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Abstract

Purpose — A leader plays an important role in the growth of an organization. The leader is a person who
influences the standards, structure, culture and behaviour of the individuals employed in the organization. A
leader also has effects on the result and productivity of teams. The purpose of this paper is to analyze the
effect of transformational leadership style on team performance. This paper will also analyze the existence of
a relationship between transformational leadership style and team performance.

Design/methodology/approach — For this study, the researcher collected the data from 354 individuals
employed in IT organizations in Pune. The team members answered questions asked about the
transformational leadership style, and the team leaders answered questions related to team performance. The
data has been analyzed using the latest available version of Statistical Product and Service Solutions.

Findings — The results of this examination suggest that there is strong and positive relationship between the
transformational leadership style and team performance. Further, it was also found that transformational leader
helps in a great way in improving team performance which in turn increases the organization’s productivity.
Research limitations/implications — Few limitations of this research work are that the data collected
for this research work is non-cognitive in nature and simultaneously respondents may incline to evaluate the
positive facets of opinion poll more propitiously than negative facets. Secondly, the data have been collected
only from companies located in Pune.

Practical implications — This research study provides empirical data that will be helpful for human
resources department of an organization, as it can help them in the development of policies and practices. It
will also provide help leaders to support employees who are seeking effective ways to support struggling
employees in context to their team performance.

Originality/value — The present study can be differentiated from past studies, as it thinks over an
ensemble of transformational leadership style as an essential antecedent of team performance and also
enhances the knowledge of the researchers and practitioners about the leadership style that upshot to the
team performance. This will also help the managers, researchers, organizational development specialist and
employees who are seeking effective ways to support struggling employees in context to their team
performance.
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XM 1. Introduction
19,1 Leader is a person who fascinates the people who are required to accomplish organizational
goals. Countries, corporates and people unequivocally or certainly strive to become leaders
in their space. Different organizations have different perspectives on leadership; it varies as
per the overall structure of understanding expected by individual leaders with respect to
their individual expectations (Khan, 2017). As rightly pointed by Stogdill (1974), there are
88 approximately equivalent number of definitions of leadership as there are individuals who
have made an effort to describe the idea. The result of this is that in the previous 50 years,
there have been as many as 60 distinctive classification frameworks created to describe the
components of leadership (Fleishman, 1991). Over the last few decades one such theory of
leadership, which pulled in much consideration of scientists and academicians in ongoing
past, is transformational leadership (Castelli, 2016).

Recent and past meta-examinations bolster the theorizing that transformational leaders
motivates their team members to rise above their own objectives and focus on overall
objectives of the organization, advance their responsibilities, freedom, exertion and
execution (DeGroot, 2000); (Judge, 2004). The building block of any organization is team
performance that is an imperious for the organization. It is essential for the organizations to
understand the aspects which make the teams to work towards accomplishment of goal.
Successively, the progress of any organization is dependent on the team’s effort and not on
efforts of a few individual’s. The multifaceted worldwide view is performance intended to
accomplish the anticipated outcomes and has a substantial association in achieving the
significant objectives of any organization (Mwita, 2000) and for accomplishment of these
objectives, the most important variable to be considered is leadership style of team leaders.
Additionally, it has been commonly recognized that the performance of any group is to a
great extent reliant on authority style of its leader (Jones and Rudd, 2008). The leader has an
impending influence on team performance. The choices that the pioneer makes can lead to
progress or setbacks of the organization. The need of effective leader increases with the
growth of the organization. As per Burns (1978), transformational leadership speaks to an
authority style that is epitomized by attraction and mutual acumen among pioneers and
adherents. The transformational leader’s vitality can be observed from their ability to
invigorate and persuade everyone to make important work. As per Bass (1999),
transformational leadership takes place at the point when leaders expand as well as
intrigues their representatives, as soon as they create mindfulness and acceptance of the
reasons and objectives of the team, and at the time they stimulate their team members to
fore glimpse their own specific interest for the interest of the team. So it can be assumed that
there is a sturdy relationship between leadership style and team performance in any
organization.

2. Literature review

Leadership is an ability to motivate, boost confidence and to support teams that works
towards the achievement of organizational goals (Kim, 1992). Leadership is a process of
exercising pressure intentionally on people, to direct the organization and expedite the
actions and associations in either a team or an organization (Yukl, 2013). According to Khan
(2017), leader plays an important role in the organization by ensuring that projected
leadership style should influence its team members. Fiedler (1996) is one of the most
esteemed leadership researchers, who talks about the association between leadership and
team performance and found that progress or setback of a team, organization or whole
society is dependent on leader’s effectiveness to lead them. It is only leadership style that can
make or break an organization. Leaders hold the key position in an organization and leader’s
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efficiency to lead a team is a very important factor, which defines the progress or setbacks of Team
a team. One of the most significant aspects in increasing or impeding the interest of the performance in
people or teams in any organization is leadership (Obiwuru ef al., 2011; Gillet, 2014). Success IT sector
of a team means attainment of goals and objectives effectively and efficiently, and it is
totally dependent upon the leadership style of team leaders (Mokgolo, 2012).

Different authors have propounded different theories and leadership styles periodically.
The most governing topology of leadership styles is enunciated by Bass (1980, 1997) and his 89
companions (Bass, 1987). It was in fact Burns (1978) who worked on the leadership as well
as promulgated the model by way of transactional and transformational leadership styles,
however, far ahead Bass and Avolio (1980, 1997) advanced the model. Burns (1978) defined
transformational leader as a leader who is competent to encourage admirers up from their
insignificant worries and make them work for a mutual objective and to attain things not at
all believed to be possible. A latest study conducted by Tepper (2018) shown that team
members behave well when managed by transformational leaders, particularly when they
encounter most formidable distress at work. Transformational leaders, specifically,
emphasizes on “vision” and have a “shared” direction with their team members (Wang,
2014; Khan, 2017; Thomas, 2017) instead of influencing them in conventional manners.
Transformational leadership is widely trusted style of leadership (Collins, 2014). According
to Yukl (2013), transformational leadership is the method of inducing the important shifts in
the perspectives and presumptions of members of team and makes them committed for the
team goals or purposes. Transformational leader’s incorporates exemplar, create special
bonds with team members, motivates them, encourages for brainstorming and also for
active observation for accomplishing highest echelons (Singh and Krishnan, 2007; Rotberg,
2014; Somboonpakom, 2014). Transformational leader has considerable effect on teams
innovativeness and originality at work, a few of them are vision, separate independence,
appreciation, inspiration and taking challenges. Transformational leader is a proactive
person; he encourages unique and ingenious ideas, inspires and emancipates the teams to
achieve the pre-determined objectives, by integrating new insights and code of ethics.
Transformational leaders make sure optimistic ethological changes which can be seen in
terms of enhanced team’s efficiency and innovativeness among the individuals in any
organization (Gumusluoglu and Isev, 2007; Bacha, 2014). The leader makes the team member
mindful and ready to achieve beyond their expectations and perceived capabilities (Palestini,
2009; Avolio, 2010). All the theoretical and empirical research that has been conducted on
transformational leadership suggested that it boost team member’s performance and helping
behavior (Chun, 2016). It has been summarized by Crane (2018), Zach (2018) that
transformational leaders can resolve employee’s mental complexity through proper guidance
and by providing them required feedback. A leader can be considered as truly transformational
if he/she creates the cognizance of righteousness, moral, significant and attractive, at the time
they assist the followers in lifting their desires for accomplishment and self-fulfillment, at the
time they nurture team members good spirit as well as encourages them to work far away from
their self-interests for the best of their team, company or the community. As per Susan (2014),
there are five main components of transformational leadership:

(1) 1idealized influence;

(2) attributive charisma;

(3) individual consideration;

(4) inspirational motivation; and
(5) intellectual stimulation.
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XM Many researchers suggested that idealized influence refers that leader compelling activities
19,1 that emphasis on morals, opinions and vision (Carasco-Saul, 2015; Tajasom, 2015; Van
Knippenberg, 2013). The leader stimulates esteem, appreciation and devotion among team
members and lines them to assent as well as accomplish team’s goal collectively. Leader’s
attributive charisma states that leader’s societal attractiveness and specifies opinion for the
leader as being assertive and influential (Bass, 1990). By individual consideration means a
90 pioneer focuses on people bond, i.e. he/she focuses on maintaining the association with each
and every team members. The leader recognizes and watches out subordinates various
needs, sentiments, expertise and ambitions (Winkler, 2010; Dionne, 2010; John, 2014). By
inspirational motivation means the leader enunciates the dream among the team members
and also persuades them to accept this dream, displaying various means to accomplish team
objectives and develop confidence in them that they can accomplish it (Yukl, 2013; Ndunge,
2014). Through intellectual stimulation, the leader magnifies and expands the intellectual
ability of team members, prepares them intellectually for resolving the professional issues
with novel approaches and improvements (Judge and Piccolo, 2004; Hancott, 2005;
Northouse, 2015).

Transformational leadership is exceptionally compelling as far as follower’s
development and performance is concerned. Regardless of the fact that investigate on
transformational leadership has constantly observed that there is a fundamental procedure
by which transformational leaders shows their effect on their subordinate’s growth and in
due course raise their spirits team to perform its best. (Dvir, 2002); (Walumbwa, 2004);
(Wang, 2012), astoundingly comparatively slight investigation has been done on this topic
particularly in IT sector in team settings.

According to Moura (2018), Haque (2017) modifications in the commercial center and in
the personnel prompted a necessity to embrace a transformational leadership style. These
pioneers cultivate adherents to go beyond their own expedience, lifting their development
just as indicating worry for accomplishment, self-completion and prosperity of
subordinates. By this way the leaders influence the adherent’s qualities, feelings,
perspectives and rouse them to carry out their task past their desires (Yukl, 2013). By
steering team members towards more noteworthy degrees of accomplishment,
transformational leadership has become critical to encourage performance of team. A study
conducted by Tepper (2018) found that transformational leader makes team members
respond better particularly at the time they face more challenges in their work. The
researches on transformational leadership theory and performance endorses the relationship
within these two develops (Avolio, 2010). Different investigations show that
transformational leadership is recognized to bring constructive group results in different
occupational settings, both governmental and non-governmental (Bass, 2009; Trottier, 2008).

Transformational leaders have the art of convincing, inspiring and stimulating team
members to think creatively (Fernet, 2015). Transformational leaders have the ability to rouse
followers to function more earnestly and go beyond as is estimated for the benefit of the team
(Polychroniou, 2009). Therefore, transformational leaders make followers more dedicated
towards the task of the team and thus bound them to cooperate after a while, execute better
approaches for functioning and have a superior functional understanding. Altogether, team
performance would be improved (Strauss, 2009). They additionally reframe administrative
environment to permit team members to be to be completely engaged with various aspects of
their task (Thomas, 2017). All things considered, workers have more opportunities to associate
themselves to new circumstances in the work environment, which can make team members
flexible (Wang, 2017). In the current investigation, we will analyze the relationship between
transformational leadership and team performance, using organizational teams of I'T sector.
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2.1 Team performance Team
As per Salas,(2008); Sudhakar (2011), Weimar (2013), team performance is one of the multi- performance in
dimensional and common phenomenon for any organization. Although the concept of team IT sector
performance has been studied a lot by different academicians and researchers, there is

unanimous agreement on its definition and measurement criteria. In many research

performance behaviors and outcomes has been discriminated, various examinations have

utilized unified or a multiple measurement of team results. Lester and colleagues (2002), 91
indicated performance as meeting fundamental needs, accomplishing goals, as well as
identifying important endurance aspects. Similarly, Hiller (2006) used a scale of efficiency
consist of planning, cognitive ability, support and consideration, coaching and
improvement, as well as overall effectiveness. Likewise, Van der Vegt (2005) had focused on
supervisors rating on efficiency, quality, overall achievement, productivity and mission
fulfillment of team. Barrick (1998) incorporated wisdom; excellence; magnitude; initiative;
social skills; planning and overall commitment in their measure of performance.

According to Pawirosumarto (2017), Edmonson (2017) performance of a team is typically
centered on the team member’s knowledge, expertise, knowhow and behavior; required to
accomplish a task. Almost all the organizations highlight on individuals team performance, as
it is an imperative component in attaining sustainable competitive edge.

It has been found in the research conducted by Marieke van der Hoek (2016), Moura
(2018) that mutual trust is the most important factor that affects the team performance. It
means that if mutual trust is present among members of team then team environment will
be good which will make employees feel relaxed and comfortable to work with each other
and will feel accountable and as result enhances team performance. Cohen (1997) categorized
team outcomes into three groups: performance; attitudes and behaviours. Though, the
conditions to measure the performance of team have transformed in the last few years and
incorporated wide variety of methods and amalgamations. Along these lines, what
establishes “viability” had become increasingly multifaceted past several years (Mathieu,
2008).

Regardless of the accessibility of numerous points of view and representations of team
performance (Lourenco, 2004), team performance is a concept that is arduous and difficult to
describe, as it has no relation to a goal reality. Or maybe, it had been recommended that
adequacy ought to be broke down as well as estimated by the qualities, benefits, as well as
inclinations of the on-screen characters also of frameworks to which it alludes to Dimas
(2016).

Hackman (2012), Bhatnagar (2012) offered a paradigm for evaluating team performance
that got extensive approval. As indicated by this paradigm, team performance is
characterized as well as can be assessed using three unique conditions:

(1) the level to which product or service of a team fulfills, or transcends, the criteria of
both quantity and quality of the individuals who would be given or evaluate and/
or utilizes it;

(2) how much social processes inside the team keep up, or improve, the ability of the
gathering to cooperate as well as turn into a progressively capable and most
successful unit after some time; and

(3) how much the fulfills individuals’ needs and expands individuals’ fulfillment,
prosperity and advancement.

In accordance with this grasping point of view, in the current paper we considered following
criteria to evaluate team performance: service and product satisfaction to clients, top quality
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XM services, successfully target accomplishment, high performance team, quickly fulfillment of
19,1 work demand, meet required work deadlines, highly productive, met the set standard and
renowned by other service teams for its high performance.

This research work is an endeavor to riposte as to how much effect does
transformational leadership have on the team performance of any organization as well as to
what degree does the transformational leadership style applied in any association assist

92 team members in executing their tasks or aids in performing the tasks allotted to them. The
main goal of the current research examination is to analyze the effect of transformational
leadership style on team performance. The ramification of present investigation is to assist
leaders of organization belongs to IT sector to recognize the style of leadership favored by
their team members to upgrade their team performance and as almost all IT organizations
have moved away from traditional hierarchical model towards dynamic team based
organizational structure so it has been decided to by researchers considered IT Sector for the
present study.

In accordance with this grasping point of view, in the present study, authors have
considered following criteria to evaluate team performance: service and product satisfaction
to clients; top quality services; successfully target accomplishment; high performance team;
quickly fulfillment of work demand; meet required work deadlines; highly productive; met
the set standard and renowned by other service teams for its high performance.

This has motivated researchers to come up with idea to conduct a research to understand
the effect of leadership styles on team performance. It has been decided to conduct the
present study specifically in the IT sector because of its dynamic and team based working
culture.

Research gap

The substantial number of research studies has been conducted on leadership styles
(Basham, 2012; Bolden, Gosling, O'Brien, Peters, Ryan and Haslam, 2012; Herbst and
Conradie, 2011; Lopez- Dominguez, Enache, Sallan and Simo, 2014; Sani and Maharani, 2012;
Vinger, 2009) in the higher education and other sectors in numerous countries. Precisely,
sufficient proofs of empirical studies are available on leadership styles and team
performance in schools, universities, military, insurance sector, banking sector and so on.
Although, these studies are different broadly with respect to circumstance, objectives and
methodology.

There is testimony to this, as limited studies have been conducted in the subject of
transformational leadership in India in few sectors; strangely, studies on the effect of
transformational leadership styles on various outcomes such as knowledge creation in
Indian software industry (Athukorala, Perera and Meedeniya, 2016), employee’ performance
in banking industry (Chamika and Gunasekara, 2016), union and organizational
commitment in public sector organizations in India (Dhammika, Ahmad and Sam, 2013), etc.

But, still there is requirement for studies in the area of leadership styles in I'T sector in
India, where the cultural traits like beliefs, attitudes and behaviours vary remarkably.
Besides this, earlier researches has distinctly applied varied types of leadership styles like
autocratic and democratic leadership, servant leadership and authentic leadership and task
and people oriented leadership styles to study the elements of interest. Hence, gap exists in
the present literature exploring the effects of transformational leadership style on team
performance in Indian context.

Furthermore, methodological problems are there with maximum prevailing studies. The
most of field studies have been cross-sectional in design, and the common-method bias
usually has been an issue when performance has been measured (Barling et al., 2002; Jermier
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and Kerr, 1997). The quality of performance measurement is important in finding the Team
outcomes about the degree to which leadership matters and not all researches have been performance in
well devised (Dionne et al., 2002). Inside the Indian corporate area, it is extremely uncommon IT sector
to run over investigations which have been directed on the effect of transformational
leadership style on team performance in I'T Sector. Accordingly the goal of the researcher
was to discover how far the transformational leadership style progress toward becoming
parameters affecting team performance in I'T Sector which is a booming sector in India. 93

2.3 Research objectives

« To analyze the existence of a relationship between transformational leadership style
and team performance in IT sector.

¢ To analyze the effect of transformational leadership style on team performance in
IT sector.

Following conceptual model as shown below in Figure 1 being proposed by authors that
highlights the relationship between transformation leadership style and team performance
along with existing variables/factors. This model will be analyzed carefully to achieve the
objective of the present study.

3. Research method

The objective of this research can be achieved by examining the proposed model and for
this; the quantitative survey design was used by researchers to accomplish research
objectives.

3.1 Research instrument

Standard Scale — The MLQ (Multifactor Leadership Rater Questionnaire 36 items) developed
by Bass (2000), Mind Garden, was used to measure the transformational leadership style.
From the MLQ “long form” 20 items of transformational leadership have been taken. The
scale consists of 20 items, with four items for each factor. Transformational leadership style
consisted of 20 items and the facets of which are idealized influence (attributed — 4 items),
idealized influence (behavior — 4 items), inspirational motivation (4 items), intellectual
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XM stimulation (4 items) and individualized consideration (4 items). The items of

19.1 transformational leadership style were rated on a five-point Likert scale (1 = Strongly
’ Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree and 5 = Strongly Agree).
Self-designed Questionnaire — A self-designed nine-item leadership outcome

questionnaire was used to measure the team performance. The questionnaire consists of

nine variable to measure team performance, i.e. service and product satisfaction to clients,
94 top quality services, successfully target accomplishment, high performance team, quickly
fulfillment of work demand, meet required work deadlines, highly productive, met the set
standard and renowned by other service teams for its high performance. The items of team
performance were rated on a five-point Likert scale (1 = Strongly Disagree, 2 = Disagree,
3 =Neutral, 4 = Agree and 5 = Strongly Agree).

3.2 Research participants and procedure

The respondents for this survey were employees working in I'T organizations in Pune. It has
been decided to conduct the present study specifically in the IT sector because of its
dynamic and team based working culture. Two different tools were used to collect data from
team members (Standard Leadership Scale- Avolio and Bass, 2004) and team leaders (Team
Performance Questionnaire- Developed by Authors). These components of team performance
were evaluated by team leaders on the basis of the work of their team members. According
to Rousseau (2010) team leaders are the best knowledgeable people about the outcomes of
their individual teams and can accurately evaluate their performance. Transformational
leadership style questionnaire was answered by team members; as they are the one who
work closely with the team leader and observe their leader so they will be able to accurately
answer the questions related to their leader’s leadership style.

Anonymous questionnaires were distributed to team leaders and their subordinates by
researchers to total 500 employees and requested to the participants to complete themselves.
Both paper and online surveys were used to collect data. Non-probability judgment
sampling technique was used to choose the sample. The respondents have chosen on the
basis of judgment sampling. The purpose behind selecting a non-probability sampling
technique was that the sample frame could not be established as the population was
unknown. Judgmental sampling was taken into consideration as an appropriate sampling
technique as the respondents were to be chosen considering few conditions. The following
criterion has been used to select the sample:

e The group must be officially perceived in the organization as a team.

» At least five members should be there in a team (excluding the leader).

¢ The leader (supervisor) must be officially acknowledged, too.

¢ The respondent should have at least 1 year of experience in I'T Sector.

¢ The respondent should be a member of a team either subordinate or a team leader.

The participants completed 400 questionnaires out of which 354 found to be valid and thus
the response rate was 885% that is satisfactory in social science. Out of the total
respondents 69% were male and 31% were female employed in the IT sector in Pune.

4. Statistical analysis and results

The researcher used correlation analysis to measure the relationship between dependent
(Team performance) and independent variable (Transformational Leadership Style). To
identify the effect of transformational leadership on team performance linear regression
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analysis was performed. The researchers used descriptive and inferential statistics to Team
analyze the data. performance in
With the aim of this study, correlation analysis was used to determine the relationship IT sector
between dependent variable (Team Performance) and independent variable (Transformational
Leadership Style). The findings of the study discovered a high correlation between
transformational leadership and team performance. Transformational leadership is
significantly related with team performance (» = 0.778, p < 0.01). Further, the researcher 95
measured the correlation between transformational leadership subscales, i.e. idealized influence
(A), idealized influence (B), inspirational motivation, intellectual stimulation and individualized
consideration with team performance. The result of these relationships is presented in Table 1.
Table 1 indicates that there is a positive and significant relationship exists between
transformational leadership style and team performance. It indicates that leadership
conducts that encompass stimulating a shared dream, encouraging innovation, growth,
strengthen confidence, acknowledging team endeavors encourages the individuals to carry
out the tasks in a team and the presence all these factors inspire the team outperform for
accomplishment of organizational goal.
Idealized influence (attributed) positively correlated with team performance, » = 1.00,
p < 0.01. There was also a positive correlation between Idealized Influence (behavior)
7 =0.649, p < 0.01 Inspirational motivation and team performance also positively related,
7= 0520 p < 0.01. Intellectual stimulation positively correlated with team performance, » =
0.539, p < 0.01. There was also a strong and positive correlation between Individualized
consideration, » = 0.598, p < 0.01. It can be summarized that the results of correlation
analysis indicated transformational leadership scale and team performance strongly related
with each other » = 0.778, p < 0.01.
The correlation coefficient was used to test the relationship between transformational
leadership style (single independent variable) and team performance (single dependent
variable); the results showed that there is significant relationship between the both the
variables considered for the present study. This implies that, irrespective of the leadership
style used, the association is apparent. Additionally, it can be innocuous to conclude that
leadership style as a single variable has effect on team performance in consort with some
other variables that may not be considered in the present study. However, these results may
not discount the fact that, traits of a leader and his efficacious leadership style has an
important role to play to accomplish individual and organizational objectives (Lussier,
2013). Luthans (2011) had highlighted that leadership style does not only offer positive
results but also negative consequences. For this reason, the effect of the leadership style
utilized should be taken into consideration in evaluating team performance. To assess the
relationship between leadership style and team performance; the correlation coefficient was
used. Linear regression analysis was used to envisage how well the independent factor, i.e.
transformational leadership style predicts team performance among I'T sector respondents.

4.1 Linear regression analysis

To identify the effect of independent variable (Transformational Leadership Style) on
dependent variable (Team Performance), linear regression analysis was carried out. The
results of linear regression analysis are presented in Tables 2—4. Table 2 provides the R and
R values. The R value represents the simple correlation and is 0.792, which specifies a high
degree of correlation. The R? value shows the level of variation in the dependent variable, i.e.
team performance can be explained by the independent variable, ie. transformational
leadership style. In this case, 64.2% can be explicated, which is large.
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The next table is the ANOVA table, which reports how well the regression equation fits the Team
data (i.e. predicts the dependent variable) and is shown below. ;

Result of analysis of variance (ANOVA) is presented in Table 3. It is also called as results perforﬁ‘agec Cetg;
of model fit. The above Table 3 indicates that the regression model predicts the team
performance (i.e. dependent variable) significantly well. This indicates the statistical
significance of the regression model. Here, the sig value is less than 0.05, and specifies that,
overall, the regression model statistically significantly predicts the outcome variable (i.e. it is 97
a good fit for the data).

Table 4 indicates the result of coefficients of the regression model. The outcomes of
coefficients shows that transformational leadership style positively envisage team
performance, standardized B = 0.781, (p < 0.01). This result suggests that the team leaders
who exhibit transformational leadership style; the performance of their team will increase
significantly by 78.1%. This means that transformational leader helps in significantly
increasing the performance of its team members.

5. Discussion of the results
Transformational leadership style plays an important role and contributes to the overall
effectiveness of team. DuBrin (2012) found that a transformational leader is the one who

Std. Error of
Model® R R Square Adjusted R Square the Estimate

1 0.792* 0.692 0.642 0.489
Table 2.

Notes: * Predictors: (Constant): Transformational Leadership; ® Dependent Variable: Team Performance Model summary

ANOVAP
Model Sum of Squares Df Mean Square F Sig Sig.

Regression 15.696 3 5.932 17.314 0.000%
Residual 32.994 351 0.094
Total 354
Table 3.

Notes: *Predictors: (Constant), Transformational Leadership; "Dependent Variable: Team Performance Model fit results

Coefficients®
Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
Model B Std. Error Beta T Sig. Tolerance VIF

1 (Constant)

Transformational

Leadership 1125 0.110 0.781 7705 0.000 0.636 1412 RTable.4'
egression

Note: “Dependent Variable: Team Performance coefficients
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XM helps organizations and people make positive changes in the way they do things our results
19,1 suggested the same. Conducing to the writings on transformational leadership and in
compliance with the pre-invasion outcomes stated in Kehinde and Banjo (2014), Tsigu and
Rao (2015) and Gimuguni ef al. (2014), our results suggested that leaders who embrace
transformational leadership style are competent to produce successful outcome and also
improves team performance. This implies that transformational leaders may improve the
98 performance of their teams by inspiring team members and also by providing them proper
direction as well as by motivating them to continue to stay and work together. The
researchers and practitioners consider the environment of IT industry as one of the most
complex and dynamic industry environment. There are various important results that have
been identified by this present research work that can provide suggestion both to researchers
and practitioners. The data findings of this study is first illustrated among the
transformational leadership behavior in terms of encouraging employees by idealized influence
(attributed), idealized influence (behavior), inspirational motivation, intellectual stimulation,
individualized consideration the purpose to create positive results in organization.

On one side, the research shows that the individuals who are considered as successful team
leaders help their team members to work efficiently and also provide fundamental support to
them for accomplishment of team goals. Additionally, it is shown in the literature that the
dynamic and complex nature of industry require a dynamic leader and its leadership to
manage the changing organizational culture. Therefore, it seems that team leaders will have the
ability to boost the degree of teamwork activities by executing an appropriate leadership style.
This research has found that transformational leadership style is a most powerful tool used to
improve team effectiveness in any organization. The current research is in line with the results
found in the study by Zach and Baldegger (2017), who recommended that transformational
leader has a significant positive effect on performance.

As it is suggested by the situational theory that an only one leadership style cannot be
suitable in the entire situation, different team conditions require different leadership
behavior from team leaders; therefore the condition or circumstances in which a team
operates has a powerful influence on the use of leadership style. As people respond well to a
properly used leadership style and behavior. The preeminent leadership style which should
be expounds contingent on the situation in which a leader administer the team and also
would lead them towards being effective. This study is inimitable as this provides
comprehension on the role of leadership style in improving team performance of the IT
Sector. This study is consistent with the previous research studies conducted by Jiang ef al.
(2016), Andreani and Petrik (2016) and records a positive and significant association
between transformational leadership style and team performance.

Though, contrary to our findings, Abdulkadir (2012) and Ojokuku et al. (2012) both
witnessed that transformational leadership style has an insignificant negative relationship
with team performance. This may be because of lack of experience of leaders at the time of
dealing with the problems associated to the management of human resource (Ojokuku et al.,
2012).

Transformational leaders emphasize on the importance of tasks that team members
participate in at work. Thus, we can put it forward as that transformational leader shows trust in
their team member’s abilities which encourages them to work and that lead to high performance
results. The outcomes obtained from this study are in line with Shafie ef al (2013) who contended
that individuals who use transformational leadership style divulge a higher level of performance.
But is contrary to the findings of Lather et al (2009) they observed that transformational
leadership style of the leaders do not contribute to the conflict resolution style, extra effort,
satisfaction and performance as well as effectiveness of the employees.
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6. Conclusion Team
This research Woyk presents the results of resegrch work on transformational leadership performance in
style a boost or hindrance to team performance in the context of I'T sector. In many ways IT sector
transformational leadership style boosts the team performance of an organization. The
research findings also confirmed the same. The findings revealed that transformational
leadership has direct and positive significant effect on team performance which is supported
by some previous research studies. 99

To ensure organization’s success, motivated workforce is required to go beyond their
self-interest by alluring to their higher order needs and morality and it needs
transformational leaders in any organization. It is believed that transformational leaders
have the expertise to bring in, people and the systems on track so there is morality
throughout the organization. As shown by the present research that leadership behaviour
has direct effect on performance of the team, the present study can be moreover
strengthened to explore elements that compose the right balance in leadership behaviours
vital to derive projected yield delivery from team members.

It can be concluded from this research study that the team leaders who exhibit
transformational leadership style accomplish desired results and better team performance
from their team members. In the end, the upcoming researchers should take into account the
limitations that manifested in the present study and they should comply with the
recommendations in future investigation to avert the same limitations.

7. Implications

It has been revealed by many researchers that transformational leadership style could
be considered as significant variable that could improve the team performance in an
organization. The present study was an endeavor to enhance value of the current
literature in the corporate management situation, particularly for the IT sector.
Furthermore, the outcomes from the present study may help team leaders in identifying
the role of transformational leaders to boost team member’s moral and as a result
improved team performance which is very much required for organizational success.

This research examination may have a lot of implications for industry experts,
researchers, academicians and practitioners relating to I'T sector. Researchers can consider
the present study as a base as it focuses only on one of the significant type of leadership
style, i.e. transformational leadership style and its effect on team performance especially in
IT sector. However, the scope of study could be further expanded by including different
types of leadership styles as well as different emerging industry sectors. One of the key
implications from researcher point of view could be to broaden the scope of study by
comparing the effect of various leadership styles in different sectors as well as to identify the
most promising styles of leadership in varied sectors.

The result of the present study shows that that all the constituents of transformational
leadership (i.e. idealized influence [attributed], idealized influence [behavior], inspirational
motivation, intellectual stimulation, individualized consideration) are applicable in the
Indian IT sector which provides a guideline for the managers and decision-makers to make
utmost use of these constituents to improve their team performance. Among all the
constituents of transformational leadership idealized influence (attributed) and idealized
influence (behavior) play major role in improving team performance, this highlights that
team leaders must be well acquainted with the same.

The important theoretical implication of the present study is an empirical study of IT
companies emphasizing the importance of leadership when evaluating team performance.
Even though this concept is based on previous concepts of leadership and performance,
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XM particularly the transformational style (Wang ef al, 2011), this research adds to the
191 leadership literature the effects of transformational leadership in the context of IT sector
’ (Zach and Baldegger, 2017).

8. Limitations and further research

There are certain limitations of the present study. Few limitations of this research work are
100 that the data collected for this research work is non-cognitive in nature and simultaneously
respondents may incline to evaluate the positive facets of opinion poll more propitiously
than negative facets. Secondly, the data has been collected only from companies located in
Pune. Other limitation is that the only very few demographic information has been collected
for present research examination and that too was not taken into consideration while
measuring team performance. The research could have been more substantive if this
examination would have considered wide-range of variances among these teams for
example gender differences on the effects of leadership styles on team performance. There
are certain other factors which play an important role in improving team performance such
as organizational culture, employee contentment, enthusiasm and commitment. Hence,
future studies can be carried out to discover thoroughly the effect of these variables on team
performance. Additionally, only IT sector has been considered for this examination; other
researchers can consider other sectors with diverse mode of operations so as to achieve a
strong base for conclusions and decision concerning leadership styles and team
performance. The significant results related the relationship between transformational
leadership and the team performance can be swayed by the statistic that all data was
collected from the similar source also no mediation effect was witnessed at the time of
assessing the team performance by team leaders. Though psychometric attributes of the
measures utilized in this examination are admissible, other studies might use different scale
to conquer these issues.
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