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Transfornational leadership theory was devcloped by Burns (I978) and later enhanced by Bass (1985. 
1998) and others (Avolio & Bass, 1988; Bass & Avolio, 1994: Bennis & Nanus, 1985; Tichy & 

Devanna, 1986). Transfomational lcadership theory evidence that the leader's ability to motivate the 
follower to accomplish more than what the follower planned to accomplish. In the present-day. IT 
(Sottware) companies in India is undergoing considerable changes in response to the changing 
business environment. Thc aim of this study is to analyse transformational leadership behaviour in IT 

(software) companies in India. A total of 100 team members rated team leader on Multifactor 
Leadership Questionnaire in IT (software) companies of India. The results of the study showed that, on 
an average, the level of transformational leadership is more or less the same as the level of 
transactiona! leadership, as leaders exhibited these styles of leadership most often. 

KEYWORDS: Laissez-faire Leadership, Transformational Leadership and Transactional Leadership. 

Leadership is an interpersonal influence exercised in a siluation and directed through the 
communication process towards attainment of the goal. Leader's role in achieving organizational goal 
largely depends on how well they communicate. In an organization, where success depends on the 
effort of all its members, the leaders depend completely upon the quality, the amount, and the rate at 
which relevant information reaches them. The ability to obtain, assimilate, analvze and communicate 
information is critical to organizational sucecess. Organizations, thus, depend upon the eficiency with 
which leaders deal with this information and make important decisions. 
In the organizations, transformational leaders could be a competitive advantage to increase the etticacy 

and performance of such organizations. 
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lrastomational leadership theoty was developcd by Bums (1978) and later enhanced by Bass (1985. 
19ON) and ohes (Arolo aN Bass, 1988; Bass & Avolho, 1994, Bennis & Nanus. 1985, Tichy & 
Dovanna, 19No), Thansimmatonal ledership theoy evidence that the leader's ability to moivate the 

ollower is lo accomplish more than what the tollower planned to acconplish. 
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lnstonmational leaders ae reterred to those ones who try to show the organizations a new route tor 
mpovement and pogress by geneating new ideas and perspectives. They also mobilize the 
0anzalion by ovaing nnagers, emplovees and menbers of the organizations to radical changes. 
lhanslomainal leades change thcir followers, cmpower them to develop and ereate new necds. 
tendencies ad valucs becausC of that their requirements are met. Therefore, the followers may grow. 
develop and change o leaderN. Tvanstomational leaders are moulding values, chics, standards and 
long-tem ams and tocus on their tollowers' perlomanee and development in order to increase their 
capabilities, Olen, ranstomational leaders have strong internal ideals and values. 
Transtomnational leadership has four factors: idealized intuence, inspirtional motivation, intellectual 

stimulation, and individualized consideation. Burns postulated that translonnational leaders inspire tollowes 0 accomylish more by concentrating on the follower's values and helping the follower align these values with the valueN of the organization. Furthermore, Burns identified transformational leadershi as a relationship in which the leader and the tollower motivated each othcr to higher levels which esulted in value system congruence between the leader and the follower. 

EACTORS OF TRANSFORMATIONAL LEADERSHIP 
Bass identiticd tour trnslommational leadership behaviours which represent four basic factors or s ot transfomational lcadership. 

1 Idealized intluence (charisDu) anouses strong emotions tiom followers and identification with. and emulation of, the leader because leaders act as strong role models for followers. Thev also 
display very high morl sandards and conduc themselves in an ethical manner, and can thus be countcd on to do the right thing. 
Individualized consideration involves providing support, cncoungenment, coaching, delegation, advice, and tecdback for use in the personal devclopment of followers. 

3. Intellectual stimulaion increases awareness of problems and influences followers to view problems from a new point of view. Followers are stimulated to be creative and innovative and 
also to challenge tlheir own beliefs and values and those of their leaders and organization. ln ddition they are also encouraged to take intellectual risks and to question assunptions. 4. Inspirational motivation includes developing and communicating an appealing Vision, using symbols and images to focus the cftorts of subordinates, and modelling behavious that are 
deemed appropriate. 

TRANSFORMATIONAL LEADERSHIP 

The issue concerming leadership is a very complex one. Ellecive leadership always plays an important role in the growh and better pertormance ot the organization. Tanstormmational leadership was introducecd by Buns (1978) and it was furher enhanced by several people. It is a process of developing people, who in turn, develop their organisations by achieving the determined goals. 
Transtoramtional leadership has four components ic. idealised intlucnce, Inspirational motivation. 
Intellectual simulalion and individualized consideration. Severl studies have been conducted on 
transtormational leadership in India and abroad. The most of the studies reveals positive outcomes. 
Vinger, G, Clliers, E. (2006) cxamined that the leaders exhibit transfomational leadership fairly 
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Otten and that, contrarv to criticism. thex man30e change fairly suecesstully and Givens, R (200S) in 
nIs studv on trans tormational leadershin and its imaet on onyanizational and personal outeomnes, it tevealed that transformational leaders ean ntluenee emplovee behuviour. Another study condieied n i pnarmaeuical companv revealai that trnstomational leadership behaviour has a postive and 
Sigiticant comelation betWeen the ononents of orgnizational culture such as long short term 
onentation, masculinitv teminity. power distanee, individualism collectivisn1 and uncertainty 
ahotdanec.(Ay dogdu. S., Sigil, B. 20). Also, Jandaghi, G, Matin, H. Z. Farjami, A. (2009) 
through their study in successtul comnanies and unsuceessful companies describes the problem and 
ts miportance and showed and that there is more trnstomational leadership in successtul companies 
lhan unsuTesstul ones, Riaz, A, Haider, M. (2010) revcaled that job success is more dependent on 
transtormational and transactional leadeship as compared to career satistaction 

A study conducted by Ngodo, 0. E (2008) uncovered that transtormational leadership approach is 
capable ot producing positive outcomes such as leadership ctectivcness, devclopment of 
organizational citizenship hehav ior. tollower commitment to the leader. and the organization as well as 

foliower satisfaction on the job. Acconting to Sabgal. P. & Pathak, A. (2007) Leaders do not emerge 
as a consquenee of vents or incidents but a joumev of distinctive lite experiences and processes. It 
concludes with a tramework that wcaves the background of leadership that have enabled leaders to 
accomplish professional grow th and success and Phipps, S. T, A, Prieto, L. C, (20) established 
that distinctions in individual personalitics intluence leadership behaviors in general and 
transtormationa! leadership in particular. However, not all pesOnaity characteristics (openness to0 
eperiene, conscieniousness, extroversion introversion, agreablencss, and neurotCISm emotional 
stability are signiicant predictos of transtormationaB leadership. It also suggests that one personality 
dinension trom the Five Factor Model is not alwavs suficient to predict transtormational lcadership. 
Ocasionallv, the combincd eflect of several personality traits brings about transtornational 

leadership, or the intluence of other variables such as pohtical skill drives or srengthens the 
relationship between personality and transformational leadership. 
Kent. T. W., et al (2010) tound that men and women leaders behave as leaders in the same way and 

men and women do not diter in their general perceptions ol others as leaders. Mehta, S., Krishnan, 
T. (2004) revealed that trnsformational leadership is the highest when soft tactics are used in a strong 
culture and the lowest when hard tacties are used in a weak culure. Also Giri, V., Santra, T. (2008) 
revealed that the transfomational leadership and transactional ledership styles were found to be 
positively correlatd to organizational eltectiveness and lassaiz-faire leadership slyle was found to be 
negatively correlated with oranizational eftectiveness,. Further, it was observed that trunstormational 
and transactional leadership stvles were positively corelated with Face to Face communicaion. 
Krishnan, V. (200) made an argument for teaching Indian philosophy in schools and colleges in 

India to facilitate the emergence of a grcater nunnber of transtomational leaders who could itt people 
to higher levels. Finally Rus, M. (2012) in a comparative study lcadership ic. trnstomational vs. 
transactional in terms of employee pertomance in public and priv ate organizations concluded that 
transfomational leadership is better than transactional because it is perceived that transtomational 
leaders arc closer to the necds of employees and continuously investigate ther necessities. 
The above review of literature shows that there have been a number of studies of trnstormalional 
leadersh1p in various Industries like Private and publie sectors, petrochemical industry. pharmaceutical 
industry. construcion industry cte. The other studies of transtormational leadership include successtul 
and unsuccessful companies and trnstormational leadership, orgunizational etleviveness and 
Transtormational Leadership. transfomational leadership and hon-protil organizations, 
Transtormational Leadership and nnanaging change, ete. However, there have not been any studies on 
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transtommational lcadership bchaviours in |T (sottwarc) companies conducted in india. STATEMENT OE THE PROBLEMl: 
T'ior esearches proved that transiomational leadershup bchaviour attects employee pertormance and COmmiment, organization culture, personal outeomes, job satistaction. creativ ity, change management, ec. ln the present day, IT ndustry in India is undergoing considerable changes in Tesponse o the changing business envionnent. The tollowing are and will be the IT challenges in the tuture like global isation. eXeess orkload, change. on-tiime pertormance and quality. cultural and rgional ditlerences, outsourcing and ofl- shoring. project management, meeting customer Cpecation, cte, Theretore, trMstomational leaders in an IT sector play a very important role to manage the working of an organisation. Thus the question arises here whether transtormational leadership intluences the team pertormance and employee conmmitment in the ever-volatile IT sector. 

SCOPE OF THE STUDY 

ISSY 2231-$7%0 

Transtormational leadership style has proved to gain high importance in business particulariy in IT (Soflware) industry. In an IT (software) ndustry, it is necessary that the leader should be etlective and charismatie so that he is able to lead from the front and initiate the followers to adopt the same techniquc and take risk. The importance of transformational leadership lies on the fact that these leaders pay special attention to cach and every individual needs for growth and achievement by guiding them as coach and mentor. Transtormational leadership style increases the pertomance ot the organisation, pOsitivcly linked wvith the customer satistaction, higher commitment for the subordinates, increasCS the trust in the management, etc. Thus transtormational leadership possesses many advantages and is highly regarded as important by the nnanagement. 
OBJECTIVES OF THE STUDY 
a) To study demographic profile of Tean1 Members in IT (Sottware) companies in India. b) To analyse the transformational leadership bchaviour of Team Leaders in IT (Software) companies of India. 

RESEARCH METHODOLOGY: 
The purpose of this study is to know transformational lcadership behaviour in IT (Software) companies in India. Teanm members of IT (Softw are) companies all over India were the population the study. The sample size for the study was 100 respondents i.e. tcam nembers. The primary data was 

n of 
collected trom the respondents by using Multifactor Leadership Questionnaire (MLQ). The survey has been conducted at the IT companies located in Goa, Mumbai, Bangalore, Pune and Hyderabad on the basis of concentration of IT companies based on judgement sampling. The Statistical tools used for analysis of primary data include mean, Standard Deviation, for analysis and intepretation of the data collected Irom IT (sottware) companies in India. 
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DATA ANALYSIS: 

Table 1: Demographic Profile of Team Members 

Gender 

Age 

Demographic profile 

Marital Status 

Qualification 

Designation 

Experience 

Source: Primary Data 

Male 

Female 

21-25 Years 
26-30 Years 
31-35 Years 
36-40 Years 

Married 
Single 

M.E 
MCA 
B.E 
M.Sc 
B.Sc 
Others 

Category 

Programme Developer 
Software Engineer 
DBA 
Consultant 

Others 

1-5 Years 
6-10 Years 

Above I0 Years 

Percentage (%) 
S7.7 
42.3 

23.1 
37.5 
30.8 
8.7 

28.8 
71.2 

17.3 
21.2 
52.9 
4.8 
2.9 
1.0 

29.8 

30.8 
16.3 
7.7 
15.4 

76.9 
16.3 
6.7 
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Table I shows the demographic profile of the Team Members in the IT (Software) companies in India. 
The gender composition of the sample was strongly biased towards males (57.7% male'42.3% 
female). In case of Team Members, majority of them are in the age group of 26-30 years i.e. 37.5°%. 
The trend shows that younger generation supervises the IT (Software) companies. Most of the Team 
Members are single i.e. 71. 2%.Team member's qualification includes M.E (1T). MCA, B.E (IT), M. 
Sc, B. Sc. Majority of Team Members' are qualified with B. E (IT) i.e. 52.9%, followed by MCA 
(21.2%), M.E (IT) � 17.3% and others. Team Members worked in IT (Sofiware) companies having a different designation includes Programme Developer (junior / senior), Software Engincers, DBA, SAP 
consultants, etc. Most of the Team Members were software Engineers (30.8%), followed by 

Programme Developers (29.8%) DBA (16.3%), etc. Majority of Team Members were having an 
experience of 1-5 years i.e. 76.9% followed by 6-10 years i.e. J6.3%. 
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Table 2: Team Members Perception about their eaders' Leadership Behaviour 

1. 

around. 
2. Expresses with a few simple 
words what we could and should 
do. 

3. Encourages to think about old 
problens in new ways 
4. 

S. 

Statements 

Makes us fecl good when 

6. 

Tells us what lo do if want to 
be rewarded for our work. 

Provides satisfaction and 
agrced-upon standards. 

8. 

Motivates to devclop onc. 

Ailows continuing working in 
the same way as always. 

9. 

Complete faith in us. 

Provide appealing images 
about what we can do 

10. Provide us with ncw ways of 
looking at puzzling things 
l1. Allows us to know how wc 

think what we arc doing. 
12. Providc recognition/rewards 

13. Allows to do the work and do 

not try lo change anything. 
14. Whatever we want to do is 

15. Proud to be associated with 
him 

16. Hclp us to find mcaning in our 
work. 

17. Encourages to rethink ideas 
that we had never qucstioned before 

18. Provides personal attention to 
us whcn secm rcjceted. 
19. Provides attentio lo what we 
can reward for what we acconplish. 
20. Sct standards we bave to know 
to carry out our work 

21. Asks only what is absolutely 
CSscntial 

Source: Primary Data 

Not at all 

4.8 

4.8 

4.8 

5.8 

4.8 

4.8 

5.8 

4.8 

4.8 

14.4 

4.8 

7.7 

4.8 

4.8 

8.7 

Once in a 
while 

-

I1.5 

8.7 

4.8 

S.8 

3.8 

3.8 

3.8 

2.9 

2.9 

7.7 

2.9 

7.7 

6.7 

4.8 

7.7 

Sometin1es 

7.7 

15.4 

14.4 

11.5 

22.1 

14.4 

27.9 

9.6 

19.2 

19.2 

20.2 

20.2 

36.5 

413 

30.8 

10.6 

13.5 

|4.4 

24 

13.5 

18.3 

Most Often 

44.2 

75 

55.8 

58.7 

51 

S9.6 

35.6 

60.6 

49 

42.3 

S6.7 

42.3 

30.8 

46.2 

44.2 

67.3 

SL.9 

47.I 

54.8 

58.7 

40.4 

ISSN 2231-5780 

Frequcntty 

43.3 

8.7 

25 

25 

14.4 

20.2 

23 

20.2 

20.2 

29.8 

/4.4 

23.1 

24 

1.9 

17.3 

14.4 

26.9 

22.1 

13.5 

23.1 

32.7 

Total 

100 

100 

100 

100 

100 

100 

100 

100 

190 

100 

100 

100 

100 

100 

100 

100 

J00 

100 

100 

100 

100 

288 

when wve reach thc goals 

0.K. with him. 



EITH nteraational Journal of Multidisciplinary Research loLS12. December (2018). pp. 283-291 Online av ailable at zenithrescarch.org.in Transformational leadership behaviours: On an average. all the four behaviours, viz. idealised intluence. inspirauona! moivation. intellectual stimulation and individualized consideration were exhibitei most often. The most trquently exhibited behaviour was inspirational motivation, i.e. 66 t.el. tolewed by indiidualised consideration i.e. 56 (54.16%): followed by intellectual stimulation. Le. 3s0.0: and lastlv, idealised influence, ie. 51 (49.66° o). 
Iransactional leadership behaviours: On an average. majority of lcaders exhibited management-by elepion mest often. ie. $4(51.6°%) and contingent reward most often. i.e. 51 (49.36%). 
Laisez-faire leadership: On an average, majority of leaders totaling 42(40.73° %) exhibited laissez-faire leadership most often. 

Table 3: Mean and Standard Deviation 

Statements 
Maks us f god when around. 

12 

ExpreS with a few simple words what we could and should do. 
Encourages to think about old probiems in new ways 
Moivats o develop one. 
Tells us hat to do if want to be rew arded for our work. 

Provides aisfacçon and 2reed-upon standards. 

Allows continuing working in the same way as always. 
Complete faith in us 
Pros ides appealing mages about what we can do 

10. Pre, ide us w ith new wavs of looking at puzziing things 
1. Aioas s to knos how we think what we are doing. 

Pror ide reognition rewards when we reach he goals 

13. Aows io do the worik and do not try to change anvthing. 14. 3atva we want to do is O.K with him. 
I5. Proud to be associated with him 

16. Help us to fimd meaning in our work 
Encourages to rethink ideas that we had never questioned before 18. Provides peSonal attention to us when seem rejected. 

19 Pros 1des attention to what we can reward for what we accomplish. 
20 Sat standards we have to know to cary out our work 
21. Aks only ahat is absolutely essential 

Mean 

3.21 

2.9! 

2.96 
2.99 

2.66 

2.88 

2.63 

2.87 

2.72 

2.88 

2.72 

2.6 

2.65 
2.32 

2.66 

2.88 

2.93 

ISSN 2231-5780 

2.66 

2.73 

3 

2.96 

Standard Deviation 

0.952 

0.523 

0.913 
0.898 

0.899 

0.928 

L.08 

0.956 

L.038 

i.036 

0.929 

I.258 

1.041 
0.884 

0.961 

0.741 

0.978 

1.163 

0.815 

0.75 

0955 
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Table 4: Mean and Standard Deviation indicating the team members perception of their 

Leaders' leadership behaviours. 

Transformational Lcadership 

Transactional Leadership 

Laissez-faire Leadership 

MEAN 

2.87 

2.75 

2.64 

CONCLUSION 

SD 

0.924 

0.949 

ISSY 2231-5780 

0.973 

Transformational leadership: The mean is 2.87 and the SD 0.924.The mean implies that the leaders 

exhibited transformational leadership most often. This was a relatively high level of transformational 

leadership exhibited by the Team Members about leaders. At the 0.924 the SD is low implying that 

there is litle variation around the mean. 

Transactional leadership: The mean is 2.75 and the SD is 0.949, the mean implies that the leaders 

exhibited transactional lcadership most oflen. This was also a relatively high level of transactional 

leadership exhibited by the leaders. At the 0.949 the SD is low implying that there is little variation 

around the mean. 

Laissez-faire leadership: The mean is 2.64 and the SD is 0.973. The mean implies that the leaders 

also exhibited laissez-faire leadership most often. 

The results of the study showed that on an average, the level of transformationa! leadership is more or 

less the same as the level of transactional leadership, as leaders exhibited these styles of leadership 

most often. 

Leadership is at the heart of eflective management. Team leaders use various leadership styles to 
influence subordinates and to get things done in organizations. Behaving in ways that motivate and 
inspire those around them, paying attention to each individual's needs for achievement and growth, 
encouraging a two-way exchange in communication. and actively listening to subordinates' concems 
and opinions are examples of transformational leadership behaviors. On the other hand, punishing and 
withdrawing rewards or promotions are examples of transactional leadership behaviors. Avoidance or 
absence of leadership is the laissez-faire approach. 
Transformational leadership behaviors result in positive effects such as high satisfaction and 
commitment, high motivation and high productivity levcls in subordinates. Relying on either the 
laissez-faire style of leadership approach or the transactional style of leadership may cause negative 
effects in organizations. 

The results of the study showed that transformational leadership behaviour . on an average, all the 
four behaviours, viz. idealised influence, inspirational motivation, intellectual stimulation and 
individualized consideration, were exhibited most often. The most frequently exhibited behaviour was 
inspirational motivation, followed by individualised consideration. followed by intellectual 
stimulation, and lastly, idealised influence. 
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