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Learning Outcomes

At the end of this CSI workshop, you should have gained 

knowledge and practices on:

I. Transactional and Transformational Leadership Styles

II. Why Transactional and Transformational Leadership is 

Insufficient

III. What is High Performing Leadership and its Potential for the 

Philippine Civil Service



OVERVIEW - LEARNING FOCUS

What are “Transactional and Transformational” Leadership Styles? 

What leads to more high performing organizations?

Who is responsible for its creation and monitoring? 

There is epidemiological data collection to determine how much of a problem exists 
with any one issue, and there are departments within the Government, Private 
Sector, and Nonprofits to include other members of society who are responsible for 
developing, overseeing, and carrying out policy.

The idea here is for you to revisit or grasp a general understanding of different 
leadership styles and how and why different organizations perform at varying 
degrees of success.



HIGH PERFORMING ORGANIZATIONS

High performing organizations are groups of employees who 

produce desired goods or services at higher quality with the 

same or fewer resources.  Their productivity and quality 

improve continuously, from day to day, week to week, and 

year to year, leading to the achievement of their mission. 

[Mark G. Popovich]

“Efficiency, Effectiveness and Equity” 



Organizational Behavior (Classics)

INTERPERSONAL AND GROUP BEHAVIOR

Transactional Analysis, Eric Berne (Games People Play: The 

Psychology of Human Relationships, New York, Grove Press, 

1964, Chapter 2, pp 29 -34)

“The unit of social intercourse is called a transaction. If two or 

more people encounter each other in a social aggregation, 

sooner or later one of them will speak or give some indication 

of acknowledging the presence of the others…”  



Transactional Leadership

Definition:

It is an exchange process in which the leader 

clarifies employee roles, task requirements and then 

reward or punish followers based on their performance. 

This style can also be mentioned as telling style.



Assumptions of Transactional Leadership

• Employees are motivated by reward and punishment.

• The subordinate has to obey the orders of his 

supervisor.

• The followers/subordinates are not self motivated. 

• They have to be closely monitored and controlled to 

get work done.  



Implications

• The transactional leadership emphasizes detailed and 

short-term goals, and standard rules and procedures.

• Do not make an effort to enhance followers’ creativity 

and generation of new ideas.

• This kind of leadership style may work well where 

organizational problems are simple and clearly defined 

.



Implications Cont..

• The transactional leaders tends to be highly directive 

and action oriented and their relationship with followers 

tends to be transitory and not based on emotional 

bonds.

• The Only transaction between leader and follower is 

the money which the followers receive for their 

compliance of efforts.



Transformational Leadership 

Transformational Leadership is a leadership style 

where one or more persons engage with others in such a 

way that leaders and followers raise one another to 

higher levels of motivation and morality.



4 I's of Transformational Leadership



Transactional vs Transformational

Leadership



Transactional and Transformational Leaders

Why do you think Transactional and 

Transformational Leaders are Insufficient for High 

Performance?

How can you make your organization more high 

performing?

(Audience participation)



High Performance Organizations -

Management 

Creating High Performance Government 

Organizations, Mark G. Popovich, Editor, 1998, John 

Wiley & Sons, Inc.

Is it the garden variety (of weeds) or the 

Garden itself?                [Next 2 slides]



Identify the Problems and Not Just the Symptoms 

[Shmula.com – Slide 1 of 2]
Weeds Are Hard to Find

Weeds often mask themselves to appear like a non-weed or its surroundings. This 

makes it difficult to spot or tell between weed and plant. Weeds know, full well, 

that the gardener will try to pluck it out when it’s discovered, so it does its best to 

hide by hiding in the layers.

In business, defects act just like weeds. As most of us know, most defects and 

complexities are hidden or become hidden over time. For example, if a defect is 

known or a process is difficult to accomplish, then human behavior will find the 

easiest course of action by creating a workaround. This workaround, then, becomes 

the process. In business, this is often called a “Hidden Factory”, or a factory within 

a factory. Turning a blind eye to problems causes defects and business problems to 

be hidden — hidden by an act of commission or omission.



Identify the Problems and Not Just the Symptoms 

[Shmula.com – Slide 2 of 2]

Find the Root

If you do not pull the roots, then the weeds will come back. If we hack 

at the branches and do not attack the root, then the weeds will grow back 

and will continue to be a problem for your garden. Start with what you 

can see — the branches. Then follow them to the roots of the weeds, 

then pluck the weed out from the root.

In business, when we attack the symptoms and not the root causes, then 

the problems will reappear and the employees and the company and the 

company’s finances will continue to be burdened.



Preparing for Change

SUMMARY OF RULES OF THE ROAD:

1. Nearly every move you make will be interpreted by someone as having a 

political motivation.

2. In fact, if your goal is to improve government, your actions will have political 

implications.

3. People within your organization are wary of change.

4. Changing the rules requires that you do not go back to the bad old days.

5. Change within your organization will be watched carefully by interest groups, 

both inside and outside your organization.



Preparing for Change   continued

6. Leadership in the public sector is perishable.

7. Opportunities to make significant change are greatly influenced by 

political, policy, and other cycles.

8. Above all else, political leaders hate surprises.

Learn more about “Change” in David Osborne’s Creating High 

Performance Government Organizations.



The Price of Government                                   

Osborne and Hutchinson 

Five key questions:

1. Get a grip on the problem:  Is the real problem short or long term?

2. Set the price of government:  How much are citizens willing to spend?

3. Set the priorities of government:  What results do citizens want for their money?

4. Set the price of each priority:  How much will the state spend to produce each of 

these results?

5. Purchase the priority:  How best can that money be spent to achieve each of the 

core results?



Transactional and Transformational Leaders

Why Transactional and Transformational Leaders are 

Insufficient for High Performance.

Leadership actions have consequences.  It is more than just a 

transaction.  It is more than just inspiring people.  If the leaders 

actions are misguided, then this does not create more high 

performing organizations.  It is critical to set goals and utilize 

performance measurement tied to outcomes.

Outcome = Valuation (Output x Quality)





Examples of HPO Values 

Self-direction Openness

Respect of differences Initiative

Growth and development Fun

Flexibility Integrity

Informed participation Simplicity

Big-picture focus Creativity

Customer first Self-examination

Prudent risk taking Trust
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Categories Transactional Transformational High Performance

Leader’s source 
of Power

Rank, position
Character, 

competence
People ownership, respect, trust

Follower 
reaction

Compliance Commitment Collaboration & Creativity

Time frame Short term Long term Succession Planning

Rewards Pay, promotion, etc.
Pride, self-esteem, 

etc.
Performance Based Pay, fun, 
work-life balance, wellness

Supervision Important Less important Coaching, mentoring, feedback

Counseling focus Evaluation Development Innovation

Where change 
occurs

Follower behavior
Follower attitude, 

values
Organizational culture & learning 

organization

Where 
“leadership” 
found

Leader’s behavior Follower’s heart
Teamwork & synergy

(ala GS Warriors!)



What Philippine Values or Behavior may 

facilitate High Performance? (audience inputs)

1. Bayanihan = collaboration

2. ????

3. ????

4. ????

5. ????



CONCLUSION                                          

(Summary and Recommendations)

Historical References
Lessons of History

Best Practices and Benchmarks
Worst Practices and What Not To Do

Do Not Repeat the Mistakes of the Past 
Your Individual and Group Education, Training and 

Experiences
Efficiency, Effectiveness and Equity

Life Lived (How do you want to be remembered?) 



Questions and Answers

Questions and Answers

Comments

“Warren Bennes trivializes James MacGregor Burns by 

asserting that Managers do things right and Leaders do the 

right things.”

“On Becoming a Leader,” 1989



Health – Happiness - Prosperity 


