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Abstract

Achieving organisational objectives, increasing productivity, and cultivating positive team
dynamics all depend on effective leadership. Nevertheless, little is known about the connection
between team dynamics and leadership style. As is well known, leaders are primarily in charge
of managing the affairs of any team or group. Though occasionally other team members may
take over as team leader when the leader fails to meet expectations, the leader typically offers
leadership for the group. It is also true that a group or team is formed by a number of individuals.
Nonetheless, competent leadership may guarantee that individuals from different backgrounds
who make up different teams or groups collaborate as a single unit while operating effectively
and efficiently. This study evaluates the impact that leadership philosophies can have on team or
group dynamics. To achieve success, boost productivity, and cultivate favourable team

dynamics, organisations should place a high priority on developing transformational leaders.
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Introduction to Leadership Groups

Teams and groups are frequently used in organisations, particularly in high-end
businesses. “A collection of three or more individuals who interact intensively to provide an
organisational product, plan, decision, or service” is the general definition of a group given by
Devine et al. (1999). While members of a team must inevitably have each member present in
order to perform well, members of a group do not necessarily need each other to be present in
order to function effectively, according to Zoltan and Vancea (2015). Despite this distinction,
groups and teams will be utilised interchangeably in this paper (Katzenbach & Smith, 1993).

Ad hoc project teams, ongoing project teams, ad hoc production teams, and ongoing

production teams are the four categories of organisational teams that have been defined (Devine
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et al., 1999). Teams working on continuous and ad hoc projects plan, make decisions, resolve
issues, and interact with clients. Ongoing teams, on the other hand, are permanent with
comparatively fixed members, whereas ad hoc project teams have a limited lifespan. On the
other hand, production teams produce goods or offer services to the general public. Ad hoc
production teams are short-term, whereas ongoing production teams are permanent and regularly
produce goods or offer services.

The majority of businesses are able to classify teams according to their culture and their
location in place and time as a result of globalisation and internationalisation. These include
virtual teams, transnational teams, mixed-culture teams, and cross-cultural teams (Earley & Erez,
1997). It is important to remember that teams of this kind face a variety of difficulties that centre
on expectations, preconceptions, values, and behaviours that must be managed skilfully in order
to guarantee that the group’s goals are successfully met. In recent years, virtual teams have
grown significantly in popularity. A virtual team is one whose members are dispersed over
different locations and who primarily use information and communication technology for
information sharing and personal communication. These few discovered categories highlight the
fact that there are a variety of group characteristics, even if the types of groups that have been
addressed thus far are not definitive and there are more types that can be identified. Thus, this

suggests that what is effective for one group’s members could not be effective for another.

Leadership and Motivation

A team’s success or failure is largely dependent on its leadership, since one of the
primary responsibilities of leaders is to inspire followers to reach the intended goal. Motivation,
according to Mitchel (1982), is the process of determining the traits that set people off and make
them perform the necessary activity. Nonetheless, people act in certain ways for a variety of
reasons. Therefore, what inspires one individual might not inspire another (Mitchel, 1982). The
idea of motivation is explained by a variety of theories due to the complexity of personal
demands and motivations. These theories include the Porter-Lawler Model, Vroom’s Expectancy
Theory, McGregor’s X and Y Theories, McClelland’s Need Achievement Theory, The Equity
Theory, Value-Percept Theory, Maslow’s Hierarchy of Needs, and Herzberg’s Two-Factor
Theory/Motivator-Hygiene (Badubi, 2017).
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Human wants are categorised into five levels by Maslow’s hierarchy of requirements,
which says that if basic needs are addressed, people will be content and driven to work
effectively based on their level. According to Smith and Cronje (1992), there are five stages:
physiological, security, social, esteem, and self-actualisation needs. According to Saif et al.
(2012), Herzberg’s Two-Factor Theory highlights satisfiers, or aspects of work that make
employees happy, including accomplishment, acknowledgement, the actual work, responsibility,
and advancement. Employees are divided into two groups by McGregor’s X and Y Theories
(McGregor, 1960). The first theory, X, holds that workers typically dislike their jobs and must be
coerced, controlled, threatened with punishment, and guided in order to achieve the intended
results. The second theory, Y, holds that workers will work efficiently if they are sufficiently
satisfied with their jobs.

According to McClelland’s need attainment theory, people are driven to succeed by their
own aspirations (Saif et al., 2012). The Equity Theory states that workers will always weigh their
efforts and the benefits they receive from their tasks; if the reward is great, they will perform
better (Naveed et al., 2011). Individual pleasure is influenced by personal values, according to
the Value-Percept Theory (Anderson, Ones, Sinangil & Viswesvaran, 2001). Vrooms’
expectancy theory’s primary goal is to increase employee happiness while lowering discontent
(Wagner and Hollenburg, 2007). According to the Porter-Lawler Model, people’s conduct is
influenced by both internal and external factors, as well as their own objectives, needs, and
desires as well as their capacity for making decisions about potential courses of action (Wagner
& Hollenburg, 2007).

As individuals come together to form groups, these incentive theories, although
applicable to individuals, also apply to groups. However, motivation becomes more complicated
in teams because each member will have unique personal demands that will drive them to
perform at their highest level. Some team members might not perform as expected if this is not
well controlled by the leadership, but motivated team members will perform very well.
Leadership is in charge of making sure that each team member is highly motivated to help the
group reach its goals. Some team members are capable of taking on the leadership role in
ensuring that the team members are highly motivated, even if the official leader does not exercise
leadership (Wolman, 1956).

Guru Gobind Singh College for Women, Sector 26, Chandigarh
128



Gyankosh: An Annual Double Blind Peer Reviewed Journal ISSN: 2581-8252
Special Volume, December 2025
Commemorating 350th Martyrdom Day of Guru Tegh Bahadur Ji

Guru Gobind Singh College for Women, Sector 26, Chandigarh
129



Gyankosh: An Annual Double Blind Peer Reviewed Journal ISSN: 2581-8252
Special Volume, December 2025
Commemorating 350th Martyrdom Day of Guru Tegh Bahadur Ji

Leadership Styles & their impact on Team Dynamics

To make sure team goals are successfully met, leaders employ a variety of techniques.
Four leadership styles—weak leadership, excessive deference to authority, blocking, and
assessment anxiety—are identified by Wolman (1956) as having an impact on group dynamics.
Depending on what drives each member of the organisation, these leadership philosophies can
have a favourable or detrimental effect on the group. The discussion that follows evaluates the
leadership philosophies.

Weak leadership in a group or team indicates that the leader is unable to give the team the
necessary guidance and is not firm enough while making decisions. As much as the leader is
responsible for inspiring the team, he is also responsible for steering the group towards
accomplishing its goals. A group member may step up to take on the “directing” role if the leader
is unable to do so. If the subordinate who assumes the directing role has sufficient information to
enable wise decisions, the detrimental effects on the team won’t be too great. However, group
members typically have less access to information than the leader has. When the dominant
member is not given enough knowledge, the group may become distracted by misaligned
priorities, which would postpone the team’s goal-achieving. Disagreements may arise between
the dominating team member who takes on the leadership role and other team members, or even
the weak leader, if he fails to manage the situation well.

When team members appear to always agree with the leader without questioning
whatever the leader says, this is referred to as excessive respect to authority. In a team like that,
the team as a whole is bound by the leader’s instructions. The risk here is that no team member
can speak up until it’s too late, even if the team leader is making a mistake. Organisations suffer
the most from this since projected project budgets, schedules, and quality are not met throughout
execution. On the other hand, team members who have an experienced leader are given the
necessary guidance to accomplish goals on schedule, with the appropriate quality, and at the
appropriate cost. Team members are demotivated by this leadership style since it prevents them
from participating in decision-making. If seasoned team members’ thoughts, ideas, and
contributions are not solicited, they may occasionally feel devalued.

When team members’ information flow is interrupted, blocking is said to have occurred.

What guarantees that things are done correctly is the unrestricted exchange of information
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among team members. The leader of a team usually has a tight relationship with a select few
team members, which allows those individuals to access information that is not available to the
other team members who are not as close to the leader. The team will probably become divided
as a result, and some members won’t have the information they need to accomplish the goal. One
benefit, though, is that blocking makes sure private data doesn’t end up in the wrong places. As a
result, competitors find it more difficult to exploit private information against the companies who
own it.

Team members can feel that other people in their group don’t understand them or are
unfairly judging them. They suppress their ideas in that situation. Assessment anxiety is the term
for this. If spoken, these viewpoints typically have the ability to sift through the leader’s choices,
eliminating any ambiguity from instructions and exposing the flaws in a certain plan of action.
Team members may lose motivation if they are unable to freely share their ideas or opinions
because of criticism from other team members. In such a scenario, a leader should make sure that

everyone on the team is free to express themselves without fear.

Conclusion
It has been observed that there are several kinds of organisations and that successful
leadership guarantees the accomplishment of group goals. Leadership makes ensuring that team
members are motivated to accomplish this. Although there are many different theories of
motivation, they all come to the same conclusion: what inspires one team member might not
inspire another. Team members might be inspired or demotivated by different leadership
philosophies. However, it is the leader’s responsibility to employ the right approach that will

inspire his team members while taking into account their individual traits.
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