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Abstract

Leadership behavior Organization Transform : aimed to study
leaders skill development for organizational change plan, study the
development of management strategies, and analyze the situation in
choosing the right leadership in organization. So, the competencies,
attributes of change leaders, leadership behaviors, and the relationship
between leader and employee behavior are an important factors to
encourage members in the organization to achieve organizational goals.
The qualification of leadership behaviors for organizational change
consists of create vision, strategy, vision communication, employee
exemplar, and engagement. Leadership behaviors are so relevant to the
success of a job and the driving force of change leadership must be
courageous to abandon the traditional way of doing things, to challenge
the beliefs and assumptions. It is to learning from the old system to lead
a new approach, for survive in the future. The most important thing of
leadership change in a leadership organization is to be able to connect
people and people, find new ways to motivate employees, conveying

vision and creating a new working culture in the organization.

Keyword : Leadership Behavior, Transform, Organizational
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G?WLmﬂwfI’]ﬁmwuﬁmmimﬂﬁqmiﬂﬁmﬁuwﬁfmm (Northouse, 2007: 34) Vigius
Qﬁwﬁéﬁuﬁuﬁmumiaﬁ (Contingency theories) AsINE sHaNSEMUYBIEONSOITT
sovesfin wilianansofivsiuneduiniiiussdvinalivn qanunisalfeiuid
drrmsivimsAnuiiileeliaudeiin fuirduasnsoadsnmmdeuadst
Aatiluesdmsls

QU ia$reraAsunyas (Transformational Leadership Theories)
msAnwnginssudhitaiisanuasuulanuinfnuemginssa
ihiiflyunesin fianunsaviliAnnsasunawesesdnisld iesen
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woAnssuFURzidvinasegn viventnauludein uazanansaasnusinala
Wigauujuanuldedaduainuanse Wuwvvegsiaundnluesins Bnte
uwvuegalunisufofnm Tasfl Bass (1985 7) léinaueuuifnues
anﬂiiuﬁﬁﬂa%”mﬂ?’mL‘U?ﬂlEJULL‘LJaQ (Transformational Leadership) uay
anﬂiiuéﬁ%mmmmﬂgﬂu (Transactional Leadership)

wqamiué’ﬁm"fﬂmwLﬂﬁauLLUaJ(Transformational
Leadership) vanefia ngAnssuvesifihiinenemaznsedunazylalignifondn
muUsIsaumisifausstunialafiazineu Tnefurasiidnvusiiuisd
(Charisma) 1leanunsnnszduauidnduensualvesmiinanuniednuliia
nsaentdsuuuugin Tnediguiznszdulaonislédygn (ntellectual
stimulation) Lt lWingumniessdnisussaeudiia ligduln wasimuuasd
woAnssuTisatiunudiiussenineyana (individual consideration) Yiwehil
Juidsaauenusiugmutuninauludsin (Bass, 1985 7) uay o1laalo
(Avolio, 1999: 34) syyinfiha¥ianuasuudastiaaldlasionanis
UjtRuvesdanu Tngaziaundneninvesdmueiaduil 39 quiuaiv
(Kuhnert, 1994: 146, quoted in Northouse, 2007: 47) seydFinasiannm
WasuwUasiingAnssuiifienfouuazgauafvesaueaiiiiuuds uazamnsaaing
usenszdugslalfugmujoinululuinmsiiiusslemdsodusaumnnin
Uselovivesnutes fanaautRvesginssufihaiisanudsunlaseduneld
#44 (Bass and Avolio, 1994: 35)
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AuauUAnNgAnTINYaiaFeauAEuLYA
(Transformational Leadership) finsil

1. d8vsnasionuAnueEn1d  (dealized influence) wuNeds
woAnssuiiitununkardnvazmsnseyiniludhognsii Wuuuuiogei
7 (Role models) wleffmusuy WuwgAnssudanannvesii Avgsiligmui
mmé’fanmiaamﬁ'&JuLwaqamsmﬁLfJuLLwasJ'Nﬁﬁméwﬁu’usﬂmﬁﬁﬂ Falneund
wqmﬂiimaqmmwﬂmmmmﬂaaﬂLaﬂul,wuuuﬁ]“LUqumﬂiswmmmmu
MfianTIILAYITLETINGY uazanIniraTdiignaes fihasiingAnsau
Sanhades shawdivhmesmfugaunnniiflazUdesaziag vieldsiung
filogaien il YungAnssuieglisunsiuiie 1inmnulindaangmm

(g

sgngAnTsuvesdenavinligunaunsalvga iy ndnauufiRnueiy
Feviml wasidmuneiusiavedasdnig

2. @wnseasnaussduniala  (nspirational motivation) wu1884
woRnssuiifthanunsofiazdoamsiugau ieviliganunswieidediod wus
A9 Anumavisiigeesiiifsedau feiBnsasusedunala nszduly
wiinnuthlanumneesdsiingssi Wiidevimivioounanueesdnis ua
Tiniinnudesiunagmauilusieidevimiveesdnig ddumaujuaginesly
dydnwal waznisnsedunisersual Tasgatfuluiinguyineu iienlug
wadunvEihmngveangy nniiagiuiieussloviiianeau waAnssuves
frinasdufilfenuddyiuihlavesnmsinudufiulaediissnesunsei
gelalvimn shamussudmane Tagrunsdeansiidaauesiii
3. @wnsanseiugauaieailaen  (ntellectual  stimulation)

vinefangAnssuiifinnsequliiniuidnldanudn nerewiisuaineassd
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u¥anssu waradsarusime lnefnginssuveafinasnetetussiniudinu
nszuariarUde Adeuuuuiive i waznnaesthilgiiiineinduly
TeAussmsuAtamuuulnl Taefigiasdud@linisaduayugmy weneud
BuugIsnsuualuel Wannuiansse Imsatuayuauiidesnisnassn
sl 9 waratvayuwinauidanudadielifnuasnsoudtymled
dn5emues

4. dafupnuduiussenineyana (individualized consideration)
vaneds woAnssuvesfihiidnla uasUfiRdesnuunnsnetiu auaudesns
uazANAIsaTuAnATuYe s mLsazay TnofihasiingAnssuiidusiag
fnasoatafnm waznsWaunvesgniies duaiuussennmanisvauiia Suils
ag1elaldreAUABINTYBIRIN LAY IUADUAUBIHOAILABINITYBY
fonuusiazau lnofihazuansunuimbuiiaes uasiiununfinosliay
PEie

Mt uanaETRTemaRnssIfthad e Asuuasiy uand
uay 20U Aalud (McShane and Von Gilnow, 2009: 12) ldrwuali 4
93AUszNOU FefiaenndesfulunAnyes una uay 81hale (Bass and Avolio,
1994: 25) fie 1) axdideviainagyé 2) nmsdeansiduviend 3) Wuuuueg1eves
WU wag 4) a31smnugniy eFunefunuAmi 3
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I N N N N N N N N N N N N N N N N N N N N N N N N N N N N N N N NN N N N N NN NN N N NAN}h}NhWh}RWRERE

a5 deviFl

naemns

.
29AUTENDUVDY

A
PRI NP

AR neAnssutase

Fdeniend

e RFRIATIIRIEN

LUUBENBY

NN

uNuAINd 3 AuauUAvengAnsuas AU Re LAY
111 : McShane and Von Gilnow (2009: 12)

unagy

nsAnwmgAnssuiilagagynsAnwauduTussEnIngAng Ty
ﬁﬁﬁ’uwﬁmmwﬂﬁaﬁugmagj 3 Uszmsfiieadestuanuduiudszming
inAundnau Jadeusn Tanvguiananuaiisavesiinlunsiamseda
waznisliunasne Fudunginssufuvunaniuaou Jedeiiass u
Anuaunsavestlunisnszuinlaaundnluesinig wazndndulviaundnly
aeAn1suussqdinuievesesdnisilunginssudiiuuuadieaiiy

€

e
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Wasuuwasuaztaduiiany ndnssudthiinnnnizgih Wunginssuvesdihi
UImMsnuLuUUdosnuaute fnasnanudefivamsaiddyinty uarly
sl fluldimginssudinh 3 uwwudalusnvundenloatuay
dnwaznzsioidowemginssugiimuuuiAnves uemnd (Northouse,
2007 : 45) andvuadunseunAnlunsidedadutadesunginssudi
Usgnause fiuuuasuutas fuvusanivdey uaziiuuueinnie
Fin

n1sfnwresAusznovvesiituludsddginsizasifunuinig

& =

TuguitIsInTsikazseuiianseuIunias@ninaseninefiinagn g

'
P

WeussatnguizasdvesosdnisdududiudrdgiienseduliiAanis
WasuuUadluesdnsld Gsasdusznavdidnfo Svswa Tnguszasdvnsosdnnsg
aBnesdng nmstdsundas uagiiir-fau wwAenguifeatungAnssugii
UisﬂEJUm”asmqwjﬁwmsQﬁw%mqwﬁﬁﬂwf’;a’imwﬁamummﬁ ANWLYY
yanafaziduiilundazaniunisal nquiingdnssuvesyana atunis
#1988 AUMIMgungAnssuvesiiifiaslafiginaisufua nquidnd
Fuuanunsalldmuddiudadoaniunisal uazanmuandousieg My
Uadudrdglunisimuaaudiiavesinssdudiisglusdng wwifn ngud
finasenuivdsuulasiuinudeidiiansailiiAnnisudeusag
vososrnsliifosnnnginssuesiiniiaviwasiognu

Faty nmsauminensuyuionsiamesdnisluamssuil 21
ffuludonsutstunasnmadasundasiisindisouiienis irdsiunum
Ay fwdudduindeunsuimsmsiannluganudiiaiidulnogadadu
ns@nwififunsasunlasdsdeddianudifyiunisne nsiiasie
3AUsENBUYRII LazAnwiuiAanguiiierfungAnssuvesiiniiondy
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wugulumsiawdnaussausvesihganisilaguiUasienisiasaiuladu
wazdsdusialy
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