, explicit motives, and 
perceived abilities: The compensatory model of work motivation 
and volition. Academy of Management Review, 29(3), 479–499. 
https://​doi.​org/​10.​2307/​20159​055

Kehr, H. M., Voigt, J., & Rawolle, M. (2022). Implicit motives as the 
missing link between visionary leadership, approach and avoidance 
motivation, and vision pursuit. Organizational Psychology Review, 
12(2), 135–161. https://​doi.​org/​10.​1177/​20413​86621​10613​64

Kehr, H. M., & Weibler, J. (2010). Motive compatibility of transfor-
mational leadership: Towards the demystification of charisma. 
Paper presented at the annual meeting of the Academy of Man-
agement, Montreal, Canada.

Kehr, H. M., Gerstenberg, F. X. & Weibler, J. (2012, August). Follower 
motive compatible leadership: When individual consideration 
meets the affiliation motive. Paper presented at the 72nd Annual 
Meeting of the Academy of Management, Boston.

*Kelloway, E., Barling, J., Kelley, E., Comtois, J., & Gatien, B. (2003). 
Remote transformational leadership. Leadership and Organiza-
tion Development Journal, 24(3), 163-171.https://​doi.​org/​10.​
1108/​01437​73031​04695​89

*Kelloway, E., Turner, N., Barling, J., & Loughlin, C. (2012). Transfor-
mational leadership and employee psychological well-being: The 
mediating role of employee trust in leadership. Work & Stress, 
26(1), 39-55.https://​doi.​org/​10.​1080/​02678​373.​2012.​660774

*Kirby, P. C., Paradise, L. V., & King, M. I. (1992). Extraordinary 
leaders in education: Understanding transformational leadership. 
The Journal of Educational Research, 85(5), 303-311.https://​doi.​
org/​10.​1080/​00220​671.​1992.​99411​30

Koh, D., Lee, K., & Joshi, K. (2019). Transformational leadership 
and creativity: A meta-analytic review and identification of an 
integrated model. Journal of Organizational Behavior, 40(6), 
625–650. https://​doi.​org/​10.​1002/​job.​2355

*Komives, S. R. (1991). The relationship of hall directors’ transforma-
tional and transactional leadership to select resident assistant out-
comes. Journal of College Student Development, 32(6), 509-515.

*Korek, S., Felfe, J., & Zaepernick-Rothe, U. (2010). Transformational 
leadership and commitment: A multilevel analysis of group-level 
influences and mediating processes. European Journal of Work 
and Organizational Psychology, 19(3), 364-387.https://​doi.​org/​
10.​1080/​13594​32090​29963​36

Lang, J. W. B. (2014). A dynamic Thurstonian item response theory 
of motive expression in the picture story exercise: Solving the 

https://doi.org/10.1037/0022-3514.81.6.1001
https://doi.org/10.1037/0022-3514.81.6.1001
https://doi.org/10.1007/s10869-019-09649-4
https://doi.org/10.1007/s10869-019-09649-4
https://doi.org/10.5465/amr.1998.192958
https://doi.org/10.1080/026999498377917
https://doi.org/10.1080/026999498377917
https://doi.org/10.1111/j.2044-8325.1979.tb00453.x
https://doi.org/10.1111/j.2044-8325.1979.tb00453.x
https://doi.org/10.1177/1548051809332021
https://doi.org/10.1177/1548051809332021
https://doi.org/10.1016/j.jbusres.2007.07.032
https://doi.org/10.1016/j.leaqua.2009.10.002
https://doi.org/10.2466/PR0.92.2.395-402
https://doi.org/10.1007/s10869-014-9348-7
https://doi.org/10.1007/s10869-014-9348-7
https://doi.org/10.1037/0021-9010.93.2.346
https://doi.org/10.1080/13594320344000057
https://doi.org/10.1080/1359432X.2010.490046
https://doi.org/10.1080/1359432X.2010.490046
https://doi.org/10.1016/S1048-9843(96)90024-7
https://doi.org/10.1037/a0019380
https://doi.org/10.1016/S1048-9843(01)00065-0
https://doi.org/10.1016/S1048-9843(01)00065-0
https://doi.org/10.1111/j.1467-6494.2010.00648.x
https://doi.org/10.1108/01437731211253028
https://doi.org/10.2307/20159055
https://doi.org/10.1177/20413866211061364
https://doi.org/10.1108/01437730310469589
https://doi.org/10.1108/01437730310469589
https://doi.org/10.1080/02678373.2012.660774
https://doi.org/10.1080/00220671.1992.9941130
https://doi.org/10.1080/00220671.1992.9941130
https://doi.org/10.1002/job.2355
https://doi.org/10.1080/13594320902996336
https://doi.org/10.1080/13594320902996336


885Journal of Business and Psychology (2023) 38:865–886	

1 3

internal consistency paradox of the PSE. Psychological Review, 
121(3), 481–500. https://​doi.​org/​10.​1037/​a0037​011

Lang, J. W. B., Zettler, I., Ewen, C., & Hülsheger, U. R. (2012). Implicit 
motives, explicit traits, and task and contextual performance at 
work. Journal of Applied Psychology, 97(6), 1201–1217. https://​
doi.​org/​10.​1037/​a0029​556

*Li, C., & Hung, C. (2009). The influence of transformational lead-
ership on workplace relationships and job performance. Social 
Behavior and Personality: An International Journal, 37(8), 
1129-1142.https://​doi.​org/​10.​2224/​sbp.​2009.​37.8.​1129

*Liao, H., & Chuang, A. (2007). Transforming service employees and 
climate: A multilevel, multisource examination of transforma-
tional leadership in building long-term service relationships. 
Journal of Applied Psychology, 92(4), 1006-1019.https://​doi.​
org/​10.​1037/​0021-​9010.​92.4.​1006

Lilienfeld, S. O., Wood, J. M., & Garb, H. N. (2000). The scientific status 
of projective techniques. Psychological Science in the Public Inter-
est, 1(2), 27–66. https://​doi.​org/​10.​1111/​1529-​1006.​002

*Ling, Y., Simsek, Z., Lubatkin, M. H., & Veiga, J. F. (2008). Transfor-
mational leadership's role in promoting corporate entrepreneurship: 
Examining the CEO-TMT interface. Academy of Management Jour-
nal, 51(3), 557-576.https://​doi.​org/​10.​5465/​AMJ.​2008.​32626​023

Locke, E. A., & Latham, G. P. (1990). A theory of goal setting and task 
performance. Prentice Hall.

*Maslin-Wicks, K. (2007). Forsaking transformational leadership: 
Roscoe Conkling, the great Senator from New York. The Leader-
ship Quarterly, 18(5), 463-476.https://​doi.​org/​10.​1016/j.​leaqua.​
2007.​07.​003

McCann, J. A., Langford, P. H., & Rawlings, R. M. (2006). Testing 
Behling and McFillen’s syncretical model of charismatic trans-
formational leadership. Group & Organization Management, 
31(2), 237–263. 10.1177%2F1059601104273061

McClelland, D. C. (1975). Power: The inner experience. Irvington 
Publishers.

McClelland, D. C. (1985). How motives, skills, and values determine 
what people do. American Psychologist, 40(7), 812–825. https://​
doi.​org/​10.​1037/​0003-​066X.​40.7.​812

McClelland, D. C., & Boyatzis, R. E. (1982). Leadership motive pattern 
and long-term success in management. Journal of Applied Psychol-
ogy, 67(6), 737–743. https://​doi.​org/​10.​1037/​0021-​9010.​67.6.​737

McClelland, D. C., Koestner, R., & Weinberger, J. (1989). How do 
self-attributed and implicit motives differ? Psychological Review, 
96(4), 690–702. https://​doi.​org/​10.​1037/​0033-​295X.​96.4.​690

*Megerian, L. E., & Sosik, J. J. (1997). An affair of the heart: Emo-
tional intelligence and transformational leadership. Journal of 
Leadership Studies, 3(3), 20-30.https://​doi.​org/​10.​1177/​10717​
91997​00300​305

*Mehra, P., & Krishnan, V. R. (2005). Impact of svadharma-orienta-
tion on transformational leadership and followers' trust in leader. 
Journal of Indian Psychology, 23(1), 1-11.

*Michaelis, B., Stegmaier, R., & Sonntag, K. (2010). Shedding light 
on followers’ innovation implementation behavior: The role of 
transformational leadership, commitment to change, and climate 
for initiative. Journal of Managerial Psychology, 25(4), 408-
429.https://​doi.​org/​10.​1108/​02683​94101​10353​04

*Murphy, L. (2005). Transformational leadership: A cascading 
chain reaction. Journal of Nursing Management, 13(2), 128-
136.https://​doi.​org/​10.​1111/j.​1365-​2934.​2005.​00458.x

*Nielsen, K., & Daniels, K. (2012). Does shared and differentiated 
transformational leadership predict followers’ working condi-
tions and well-being? The Leadership Quarterly, 23(3), 383-
397.https://​doi.​org/​10.​1016/j.​leaqua.​2011.​09.​001

*Nielsen, K., Yarker, J., Randall, R., & Munir, F. (2009). The mediat-
ing effects of team and self-efficacy on the relationship between 
transformational leadership, and job satisfaction and psycho-
logical well-being in healthcare professionals: A cross-sectional 

questionnaire survey. International Journal of Nursing Studies, 
46(9), 1236-1244.https://​doi.​org/​10.​1016/j.​ijnur​stu.​2009.​03.​001

*Oliver, P. H., Gottfried, A. W., Guerin, D. W., Gottfried, A., Reichard, 
R. J., & Riggio, R. E. (2011). Adolescent family environmental 
antecedents to transformational leadership potential: A longi-
tudinal mediational analysis. The Leadership Quarterly, 22(3), 
535-544.https://​doi.​org/​10.​1016/j.​leaqua.​2011.​04.​010

*Olsen, O. K., Eid, J., & Johnsen, B. H. (2006). Moral behavior and trans-
formational leadership in Norwegian naval cadets. Military Psy-
chology, 18, 37–56.https://​doi.​org/​10.​1207/​s1532​7876m​p1803s_4

Pang, J. S., & Schultheiss, O. C. (2005). Assessing implicit motives 
in U.S. College students: Effects of picture type and position, 
gender and ethnicity, and cross-cultural comparisons. Journal 
of Personality Assessment, 85(3), 280–294. https://​doi.​org/​10.​
1207/​s1532​7752j​pa8503_​04

Paulus, P., & Yang, H. (2000). Idea generation in groups: A basis for 
creativity in organizations. Organizational Behavior and Human 
Decision Processes, 82(1), 76–87. https://​doi.​org/​10.​1006/​obhd.​
2000.​2888

Piccolo, R. F., & Colquitt, J. A. (2006). Transformational leadership 
and job behaviors: The mediating role of core job characteristics. 
Academy of Management Journal, 49(2), 327–340. https://​doi.​
org/​10.​5465/​AMJ.​2006.​20786​079

*Popper, M., Mayseless, O., & Castelnovo, O. (2000). Transforma-
tional leadership and attachment. The Leadership Quarterly, 
11(2), 267-289.https://​doi.​org/​10.​1016/​S1048-​9843(00)​00038-2

*Rafferty, A. E., & Griffin, M. A. (2004). Dimensions of transfor-
mational leadership: Conceptual and empirical extensions. The 
Leadership Quarterly, 15(3), 329-354.https://​doi.​org/​10.​1016/j.​
leaqua.​2004.​02.​009

Rietzschel, E. F., De Dreu, C. K. W., & Nijstad, B. A. (2007). Personal 
need for structure and creative performance: The moderating 
influence of fear of invalidity. Personality and Social Psychol-
ogy Bulletin, 33(6), 855–866. https://​doi.​org/​10.​1177/​01461​
67207​301017

Roberts, B. W., & DelVecchio, W. F. (2000). The rank-order consist-
ency of personality traits from childhood to old age: A quan-
titative review of longitudinal studies. Psychological Bulletin, 
126(1), 3–25. https://​doi.​org/​10.​1037/​0033-​2909.​126.1.3

*Russell, R. G., & Mizrahi, R. (1995). Development of a situational 
model for transformational leadership. Journal of Leadership 
Studies, 2(3), 154–163. 10.1177%2F107179199500200313

*Scandura, T. A., & Williams, E. A. (2004). Mentoring and transfor-
mational leadership: The role of supervisory career mentoring. 
Journal of Vocational Behavior, 65(3), 448-468.https://​doi.​org/​
10.​1016/j.​jvb.​2003.​10.​003

Schönbrodt, F. D., Hagemeyer, B., Brandstätter, B., Czikmantori, T., 
Gröpel, P., Hennecke, M., Israel, L. S. F., Janson, K. T., Kem-
per, N., Köllner, M. G., Kopp, P. M., Mojzisch, A., Müller-
Hotop, R., Prüfer. J., Quirin, M., Scheidemann, B., Schiestel, 
L., Schulz-Hardt, S., Sust, L. N. N., Zygar-Hoffmann, C & 
Schultheiss, O. C. (2021). Measuring implicit motives with 
the Picture Story Exercise (PSE): Databases of expert-coded 
German stories, pictures, and updated picture norms. Journal 
of Personality Assessment, 103(3), 392–405. https://​doi.​org/​
10.​1080/​00223​891.​2020.​17269​36 

Schultheiss, O. C., & Köllner, M. G. (2021). Implicit motives. In 
O. P. John & R. W. Robins (Eds.), Handbook of Personality: 
Theory and Research (4th ed., pp. 385–410). Guilford.

Schultheiss, O. C., & Pang, J. S. (2007). Measuring implicit motives. 
In R. W. Robins, R. C. Fraley, & R. Krueger (Eds.), Handbook 
of Research Methods in Personality Psychology (pp. 322–344). 
Guilford.

Schultheiss, O. C., Jones, N. M., Davis, A. Q., & Kley, C. (2008). 
The role of implicit motivation in hot and cold goal pursuit: 
Effects on goal progress, goal rumination, and emotional 

https://doi.org/10.1037/a0037011
https://doi.org/10.1037/a0029556
https://doi.org/10.1037/a0029556
https://doi.org/10.2224/sbp.2009.37.8.1129
https://doi.org/10.1037/0021-9010.92.4.1006
https://doi.org/10.1037/0021-9010.92.4.1006
https://doi.org/10.1111/1529-1006.002
https://doi.org/10.5465/AMJ.2008.32626023
https://doi.org/10.1016/j.leaqua.2007.07.003
https://doi.org/10.1016/j.leaqua.2007.07.003
https://doi.org/10.1037/0003-066X.40.7.812
https://doi.org/10.1037/0003-066X.40.7.812
https://doi.org/10.1037/0021-9010.67.6.737
https://doi.org/10.1037/0033-295X.96.4.690
https://doi.org/10.1177/107179199700300305
https://doi.org/10.1177/107179199700300305
https://doi.org/10.1108/02683941011035304
https://doi.org/10.1111/j.1365-2934.2005.00458.x
https://doi.org/10.1016/j.leaqua.2011.09.001
https://doi.org/10.1016/j.ijnurstu.2009.03.001
https://doi.org/10.1016/j.leaqua.2011.04.010
https://doi.org/10.1207/s15327876mp1803s_4
https://doi.org/10.1207/s15327752jpa8503_04
https://doi.org/10.1207/s15327752jpa8503_04
https://doi.org/10.1006/obhd.2000.2888
https://doi.org/10.1006/obhd.2000.2888
https://doi.org/10.5465/AMJ.2006.20786079
https://doi.org/10.5465/AMJ.2006.20786079
https://doi.org/10.1016/S1048-9843(00)00038-2
https://doi.org/10.1016/j.leaqua.2004.02.009
https://doi.org/10.1016/j.leaqua.2004.02.009
https://doi.org/10.1177/0146167207301017
https://doi.org/10.1177/0146167207301017
https://doi.org/10.1037/0033-2909.126.1.3
https://doi.org/10.1016/j.jvb.2003.10.003
https://doi.org/10.1016/j.jvb.2003.10.003
https://doi.org/10.1080/00223891.2020.1726936
https://doi.org/10.1080/00223891.2020.1726936


886	 Journal of Business and Psychology (2023) 38:865–886

1 3

well-being. Journal of Research in Personality, 42(4), 971–
987. https://​doi.​org/​10.​1016/j.​jrp.​2007.​12.​009

Shamir, B. (1991). The charismatic relationship: Alternative expla-
nations and predictions. Leadership Quarterly, 2(2), 81–104. 
https://​doi.​org/​10.​1016/​1048-​9843(91)​90024-V

Shamir, B., House, R. J., & Arthur, M. B. (1993). The motivational 
effects of charismatic leadership: A self-concept based theory. 
Organization Science, 4(4), 577–594. https://​doi.​org/​10.​1287/​
orsc.4.​4.​577

Shin, S. J., & Zhou, J. (2003). Transformational leadership, conserva-
tion, and creativity: Evidence from Korea. Academy of Manage-
ment Journal, 46(6), 703–714. https://​doi.​org/​10.​5465/​30040​662

*Si, S., & Wei, F. (2012). Transformational and transactional leader-
ships, empowerment climate, and innovation performance: A 
multilevel analysis in the Chinese context. European Journal of 
Work and Organizational Psychology, 21(2), 299-320.https://​doi.​
org/​10.​1080/​13594​32X.​2011.​570445

*Singer, M. S., & Singer, A. E. (1986). Relation between transforma-
tional vs transactional leadership preference and subordinates’ 
personality: An exploratory study. Perceptual and Motor Skills, 
62(3), 775-780.https://​doi.​org/​10.​2466/​pms.​1986.​62.3.​775

Smith, C.P. (1992). Motivation and personality: Handbook of thematic 
content analysis. Cambridge University.

*Sosik, J. J., & Cameron, J. C. (2010). Character and authentic trans-
formational leadership behavior: Expanding the ascetic self 
toward others. Consulting Psychology Journal: Practice and 
Research, 62(4), 251-269.https://​doi.​org/​10.​1037/​a0022​104

*Sosik, J. J., Godshalk, V. M., & Yammarino, F. J. (2004). Transfor-
mational leadership, learning goal orientation, and expectations 
for career success in mentor-protégé relationships: A multiple 
levels of analysis perspective. The Leadership Quarterly, 15(2), 
241-261.https://​doi.​org/​10.​1016/j.​leaqua.​2004.​02.​003

*Sosik, J. J., Zhu, W., & Blair, A. L. (2011). Felt authenticity and 
demonstrating transformational leadership in faith communities. 
Journal of Behavioral and Applied Management, 12(3), 179-199.

Spangler, W. D. (1992). Validity of questionnaire and TAT measures 
of need for achievement: Two meta-analyses. PSychological 
Bulletin, 112(1), 140–154. https://​doi.​org/​10.​1037/​0033-​2909.​
112.1.​140

*Spreitzer, G. M., Perttula, K., & Xin, K. (2005). Traditionality mat-
ters: An examination of the effectiveness of transformational 
leadership in the United States and Taiwan. Journal of Organiza-
tional Behavior, 26(3), 205-227.https://​doi.​org/​10.​1002/​job.​315

Stam, D., van Knippenberg, D., & Wisse, B. (2010). Focusing on 
followers: The role of regulatory focus and possible selves in 
visionary leadership. The Leadership Quarterly, 21(3), 457–468. 
https://​doi.​org/​10.​1016/j.​leaqua.​2010.​03.​009

Steinmann, B., Dörr, S. L., Schultheiss, O. C., & Maier, G. W. (2015). 
Implicit motives and leadership performance revisited: What 
constitutes the leadership motive pattern? Motivation and Emo-
tion, 39(2), 167–174. https://​doi.​org/​10.​1007/​s11031-​014-​9458-6

van Knippenberg, D., & Sitkin, S. B. (2013). A critical assessment 
of charismatic-transformational leadership research: Back to the 
drawing board? The Academy of Management Annals, 7(1), 1–60. 
https://​doi.​org/​10.​1080/​19416​520.​2013.​759433

*Vandenberghe, C., Stordeur, S., & D'hoore, W. (2002). Transactional 
and transformational leadership in nursing: Structural validity 
and substantive relationships. European Journal of Psychologi-
cal Assessment, 18(1), 16-29.https://​doi.​org/​10.​1027//​1015-​5759.​
18.1.​16

*Vinkenburg, C. J., van Engen, M. L., Eagly, A. H., & Johannesen-
Schmidt, M. C. (2011). An exploration of stereotypical beliefs 
about leadership styles: Is transformational leadership a route 
to women's promotion? The Leadership Quarterly, 22(1), 
10-21.https://​doi.​org/​10.​1016/j.​leaqua.​2010.​12.​003

*Waldman, D. A., Siegel, D. S., & Javidan, M. (2006). Components of 
CEO transformational leadership and corporate social responsi-
bility. Journal of Management Studies, 43(8), 1703-1725.

*Walumbwa, F. O., & Hartnell, C. A. (2011). Understanding trans-
formational leadership–employee performance links: The role 
of relational identification and self-efficacy. Journal of Occupa-
tional and Organizational Psychology, 84(1), 153-172.https://​
doi.​org/​10.​1348/​09631​7910X​485818

*Wang, G., Oh, I., Courtright, S. H., & Colbert, A. E. (2011). 
Transformational leadership and performance across criteria 
and levels: A meta-analytic review of 25 years of research. 
Group and Organization Management, 36(2), 223–270. 
10.1177%2F1059601111401017

Wang, J., Cheng, G. H. L., Chen, T., & Leung, K. (2019). Team crea-
tivity/innovation in culturally diverse teams: A meta-analysis. 
Journal of Organizational Behavior, 40(6), 693–708. https://​doi.​
org/​10.​1002/​job.​2362

*Wang, X., & Howell, J. M. (2012). A multilevel study of transfor-
mational leadership, identification, and follower outcomes. The 
Leadership Quarterly, 23(5), 775–790.https://​doi.​org/​10.​1016/j.​
leaqua.​2012.​02.​001

*Wang, P., & Zhu, W. (2011). Mediating role of creative identity in the 
influence of transformational leadership on creativity: Is there 
a multilevel effect? Journal of Leadership and Organizational 
Studies, 18(1), 25–39. 10.1177%2F1548051810368549

Winter, D. G. (1987). Leader appeal, leader performance, and the 
motive profiles of leaders and followers: A study of American 
presidents and elections. Journal of Personality and Social Psy-
chology, 54(1), 510–519. https://​doi.​org/​10.​1037/​0022-​3514.​
52.1.​196

Winter, D. G. (1994). Manual for scoring motive imagery in running 
text. Unpublished manuscript, Department of Psychology, Uni-
versity of Michigan, Ann Arbor, MI.

*Wofford, J. C., Whittington, J., & Goodwin, V. L. (2001). Follower 
motive patterns as situational moderators for transformational 
leadership effectiveness. Journal of Managerial Issues, 13(2), 
196–211.

*Wylie, D. A., & Gallagher, H. L. (2009). Transformational leadership 
behaviors in allied health professions. Journal of Allied Health, 
38(2), 65–73.

Yukl, G. (2006). Leadership in organizations. Upper Saddle River, NJ. 
Pearson Prentice Hall.

Zaccaro, S. J., Green, J. P., Dubrow, S., & Kolze, M. (2018). Leader 
individual differences, situational parameters, and leadership 
outcomes: A comprehensive review and integration. THe Lead-
ership Quarterly, 29(1), 2–43. https://​doi.​org/​10.​1016/j.​leaqua.​
2017.​10.​003

*Zacharatos, A., Barling, J., & Kelloway, E. (2000). Development 
and effects of transformational leadership in adolescents. The 
Leadership Quarterly, 11(2), 211–226.https://​doi.​org/​10.​1016/​
S1048-​9843(00)​00041-2

*Zhu, W., Avolio, B. J., Riggio, R. E., & Sosik, J. J. (2011). The effect 
of authentic transformational leadership on follower and group 
ethics. The Leadership Quarterly, 22(5), 801–817.https://​doi.​org/​
10.​1016/j.​leaqua.​2011.​07.​004

*Zopiatis, A., & Constanti, P. (2012). Extraversion, openness and con-
scientiousness: The route to transformational leadership in the 
hotel industry. Leadership and Organization Development Jour-
nal, 33(1), 86–104.https://​doi.​org/​10.​1108/​01437​73121​11931​33

Publisher's Note  Springer Nature remains neutral with regard to 
jurisdictional claims in published maps and institutional affiliations.

https://doi.org/10.1016/j.jrp.2007.12.009
https://doi.org/10.1016/1048-9843(91)90024-V
https://doi.org/10.1287/orsc.4.4.577
https://doi.org/10.1287/orsc.4.4.577
https://doi.org/10.5465/30040662
https://doi.org/10.1080/1359432X.2011.570445
https://doi.org/10.1080/1359432X.2011.570445
https://doi.org/10.2466/pms.1986.62.3.775
https://doi.org/10.1037/a0022104
https://doi.org/10.1016/j.leaqua.2004.02.003
https://doi.org/10.1037/0033-2909.112.1.140
https://doi.org/10.1037/0033-2909.112.1.140
https://doi.org/10.1002/job.315
https://doi.org/10.1016/j.leaqua.2010.03.009
https://doi.org/10.1007/s11031-014-9458-6
https://doi.org/10.1080/19416520.2013.759433
https://doi.org/10.1027//1015-5759.18.1.16
https://doi.org/10.1027//1015-5759.18.1.16
https://doi.org/10.1016/j.leaqua.2010.12.003
https://doi.org/10.1348/096317910X485818
https://doi.org/10.1348/096317910X485818
https://doi.org/10.1002/job.2362
https://doi.org/10.1002/job.2362
https://doi.org/10.1016/j.leaqua.2012.02.001
https://doi.org/10.1016/j.leaqua.2012.02.001
https://doi.org/10.1037/0022-3514.52.1.196
https://doi.org/10.1037/0022-3514.52.1.196
https://doi.org/10.1016/j.leaqua.2017.10.003
https://doi.org/10.1016/j.leaqua.2017.10.003
https://doi.org/10.1016/S1048-9843(00)00041-2
https://doi.org/10.1016/S1048-9843(00)00041-2
https://doi.org/10.1016/j.leaqua.2011.07.004
https://doi.org/10.1016/j.leaqua.2011.07.004
https://doi.org/10.1108/01437731211193133

	Followers’ Motives as Moderators of the Effects of Transformational Leadership Behaviors on Follower Outcomes and Leaders’ Influence
	Abstract
	Introduction
	Theoretical Background and Hypotheses
	Conceptual Relationships Between TLBs and Motives
	Followers’ Motives and Preferences for TLBs
	Followers’ Motives as Moderators of the Effects of TLBs

	Study 1
	Method
	Literature Search
	Content Analysis
	Analyses

	Results
	Descriptive Statistics
	Hypothesis Testing

	Discussion

	Study 2
	Method
	Sample and Procedure
	Measures
	Analyses

	Results
	Descriptive Analyses
	Hypothesis Testing

	Discussion

	Study 3
	Method
	Sample and Procedure
	TLB Manipulation and Manipulation Check
	Measures
	Analyses

	Results
	Manipulation Check
	Hypothesis Testing

	Discussion

	General Discussion
	Main Findings
	Theoretical Contributions
	Practical Significance
	Limitations and Implications for Future Research

	Conclusion
	Appendix. Descriptions of transformational leadership dimensions used in study 2
	References


