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Abstract: Bureaucratic reform is a strategic agenda of the Indonesian government aimed at establishing effective, 

efficient, transparent, accountable, and public service-oriented governance. Its implementation is influenced not only 

by formal policies and organizational systems but also by leadership capacity to mobilize employees and manage 

organizational change. This study examines how transformational leadership may support bureaucratic reform 

within the Ministry of Religious Affairs through a Systematic Literature Review (SLR) guided by PRISMA 2020. 

Literature was searched in Scopus, Google Scholar, ProQuest, and ScienceDirect for studies published from 2010 to 

2025 and synthesized thematically. Ten studies met the stated inclusion criteria. The reviewed evidence comprised 

one study directly examining the Ministry of Religious Affairs and nine studies addressing broader public-sector, 

government, or local-government contexts. Across these studies, transformational leadership was associated with 

shared vision, employee motivation and commitment, innovation, organizational learning, public-service orientation, 

and organizational resilience. The four dimensions of idealized influence, inspirational motivation, intellectual 

stimulation, and individualized consideration provide a useful framework for understanding these mechanisms. 

However, the evidence also indicates that leadership does not operate independently of organizational culture, 

employee competencies, resources, digital infrastructure, communication, and institutional arrangements. Resistance 

to change and weak organizational support may constrain reform outcomes. The findings therefore suggest that 

transformational leadership is a relevant organizational mechanism for bureaucratic reform, while conclusions 

specific to the Ministry of Religious Affairs should be interpreted cautiously because most reviewed evidence comes 

from the broader public sector. Future empirical research should directly test these relationships across Ministry 

units. 
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Introduction 

Leadership is a organizational capability that determines how institutions interpret environmental 

change, mobilize human resources, and translate strategic objectives into organizational action. In 

contemporary public-sector organizations, this capability has become important because government 

institutions operate under continuous pressure to improve efficiency, transparency, accountability, 

responsiveness, and service quality. Public organizations must simultaneously comply with respond to 

changing social expectations, technological developments, and complex stakeholder demands. Leadership 

therefore extends beyond administrative functions such as planning, organizing, directing, and controlling. 

It also involves establishing a shared vision, developing employee commitment, stimulating innovation, 

communicating organizational priorities, and facilitating adaptation. Hersey and Blanchard (1990) 

emphasize that leadership is closely connected with the effective utilization of human resources to achieve 

organizational objectives. In the public sector, the quality of leadership is particularly consequential because 

organizational performance is ultimately connected with governance quality and the capacity of institutions 

to provide services that meet citizens' needs. 
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Bureaucratic reform represents a mechanism through which governments seek to improve public 

administration. In Indonesia, bureaucratic reform has been developed as a long-term agenda intended to 

create government institutions that are more effective, efficient, transparent, accountable, professional, and 

oriented toward public service. However, bureaucratic reform cannot be understood simply as a process of 

changing regulations, structures, or administrative procedures. Sustainable reform requires changes in 

organizational behavior, work culture, human resource capabilities, leadership practices, and institutional 

values. Reform initiatives may fail to produce organizational change when formal policies are not 

accompanied by employee understanding, managerial commitment, adequate resources, and supportive 

organizational cultures. Leadership consequently becomes an important organizational mechanism for 

translating reform policies into everyday practices and behavioral change. 

The relationship between leadership and bureaucratic reform is especially important because 

organizational change in public institutions frequently encounters resistance. Employees may perceive 

changes in procedures, technology, performance standards, reporting systems, or organizational structures 

as disruptions to established routines. Leaders are therefore required to explain why change is necessary, 

communicate expected outcomes, provide direction, and create opportunities for employees to participate 

in problem solving. Transformational leadership is relevant to this process because it emphasizes the 

development of a shared vision, inspirational motivation, intellectual stimulation, and individualized 

consideration. Rather than relying solely on formal authority, transformational leaders seek to influence 

employees by connecting organizational objectives with meaningful values and encouraging employees to 

contribute to organizational improvement. 

The importance of transformational leadership in public administration is supported by recent 

literature, although the evidence also indicates that its effects depend on context. Bao et al. (2025), in a 

meta-analytic review of transformational leadership research in public administration, identify substantial 

research interest in the relationship between transformational leadership and public-sector outcomes while 

noting questions about its applicability across different public contexts. This contextual issue is important 

for the present study because public organizations differ in administrative structures, organizational 

cultures, resources, regulatory environments, and institutional capacities. Consequently, transformational 

leadership should not be treated as a universally sufficient explanation for bureaucratic reform. Its 

contribution must be examined together with the organizational and institutional conditions that may 

strengthen or constrain leadership effects. 

Empirical studies illustrate several mechanisms through which transformational leadership may 

contribute to public-sector performance and organizational change. Chau et al. (2022), examining public 

service organizations in a developing-country context, reported a positive relationship between 

transformational leadership and organizational performance and identified cultural orientations as an 

important intervening context. Their findings suggest that leadership operates partly through organizational 

culture and managerial practices rather than independently of them. Hoai et al. (2022) similarly examined 

public-sector organizations in Vietnam and found that transformational leadership was relevant to the 

relationship between innovation and organizational performance. This evidence is significant for 

bureaucratic reform because contemporary reform agendas increasingly require digitalization, innovation, 

process improvement, and organizational adaptability. 

Baafi et al. (2021) found that transformational leadership contributes to innovative work behavior 

among public-sector employees, while resource supply plays a mediating role. This finding highlights an 

important condition for bureaucratic reform: leadership may stimulate employees to generate new ideas, 
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but the implementation of those ideas depends on organizational resources and institutional support. 

Without sufficient resources, appropriate systems, communication mechanisms, and performance 

expectations, transformational leadership may generate aspirations for change without producing 

sustainable organizational innovation. Bureaucratic reform should therefore be viewed as an interaction 

between leadership behavior and organizational capacity. 

Communication also has an important role in the relationship between transformational leadership 

and employee outcomes. Rajesh et al. (2023) examined interpersonal communication satisfaction with 

leaders in relation to transformational leadership and employee outcomes in public service. Their findings 

indicate that the quality of communication between leaders and employees can influence how leadership is 

experienced within organizations. This is particularly relevant to bureaucratic reform because reform 

processes often generate uncertainty. Clear and consistent communication can reduce ambiguity, facilitate 

employee understanding, and create opportunities for feedback. Transformational leadership should 

therefore be considered not only in terms of leader characteristics but also in terms of communication 

processes through which reform objectives are interpreted by employees. 

The public-service dimension of transformational leadership is also evident in research concerning 

government responses to crisis and institutional uncertainty. Yang et al. (2023) examined transformational 

leadership in government during the COVID-19 pandemic and reported relationships involving leadership 

behavior, public trust, and posttraumatic growth. Their findings demonstrate that transformational 

leadership may have implications beyond internal organizational performance. In public administration, 

leadership also affects how institutions communicate with citizens and respond to public expectations. 

Inspirational communication, attention to citizens' needs, and institutional responsiveness can influence 

how public-sector organizations are perceived during periods of disruption. These dimensions are relevant 

to bureaucratic reform because improved governance ultimately seeks to strengthen the quality and 

legitimacy of public services. 

There is direct evidence within the reviewed literature concerning the Ministry of Religious Affairs. 

Maswanto et al. (2024) examined organizational culture and transformational leadership in relation to 

worker performance at the Lebak Regency Ministry of Religious Affairs Office, with job satisfaction as an 

intervening variable. This study is important because it provides institution-specific evidence rather than 

evidence derived solely from general public-sector settings. At the same time, one Ministry-specific study 

cannot by itself establish that the relationships identified across the literature apply uniformly to all units 

of the Ministry. The distinction between direct and indirect evidence is therefore essential to the 

interpretation of the present review. 

Most of the remaining studies included in this review examine transformational leadership in other 

public-sector contexts. Hanafi et al. (2022), for example, focus on the Directorate General of Customs and 

Excise in Indonesia, while Baafi et al. (2021) investigate Ghanaian metropolitan assemblies. Other studies 

examine public organizations in Vietnam, Korea, Thailand, Saudi Arabia, and broader government settings. 

Such evidence can provide useful conceptual and comparative insights into mechanisms associated with 

transformational leadership, but contextual differences should be recognized. Administrative systems, 

organizational cultures, institutional resources, and regulatory arrangements differ across countries and 

agencies. Therefore, evidence from other public organizations should be treated as supporting evidence for 

conceptual interpretation rather than as direct evidence of conditions within the Ministry of Religious 

Affairs. 
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The fragmented nature of the literature creates a need for systematic synthesis. Existing studies 

examine different outcomes, including employee performance, affective commitment, innovative work 

behavior, organizational performance, transparency, public trust, and public service quality. Some studies 

focus on specific leadership dimensions, whereas others investigate broader organizational mechanisms 

such as culture, change management, public service motivation, or digital transformation. Without 

systematic integration, it is difficult to determine which mechanisms recur across studies, which findings 

are context dependent, and where important research gaps remain. A systematic literature review can 

organize these findings into a coherent analytical framework and clarify the strength and limitations of the 

available evidence. 

The use of a Systematic Literature Review (SLR) is therefore appropriate for this study. Snyder (2019) 

explains that literature review can function as a research methodology for systematically identifying, 

evaluating, and synthesizing existing knowledge. The Preferred Reporting Items for Systematic Reviews 

and Meta-Analyses (PRISMA) 2020 framework provides a transparent structure for reporting the 

identification, screening, eligibility, and inclusion of studies (Page et al., 2021). Applying this framework 

allows the present study to make the review process more explicit and to distinguish the evidence directly 

related to the Ministry of Religious Affairs from evidence generated in broader public-sector settings. 

Accordingly, this study aims to systematically synthesize existing research concerning 

transformational leadership and bureaucratic reform, identify the principal leadership mechanisms 

associated with organizational change, examine supporting and inhibiting conditions, and formulate a future 

research agenda. The review is expected to contribute theoretically by integrating evidence concerning 

transformational leadership, organizational culture, employee motivation, innovation, and public-service 

outcomes. Practically, it may provide a basis for strengthening leadership capacity, employee development, 

communication, organizational learning, digital transformation, and accountability within public 

organizations. For the Ministry of Religious Affairs specifically, the review can identify issues that warrant 

direct empirical investigation across different organizational units. 

The contribution of this study should be interpreted within the boundaries of the available evidence. 

Because only one of the ten included studies directly examines a Ministry of Religious Affairs office, 

findings from broader public-sector research should be treated as comparative evidence requiring future 

Ministry-specific testing. 

 

Method 

This study employed a Systematic Literature Review (SLR) to identify, evaluate, and synthesize 

research concerning transformational leadership and bureaucratic reform in public-sector organizations, 

with particular attention to the Ministry of Religious Affairs. The review followed the Preferred Reporting 

Items for Systematic Reviews and Meta-Analyses (PRISMA) 2020 framework to improve transparency 

and methodological rigor (Page et al., 2021). The SLR approach was because it enables findings from 

studies to be organized interpreted through common themes across the literature (Snyder, 2019). 

The literature search was conducted in Scopus, Google Scholar, ProQuest, and ScienceDirect during 

January–February 2026. Publications from 2010–2025 were considered using combinations of the terms 

“transformational leadership” OR “kepemimpinan transformasional,” “bureaucratic reform” OR “reformasi 

birokrasi,” and “Ministry of Religious Affairs” OR “Kementerian Agama” OR “public sector” OR 

“government organization.” Boolean operators were applied to titles, abstracts, and keywords. Supporting 
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government documents and scholarly books were considered where they were relevant to the conceptual 

interpretation. 

Studies were included when they were peer-reviewed, published in Indonesian or English between 

2010 and 2025, available in full text, and relevant to transformational leadership, bureaucratic reform, 

public-sector organizations, or the Ministry of Religious Affairs. Duplicate records, inaccessible full texts, 

and studies with insufficient relevance or methodological quality were excluded. Data were extracted on 

authorship, year, context, objectives, design, theoretical framework, leadership dimensions, findings, and 

implications. The final synthesis contained ten eligible studies. 

The studies were analyzed using thematic synthesis based on Thomas and Harden (2008), involving 

initial coding, grouping related findings, and development of higher-order themes. Methodological quality 

was considered through the clarity of objectives, research design, data sources, analytical procedures, and 

consistency between findings and conclusions. Because available review record did not preserve complete 

numerical information for every PRISMA stage, intermediate identification and screening totals were not 

reconstructed or fabricated for the present thematic analysis. 

 

Results and Discussion  

The synthesis of the ten eligible studies indicates that transformational leadership is consistently 

discussed as an organizational mechanism associated with employee, organizational, and public-service 

outcomes. The evidence, however, is heterogeneous in terms of institutional context, research design, 

geographical setting, and outcome variables. Most studies examine public-sector organizations broadly 

rather than the Ministry of Religious Affairs specifically. Only Maswanto et al. (2024) provides direct 

evidence from a Ministry of Religious Affairs office in Indonesia. The remaining studies provide 

comparative or supporting evidence from other public organizations. This distinction is important because 

the findings demonstrate recurring mechanisms that are relevant to bureaucratic reform, but they do not 

justify assuming that relationships observed in other institutions automatically apply to every unit of the 

Ministry. 

Figure 1 presents the PRISMA 2020-oriented selection framework used to organize the review. The 

final verified synthesis contains ten studies. Because the original review record did not preserve complete 

numerical data for every identification, duplicate-removal, screening, and eligibility stage, the intermediate 

values are not presented as reconstructed facts. This approach is methodologically preferable to introducing 

unsupported numbers. The figure therefore emphasizes the documented final inclusion stage and the 

transparent logic of the review process. The evidence base was subsequently examined through thematic 

synthesis to identify recurring mechanisms, organizational conditions, and implications for bureaucratic 

reform. 
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Figure 1. PRISMA 2020 flow diagram of the literature selection process. 

 

The diagram reports only the final verifiable inclusion count because the original review record did 

not preserve complete numerical data for the identification, duplicate-removal, screening, and eligibility 

stages. 

Table 1. Characteristics of the ten studies included in the final synthesis. 

Study Context represented 
Main contribution to the 

synthesis 

Maswanto et al. (2024) 
Ministry of Religious Affairs, 

Lebak Regency, Indonesia 

Direct Ministry-specific 

evidence involving 

transformational leadership, 

organizational culture, worker 

performance, and job 

satisfaction. 

Baafi et al. (2021) 
Ghanaian metropolitan 

assemblies 

Links transformational 

leadership with innovative work 

behavior and highlights resource 

supply as an important 

mechanism. 
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Study Context represented 
Main contribution to the 

synthesis 

Chau et al. (2022) 
Public service organizations in a 

developing-country context 

Reports a positive relationship 

between transformational 

leadership and organizational 

performance, with results-

oriented culture as a mediator. 

Choi & Cho (2025) Korean public service sector 

Examines transformational 

leadership, innovative behavior, 

change management, and public 

service motivation. 

Hanafi et al. (2022) 
Directorate General of Customs 

and Excise, Indonesia 

Relates transformational 

leadership and affective 

commitment through public 

service motivation. 

Hoai et al. (2022) 
Public-sector organizations in 

Vietnam 

Shows the relevance of 

transformational leadership to 

the relationship between 

innovation and organizational 

performance. 

Rajesh et al. (2023) Public service employees 

Highlights interpersonal 

communication satisfaction with 

leaders in relationships 

involving transformational 

leadership and employee 

outcomes. 

Saad Alessa (2021) 
Public universities in Saudi 

Arabia 

Synthesizes the four 

transformational-leadership 

dimensions and their 

organizational effects. 

Yang et al. (2023) 
Government during the COVID-

19 pandemic 

Connects transformational 

leadership with citizens' positive 

responses, public trust, and 

resilience-related outcomes. 

Zumitzavan et al. (2025) 
Local government organizations 

in Thailand 

Links transformational 

leadership with innovation, 

transparency, and organizational 

success. 

 

The table reflects the ten studies identified in the manuscript’s final synthesis. Nine studies address 

broader public-sector contexts, while one study directly examines a Ministry of Religious Affairs office. 

Table 1 summarizes the characteristics and principal contributions of the ten studies included in the 

synthesis. The table shows considerable contextual diversity. Maswanto et al. (2024) examines the Ministry 
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of Religious Affairs in Lebak Regency and therefore provides the most direct institutional evidence. Hanafi 

et al. (2022) examines the Directorate General of Customs and Excise in Indonesia, while other studies 

investigate public-sector organizations in Ghana, Vietnam, Korea, Saudi Arabia, Thailand, and broader 

government contexts. This diversity strengthens comparative understanding of transformational leadership, 

but it also requires careful interpretation because institutional arrangements and administrative cultures 

vary considerably. 

The first major theme emerging from the synthesis is the role of transformational leadership in 

establishing and communicating a shared organizational vision. Bureaucratic reform requires employees to 

understand why organizational structures, procedures, technologies, and performance standards need to 

change. Transformational leadership provides a mechanism through which reform objectives can be 

translated into a meaningful organizational direction. Inspirational motivation is particularly relevant 

because formal reform policies may remain procedural unless leaders communicate their purpose and 

connect them with broader organizational values. In this sense, transformational leadership can help 

transform reform from a compliance-oriented agenda into a shared organizational project. 

The second major theme concerns employee motivation, commitment, and participation. 

Bureaucratic reform frequently changes established routines and may therefore generate uncertainty or 

resistance. Transformational leadership can address this challenge by providing intellectual stimulation, 

recognizing employee contributions, and connecting individual roles with public-service objectives. Hanafi 

et al. (2022) found a relationship between transformational leadership and affective commitment through 

public service motivation. The implication is that leadership may strengthen employees' psychological 

attachment to the organization when reform is understood in terms of meaningful public-service goals rather 

than merely new administrative requirements. 

Rajesh et al. (2023) adds an important communication dimension to this mechanism. Their study of 

public service leadership highlights interpersonal communication satisfaction with leaders in relation to 

transformational leadership and employee outcomes. For bureaucratic reform, this suggests that employees' 

experiences of communication may influence their willingness to engage with organizational change. 

Reform processes require opportunities for explanation, feedback, clarification, and problem solving. 

Leaders who communicate reform objectives but do not create channels for employee participation may 

have limited ability to address concerns arising during implementation. Thus, transformational leadership 

is more appropriately understood as an interactive process than as one-way communication from leaders to 

subordinates. 

The third theme is innovation and organizational learning. Traditional bureaucratic structures are 

designed to provide consistency, procedural control, and accountability. These characteristics are important 

in public administration, but excessive rigidity can make organizations slow to respond to technological 

and social changes. Transformational leadership may support organizational learning by encouraging 

employees to question ineffective procedures and consider alternative approaches. Hoai et al. (2022) found 

that transformational leadership was relevant to the relationship between innovation and organizational 

performance in public-sector organizations. This finding is significant because contemporary bureaucratic 

reform increasingly requires process innovation, digital transformation, data-informed decision making, 

and service redesign. 

Baafi et al. (2021) provides further evidence concerning innovative work behavior and shows the 

importance of resource availability. The implication is that transformational leadership should not be 

interpreted as a substitute for organizational capacity. Leaders may encourage creativity, but employees 
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require access to information, technology, time, training, and institutional support to convert ideas into 

operational improvements. For the Ministry of Religious Affairs, this means that leadership development 

should be accompanied by investments in employee competencies, digital systems, coordination 

mechanisms, and organizational resources. Otherwise, the gap between reform aspirations and 

implementation capacity may remain substantial. 

The fourth theme is organizational performance and results-oriented culture. Chau et al. (2022), 

examining public service organizations in a developing-country context, reported a positive relationship 

between transformational leadership and organizational performance and highlighted the role of cultural 

orientations. This finding suggests that leadership effects are partly embedded within organizational culture. 

A transformational leader operating within a culture that rewards learning, accountability, and results may 

have greater opportunities to translate leadership behavior into organizational performance than a leader 

working within a rigid culture that discourages initiative. 

A fifth theme concerns public-service orientation, transparency, and organizational resilience. Yang 

et al. (2023) examined transformational leadership in government during the COVID-19 pandemic and 

connected leadership behavior with public trust and positive responses. Their findings illustrate that public-

sector leadership has consequences beyond internal employee management. Government institutions must 

also communicate with citizens, respond to uncertainty, and maintain confidence in public services. From 

a bureaucratic reform perspective, leadership should therefore be connected to the external service 

environment as well as internal organizational processes. 

Zumitzavan et al. (2025) provide additional evidence concerning local government organizations in 

Thailand by examining relationships among transformational leadership, organizational innovation, 

transparency, and organizational success. These findings reinforce the argument that transformational 

leadership may support broader institutional outcomes when combined with innovation and transparency. 

The relevance to the Ministry of Religious Affairs lies in the common requirement for public institutions to 

improve service delivery and accountability. However, the Thailand evidence remains contextual evidence 

from another national administrative system and should not be treated as direct empirical evidence for the 

Indonesian Ministry. 

The sixth theme is the role of change management and public service motivation in connecting 

leadership with innovation. Choi and Cho (2025) examined transformational leadership and innovative 

behavior in the Korean public service sector, highlighting the relevance of change management and public 

service motivation. Pham et al. (2024) similarly examined pathways involving public service motivation, 

transformational leadership, person-organization fit, innovative work behavior, and job performance in 

Vietnam's public sector. Together, these studies indicate that transformational leadership interacts with 

employee attitudes and organizational change processes. This is important for bureaucratic reform because 

employees' willingness to innovate may depend on whether organizational change is perceived as 

legitimate, meaningful, and compatible with public-service values. 

The seventh theme is the four-dimensional structure of transformational leadership itself. Saad Alessa 

(2021), through a systematic review of transformational leadership in public universities in Saudi Arabia, 

identifies idealized influence, inspirational motivation, intellectual stimulation, and individualized 

consideration as central dimensions. These dimensions provide a useful analytical framework for 

interpreting the ten studies. Idealized influence relates to credibility and ethical modeling; inspirational 

motivation concerns shared vision; intellectual stimulation relates to innovation and problem solving; and 
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individualized consideration relates to employee development. In bureaucratic reform, these dimensions 

can be connected to integrity, strategic direction, innovation, and human resource development. 

The direct Ministry of Religious Affairs evidence requires particular attention. Maswanto et al. (2024) 

examined organizational culture and transformational leadership in relation to worker performance at the 

Lebak Regency Ministry of Religious Affairs Office, with job satisfaction as an intervening variable. This 

study provides an important institutional anchor for the present review because it demonstrates that 

transformational leadership has been examined within the Ministry rather than only in unrelated public 

organizations. It also highlights the connection among leadership, organizational culture, employee 

attitudes, and performance. Nevertheless, the study concerns one Ministry office, and therefore its findings 

cannot by themselves represent all organizational units, administrative levels, or service functions of the 

Ministry. 

Another important finding is that bureaucratic reform involves multiple levels of organizational 

change. At the individual level, transformational leadership may influence motivation, commitment, 

communication, learning, and innovative behavior. At the organizational level, it may influence culture, 

coordination, innovation, performance management, and service processes. At the institutional level, 

leadership may contribute to accountability, transparency, and adaptation to regulatory or technological 

change. The reviewed studies collectively support this multilevel interpretation, although no single study 

captures all three levels simultaneously. 

The synthesis therefore suggests a conceptual pathway in which transformational leadership 

contributes to bureaucratic reform through several interconnected mechanisms. Leaders communicate a 

shared vision; the vision influences employee motivation and commitment; motivated employees are more 

capable of participating in innovation and organizational learning; innovation and learning can improve 

organizational processes; and improved processes can contribute to service quality, transparency, 

accountability, and organizational performance. These relationships are conditioned by organizational 

culture, resources, digital capability, employee competence, communication systems, and institutional 

support. The pathway should be understood as a conceptual synthesis of the literature rather than as a causal 

model empirically tested by the present review. 

The findings also identify several barriers to successful implementation. Resistance to change may 

emerge when employees perceive reform as a threat to established routines. Limited competencies may 

reduce employees' ability to adopt new technologies or processes. Weak organizational cultures may 

discourage initiative and learning. Inadequate resources can prevent innovative ideas from being 

implemented. Poor communication can create uncertainty and reduce employee participation. Weak 

coordination can produce fragmented implementation across organizational units. These constraints 

indicate that strengthening transformational leadership without addressing institutional conditions may 

produce limited or uneven results. 

For the Ministry of Religious Affairs, the practical implication is an integrated approach to leadership 

and bureaucratic reform. Leadership development should be connected with competency development, 

organizational culture strengthening, digital transformation, communication systems, performance 

management, and accountability mechanisms. Leaders need not only to communicate reform goals but also 

to create conditions in which employees can develop the skills and resources necessary to implement those 

goals. Similarly, organizational reform should provide feedback mechanisms through which employees and 

service users can communicate implementation problems and propose improvements. 
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The review also identifies a significant research gap concerning direct empirical evidence. Only one 

of the ten included studies focuses specifically on a Ministry of Religious Affairs office. Future studies 

should therefore examine different Ministry units and organizational levels using primary data. Quantitative 

research could test relationships among transformational leadership, organizational culture, employee 

competence, public service motivation, digital transformation, and bureaucratic-reform outcomes. 

Qualitative research could examine how leaders and employees experience reform implementation, 

including resistance, communication, learning, and adaptation. Mixed-methods research could integrate 

these perspectives and provide a more comprehensive explanation of how leadership operates in different 

Ministry contexts. 

Digital transformation represents another promising research direction. Contemporary bureaucratic 

reform increasingly involves electronic government systems, digital service delivery, data management, 

and technology-enabled coordination. Leadership may influence whether employees accept and effectively 

use these systems. Future research could therefore examine the interaction between transformational 

leadership and digital capability, particularly whether digital competence and organizational agility 

strengthen the relationship between leadership and reform outcomes. This direction is consistent with 

emerging evidence concerning leadership, digital transformation, and agility in public-sector organizations. 

Overall, the synthesis demonstrates that transformational leadership is repeatedly associated with 

mechanisms that are relevant to bureaucratic reform, including shared vision, motivation, commitment, 

communication, innovation, organizational learning, public-service orientation, transparency, and 

resilience. At the same time, the evidence shows that leadership effects are embedded within broader 

organizational and institutional conditions. The strongest interpretation is therefore not that 

transformational leadership independently determines bureaucratic reform outcomes, but that it can 

function as one strategic mechanism through which reform policies are translated into organizational 

behavior and institutional practice. For the Ministry of Religious Affairs, this conclusion provides a basis 

for targeted empirical research and integrated leadership-development strategies while maintaining 

appropriate caution about the limited amount of Ministry-specific evidence. 

 

Conclusion  

This systematic literature review synthesized ten studies concerning transformational leadership and 

bureaucratic reform in public-sector organizations, with particular attention to the Ministry of Religious 

Affairs. The findings indicate recurring relationships between transformational leadership and shared 

organizational vision, employee motivation and commitment, communication, innovation, organizational 

learning, public-service orientation, transparency, resilience, and organizational performance. These 

mechanisms suggest that transformational leadership can support bureaucratic reform by helping translate 

formal reform objectives into employee behavior and organizational practices. 

However, the evidence must be interpreted within its contextual limits. Only one of the ten reviewed 

studies directly examined a Ministry of Religious Affairs office, while the remaining studies addressed 

broader public-sector contexts. Therefore, findings from other institutions and countries provide supporting 

evidence for conceptual interpretation but cannot be assumed to represent all Ministry units. The review 

also indicates that leadership effectiveness depends on organizational culture, employee competence, 

resources, digital capability, communication, and institutional support. Future research should directly 

examine different Ministry units using quantitative, qualitative, and mixed-methods designs, including 
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longitudinal studies of leadership, digital transformation, organizational culture, and bureaucratic-reform 

outcomes.  

Such research would strengthen causal understanding, reduce contextual uncertainty, and provide 

evidence for leadership-development strategies that are aligned with the Ministry's diverse administrative 

and public-service functions. 
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