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   Chapter 1: Introduction

      1.1 Background of the Study 

Leadership plays a significant role in determining organizational success. Effective leaders influence employee motivation, communication and collaboration, enabling teams to achieve organizational objectives. In today’s competitive business environment, organizations require leadership approaches that encourage innovation, adaptability and high performance (Yukl and Gardner, 2020). Among the different leadership styles, charismatic leadership has attracted considerable academic attention because of its ability to inspire and influence followers through vision, confidence and effective communication. The concept of charismatic leadership originated with Max Weber (1947), who described charisma as a form of authority based on the exceptional qualities attributed to an individual by their followers. Later, House (1977) developed this idea into a leadership theory, arguing that charismatic leadership influence followers by communicating an inspiring vision, demonstrating confidence and acting as strong role models. Previous studies suggests that charismatic leadership can increase employee commitment, trust and motivation, all of which contribute to improved team performance (Northouse, 2022). However, researchers also recognize that the effectiveness of charismatic leadership may vary depending on the organizational context and the characteristics of employees. This study therefore examines to understanding the relationship and how charismatic leadership influences team performance and explores its relevance within contemporary organizations.

       1.2 Research Problem 

  Although charismatic leadership has been widely studied, there is still limited agreement regarding its overall impact on team performance. While many researchers argue that charismatic leadership improves motivation, commitment and collaboration, other suggest that excessive reliance on charismatic leaders may reduce employee independence and critical thinking (Yukl and Gardner, 2020). Many organizations continue to experience difficulties in identifying leadership behaviours that consistently improve team performance. Recent research indicates that the relationship between charismatic leadership and team performance can depend on factors such as communication quality and how consistently team members perceive their leader (Eman et al., 2024). This study addresses this research problem by examining the relationship between charismatic leadership and team performance within organizational settings. 

         1.3 Research Aim 

 The aim of this study is to investigate the impact of charismatic leadership on team performance within organizational settings. Specifically, the research seeks to examine how charismatic leadership behaviours influence employee motivation, collaboration, communication and overall team effectiveness, which are recognized as important dimensions of effective organizational leadership (Yukl and Gardner, 2020). 

            1.4 Research Objectives 

      Based on the established literature on leadership effectiveness and charismatic leadership (Yukl and Gardner, 2020), the following objectives have been established:
1. To examine the key characteristics and theoretical foundation of charismatic leadership;
2. To investigate the relationship between charismatic leadership and team performance within organizational settings;
3. To evaluate how charismatic leadership influences employee motivation, communication and collaboration.

             1.5 Research Questions 

  Research questions provide direction for a study and should be clearly aligned with the research aim and objectives (Saunders, Lewis and Thornhill, 2019). To achieve the research aim and objectives, this study seeks to answer the following research questions:
RQ1. What are the key characteristics and theoretical foundations of charismatic leadership?
RQ2. What is the relationship between charismatic leadership and team performance within organizational settings?
RQ3. How does charismatic leadership influence employee motivation, communication and collaboration within teams?

    1.6 Significance of the Study 

  This study is significant because it contributes to a better understanding of how charismatic leadership influences team performance in organizational settings. The findings will enhance existing knowledge by examining the relationship between leadership behaviours, employee motivation and team effectiveness (Northouse,  2022). The research may also provide practical value for managers and team leaders by identifying leadership practices that encourage collaboration, communication and improved performance (Yukl and Gardner, 2020). Furthermore, the study may serve as a useful reference for students and future researchers interested in leadership and organizational behaviour, supporting further investigation into charismatic leadership across different organizational contexts. 

             1.7 Scope of the Study 

    This study focuses on the impact of charismatic leadership on team performance within organizational settings. It examines how charismatic leadership influences employee motivation, communication, collaboration and team effectiveness ( Northouse, 2022). The research concentrates on charismatic leadership as the main leadership style, although other leadership style approaches may be briefly discussed for comparison. The study uses a quantitative approach and collects data through questionnaires from employees working in organizations. Therefore, the findings will reflect the participants perceptions and may not be generalizable to every industry or organization (Saunders, Lewis and Thornhill, 2019).

              1.8 Structure of the Dissertation 

    This Dissertation is organized in organized into five chapters to provide a clear and systematic presentation of the research process (Saunders, Lewis and Thornhill, 2019).  Chapter One introduces the research by presenting the background, research problem, aim, objectives, research questions and significance of the study. Chapter Two reviews the relevant literature on charismatic leadership and team performance and develops the theoretical framework. Chapter Three explains the research methodology, including the research design, data collection and analysis methods. Chapter Four presents the research findings. Finally, Chapter Five discusses the findings, draws conclusions, identifies the study’s limitations and provides recommendations for management practice and future research. 

       1.9 Chapter Summary 
    This chapter has introduced the research by outlining the background of the study, identifying the research problem and presenting the research aim, objectives and research questions. It has also highlighted the significance and scope of the study while providing an overview of the dissertation structure. The chapter establishes the foundation for investigating the impact of charismatic leadership on team performance within organizational settings. Existing leadership research highlights the importance of leadership behavior on influencing individuals and teams (Yukl and Gardner, 2020; Northouse, 2022). The next chapter reviews the relevant literature, examines key theories of charismatic leadership and team performance and identifies the research gap that this study aims to address. 

         




       Chapter 2: Literature Review 

                2.1 Introduction 

   The literature review provides the theoretical foundation for this research by examining existing studies on charismatic leadership and team performance. Leadership research includes various theories and models explaining how leaders influence individuals, teams and organizational effectiveness (Northouse, 2022; Yukl and Gardner, 2020). This chapter critically reviews key concepts, leadership theories and empirical research related to charismatic leadership, with particular attention to employee behaviour, motivation and team effectiveness. It also identifies gaps in the existing literature and examines the relationship between charismatic leadership and team performance, providing a theoretical basis for the research methodology and subsequent analysis. 

               2.2 Concept of Leadership 

    Leadership is an important factors influencing organizational effectiveness and long-term success. It involves the ability to influence, motivate and guide individuals towards achieving shared goals (Northouse, 2022). Effective leadership can encourage collaboration, employee engagement and organizational performance, particularly in competitive and changing environments (Yukl and Gardner, 2020). Various theories have been developed to explain leadership effectiveness, including trait, behavioural,  contingency, transformational and charismatic approaches. These theories provide  different perspectives on how leaders influence individuals and teams to respond to organizational needs. Understanding these perspectives provides a foundation for examining charismatic leadership and its relationship with team performance. 

                2.2.1 Definition of Leadership 

    Leadership has been defined in various ways, reflecting its complexity within organizations. Northouse (2022) defines leadership as a process through which an individual influences a group of people to achieve a common goal, while Yukl and Gardner (2020) emphasize influencing and facilitating individual and team efforts towards organizational objectives. Beyond managing tasks, effective leadership involves communicating a clear vision, inspiring confidence and encouraging employees to develop their capabilities. Leadership can therefore influence employee motivation, organizational commitment and overall team performance. 

                 2.2.2 Leadership Styles 

   Leadership style represent different approaches used to influence, motivate and manage employees. Common styles include autocratic, democratic, laissez-faire, transformational, transactional and charismatic leadership (Northouse, 2022). Their effectiveness may vary according to organizational conditions and workforce characteristics. Among these approaches, charismatic leadership emphasizes vision, inspiration and strong interpersonal relationships. Charismatic leaders can motivate employees by communicating a compelling vision, demonstrating confidence and building trust within teams (Yukl and Gardner, 2020). However, leadership effectiveness remains depends on factors such as organizational culture, employee expectations and workplace challenges.

                  2.2.3 Importance of Leadership in Organizations 

   Effective leadership contributes to organizational success by influencing employee behaviour, communication and collaboration. Strong leadership can increase motivation, job satisfaction and organizational commitment, positively affecting team performance and productivity (Robbins and Judge, 2023). Leaders also play an important role in managing change, resolving conflict and supporting innovation. Employees who trust their leaders are more likely to collaborate, share knowledge and contribute towards organizational objectives (Yukl and Gardner, 2020). Therefore, effective leadership remains important for managing diverse teams and supporting long-term organizational success. 

                  2.3 Charismatic Leadership 

  Charismatic leadership focuses on a leader’s ability to inspire, motivate and influence followers through vision, confidence and effective communication (Conger and Kanungo, 1998). Unlike approaches relying primarily on formal authority, charismatic leadership  emphasizes personal qualities that encourage employees to commit to organizational goals and perform beyond normal expectations. Researchers associates charismatic leadership with increased employee motivation, organizational commitment and team performance (Yukl and Gardner, 2020). However, its effectiveness may depend on organizational culture, employee expectations and ethical leadership behaviour. Understanding its characteristics and theoretical foundations is therefore important for evaluating its impact on team performance. 

                   2.3.1 Origins of Charismatic Leadership 

      The concept of charismatic leadership originated with Weber (1947), who described charisma as a form of authority based on the extraordinary qualities followers attribute to a leader. Charismatic leaders gain influence because followers perceive them as capable of inspiring confidence and commitment, particularly during uncertainty or organizational change. Building on Weber’s work, House (1977) developed the Charismatic Leadership Theory, arguing that charismatic leaders influence followers through an inspiring vision, self-confidence and role modelling. These theories established an important foundation for later research examining the relationship between charismatic leadership and performance. 

                 2.3.2 Characteristics of Charismatic Leadership 

  Charismatic leaders possess distinctive characteristics that enable influence employee attitudes and behaviours. They communicate a compelling vision, demonstrate confidence, optimism and use strong interpersonal skills to built trust and commitment within teams (House, 1977). They are also sensitive to followers needs and can inspire employees through enthusiasm and personal example. Conger and Kanungo (1998) identify strategic vision, sensitivity to environmental opportunities, unconventional behaviour and personal risk-taking as important dimensions of charismatic leadership. However, excessive dependence on charismatic leaders may reduce employee independence. Therefore, charisma should be balanced with ethical leadership and shared decision-making. 
 
              2.3.3 Theoretical Perspectives on Charismatic Leadership ( Weber, House, Conger & Kanungo)

    Several theories have contributed to the understanding of charismatic leadership. Weber (1947) introduced charismatic authority, while House (1977) explained how leaders influence followers through vision, confidence and personal influence. Conger and Kanungo (1998) later conceptualized charismatic leadership through observable behaviours, including strategic vision, sensitivity to environmental opportunities and personal risk-taking. More recent perspectives emphasize that charismatic leadership is most effective when combined with ethical behavior, effective communication and employee empowerment (Yukl and Gardner, 2020). Although charismatic and transformational leadership share similarities in motivating employees and encouraging organizational commitment, debate remains over whether charisma alone can sustain organizational performance. Therefore, charismatic leadership should be considered in relation and potential limitations when evaluating its influence on team performance. 

                   2.4 Team Performance 

    Team performance is fundamental to organizational success and refers to the ability of individuals to work collaboratively towards shared goals while maintaining productivity and quality (Kozlowski and Ilgen, 2006). It is influenced by factors including leadership, communication, trust, employee motivation and organizational culture. High-performing teams typically demonstrate strong collaboration, effective communication and shared commitment to organizational objectives (Salas, Sims and Burke, 2005). Team performance depends not only on individual abilities but also on how members interact, solve problems and respond to leadership. Therefore, leadership plays an important role in creating conditions that support effective teamwork and performance.

                   2.4.1 Definition of Team Performance 

    Team performance refers to the extent to which a team achieves its objectives through  effective collaboration and positive working relationships. Robbins and Judge (2023) associate team performance with coordinated effort, communication and shared responsibility in achieving organizational goals. Similarly, Katzenbach and Smith (2005) emphasize complementary skills, mutual accountability and common purpose as characteristics of successful team. Team performance therefore extends beyond productivity to include cooperation, knowledge sharing, innovation and problem-solving, which contribute to organizational success. 

                2.4.2 Factors Influencing Team Performance 

    Team performance is influenced by several factors, particularly leadership, communication, trust and employee motivation. Leaders shape team behaviour, establish objectives and motivate employees to shared goals (Kozlowski and Ilgen, 2006). Effective communication also supports coordination by ensuring that information and responsibilities are clearly understood. Salas, Sims and Burke (2005) identify team leadership, mutual performance monitoring, backup behavior, adaptability and team orientation as central components of effective teamwork, supported by communication and mutual trust. Conversely, poor communication, unclear roles and ineffective leadership can reduce team effectiveness and organizational performance.

                   2.4.3 Measuring Team Performance 

   Team performance can be assessed through outcomes such as productivity, quality, efficiency and achievement of objectives. However, effectiveness should not be evaluated solely through final outputs, as team processes and interactions also influence performance (Mathieu et al., 2008). Organizations should therefore consider both outcome-based and process-based measures. Collaboration, coordination, adaptability and communication provide additional evidence of how effectively team members work together (Kozlowski and Ilgen, 2006). Combining these measures provides a more comprehensive assessment of team effectiveness and the influence of leadership on performance.  

                    2.5 Relationship Between Charismatic Leadership and Team Performance 

   Charismatic leadership can influence team performance by inspiring employees, communicating a compelling vision and encourage commitment to shared organizational goals (House, 1977; Conger and Kanungo, 1998). These behaviours can promote employee motivation, collaboration and performance beyond expected standards. Research associates charismatic leadership with employee engagement, organizational commitment and team effectiveness. However, its influence may vary according to organizational culture, team dynamics and followers perceptions of leadership (Eman, Hernandez and Gonzalez-Roma, 2024). The following sections examine five key factors through which charismatic leadership may influence team performance. 

               2.5.1 Charismatic Leadership and Employee Motivation 

   Charismatic leadership can enhance employee motivation by communicating an inspiring vision, recognizing individual contribution and encouraging employees to achieve challenging goals. House (1977) argues that charismatic leaders strengthen followers confidence and commitment by expressing high expectations and demonstrating confidence in their abilities. Similarly, Conger and Kanungo (1998) emphasize vision, personal influence and follower commitment. When employees identify with the leader’s vision and feel valued, they may demonstrate greater motivation and contribute more effectively towards collective goals.  

                   2.5.2 Charismatic Leadership and Communication 

    Effective communication is a key characteristic of charismatic leadership. Charismatic leaders communicate organizational goals clearly, provide direction and use persuasive communication to encourage followers to support a shared vision (Conger and Kanungo, 1998). Recent research supports this relationship. Eman, Hernandez and Gonzalez-Roma (2024) found that intra-team communication quality can link team members perceptions of charismatic leadership with team performance. This suggests that charismatic leadership may strengthen communication within teams, contributing to improved team effectiveness. 

                   2.5.3 Charismatic Leadership and Collaboration 

    Charismatic leaders can encourage collaboration by creating a shared sense of purpose and strengthening commitment to collective objectives (House, 1977). Effective teamwork also depends on communication, coordination, mutual trust and shared responsibility (Salas, Sims and Burke, 2005). By encouraging employees to identify with common goals, charismatic leadership may strengthen cooperation and support within teams. However, collaboration also depends on team characteristics and the organizational environment, meaning leadership alone cannot guarantee successful teamwork.   

                      2.5.4 Charismatic Leadership and Trust 

   Trust is an important foundation of effective leadership and teamwork. Charismatic leaders can develop follower trust through confidence, a compelling vision and commitment to shared organizational objectives (Conger and Kanungo, 1998). However, excessive dependence on a charismatic leader may reduce employee autonomy (Yukl and Gardner, 2020). Therefore, charismatic leadership should be supported by ethical behaviour, employee empowerment and shared decision-making to maintain trust while protecting individual independence. 

                     2.5.5 Charismatic Leadership and Innovation 

    Charismatic leaders can encourage innovation by inspiring employees to think creatively, challenge existing practices and develop new solutions (Conger and Kanungo, 1998). Through vision and encouragement, they may create an environment where employees feel confident to share ideas and take calculated risks. Research suggests that charismatic leadership can enhance creativity and performance when supported by appropriate organizational systems and a positive team climate (Lee et al., 2020). However, charisma alone may be insufficient to sustain innovation without employee empowerment and supportive organizational practices. 

                   2.6 Empirical Studies on Charismatic Leadership and Team Performance 

   Empirical research generally identifies a positive relationship between charismatic leadership and employee, and team performance, particularly when leaders communicate a clear vision, strengthen employee confidence and commitment (Howell and Frost, 1989; DeGroot, Kiker and Cross, 2000). However, findings are not entirely consistent, as effectiveness may depend on communication, organizational culture and followers perceptions. Charismatic leadership may also influence performance indirectly through motivation, trust and team communication (DeGroot, Kiker and Cross, 2000). The following sections examine the supporting evidence and limitations identified in previous research. 

                    2.6.1 Empirical Evidence Supporting Charismatic Leadership 

   Empirical studies generally support a positive relationship between charismatic leadership and performance. Shea and Howell’s (1999) found that charismatic leadership strengthened followers self-efficacy and tasks performance. Similarly, Wilderon, van den Berg and Wiersma (2012) found that charismatic leadership, combined with a supportive organizational culture, was associated with organizational performance. More recent research suggests that this relationship may operate indirectly. Studies indicate that charismatic leadership can improve team performance through effective communication and employee creativity. Zhang et al., 2025, for example, found that charismatic leadership may enhance task performance by stimulating creativity.  could improve task performance indirectly by stimulating employee creativity. Overall, the evidence suggests that charismatic leadership can improve performance through confidence, communication, creativity and commitment, although its effectiveness remains dependent on organizational and team conditions. 

                 2.6.2 Empirical Evidence on Limitations and Negative Effects 

   Although research often presents charismatic leadership positively, several limitations have been identified. Excessive dependence on a charismatic leader may reduce employees autonomy, critical thinking and willingness to challenge decisions. Christensen-Salem et al. (2020) found that the positive effect of charismatic leadership weakened when accompanied by abusive supervision, demonstrating that charisma cannot compensate for harmful leadership behavior. Researchers have also questioned the conceptual clarity of charismatic leadership. Banks et al.(2017) identified significant relationships between charismatic leadership and organizational outcomes, but highlighted measurement problems and overlap with transformational leadership. Therefore, the effectiveness of charismatic leadership depends not only on personal influence but also on ethical behavior, organizational controls and employee empowerment. 

                    2.6.3 Critical Evaluation of Empirical Studies 

   The empirical evidence generally supports a positive relationship between charismatic leadership and performance, although the findings should be interpreted carefully. Research suggests that its influence often occurs indirectly through factors such as self-efficacy, communication and creativity rather than through leadership alone (Shea and Howell, 1999). Many studies rely on questionnaire and employee perceptions, increasing the risk of subjective responses and common-method bias (Podsakoff et al., 2003). Cross-sectional research also makes it difficult to establish whether charismatic leadership directly causes improved performance. Furthermore, findings from particular industries or organizational cultures may not apply universally. Overall, charismatic leadership can contribute positively to team performance, but its effectiveness depends on organizational culture, ethical behaviour, communication and employee autonomy. These limitations support the need for further research examining employees perceptions of charismatic leadership and its relationship with team performance. 

                  2.7 Research Gap 

   Although charismatic leadership has been widely associated with positive organizational outcomes, important gaps remain in the literature. Much existing research focuses on individual employee outcomes, while fewer studies examine its relationship with team performance. Furthermore, findings from specific industries and cultural contexts may not be generalizable across different organizational settings (DeGroot, Kiker and Cross, 2000). Previous research also presents mixed findings, suggesting that the effectiveness of charismatic leadership may depend on organizational culture, ethical behavior and employee characteristics (Banks et al., 2017). Therefore, this study addresses these gaps by examining employees perceptions of charismatic leadership and its relationship with team performance within organizational settings.

                     2.8 Conceptual Framework 

   The conceptual framework proposes that charismatic leadership influences team performance through key organizational factors, including employee motivation, communication, collaboration, trust and innovation. Charismatic leadership represents the independent variable, while team performance is the dependent variable. These factors help explain how leadership behaviours may contribute to improved team effectiveness (Conger and Kanungo, 1998). Charismatic leaders can influence employees through a clear vision, effective communication and strong interpersonal relationships, strengthening motivation, trust and collaboration within teams (Shamir, House and Arthur, 1993). The framework, therefore, provides the theoretical foundation for examining the relationship between charismatic leadership and team performance and guides the methodology and data analysis in the following chapters. 

                   2.9 Chapter Summary 

    This chapter reviewed the literature on charismatic leadership and team performance, including its theoretical foundations, key characteristics and influence on employee and team outcomes (House, 1977; Conger and Kanungo, 1998). It also evaluated empirical evidence, identifying both the benefits and limitations of charismatic leadership. Finally, the research gap and conceptual framework established the foundation for examining the relationship between charismatic leadership and team performance in this study.

                  




















                      
                   Chapter 3: Research Methodology 

                     3.1 Introduction 

   This chapter explains the research methodology used to investigate the impact of charismatic leadership on team performance. It outlines the research philosophy, approach, design, sampling, data collection and analysis methods. Saunders, Lewis and Thornhill (2019) emphasize that appropriate methodological choices provide a structured framework for addressing research questions effectively. The chapter also considers reliability, validity and ethical issues to ensure that the study provides credible evidence for achieving the research objectives. 

        3.2  Research Philosophy

    Research philosophy refers to the assumptions and beliefs that guide how knowledge is developed and interpreted within a research study. Saunders, Lewis and Thornhill (2019) identify several philosophical positions in business research, including positivism, interpretivism, realism and pragmatism. This study adopts a positivist research philosophy because it seeks to examine the relationship between charismatic leadership and team performance through measurable and observable data. Positivism is particularly appropriate for quantitative research because it emphasizes objective measurement, structured data collection and statistical analysis (Creswell and Creswell, 2018). The study collected numerical data through a structured questionnaire examining participants’ perceptions of charismatic leadership and team performance. This allows relationships between the variables to be examined systematically while reducing the influence of the researcher's personal interpretation. Therefore, the positivist philosophy is consistent with the study’s quantitative methodology and its aim of evaluating whether a relationship exists between charismatic leadership and team performance. 

         3.3 Research Approach 

    A research approach explains how theory and empirical evidence are connected within a study. The two commonly used approaches are deductive and inductive. A deductive approach begins with existing theories and uses collected data to examine relationships between variables, whereas an inductive approach develops theoretical understanding from observations and findings (Saunders, Lewis and Thornhill, 2019). This study adopts a deductive research approach because it is based on established theories of charismatic leadership and team performance (Creswell and Creswell, 2018). Existing literature suggests that charismatic leadership behaviours, including inspirational vision, effective communication and personal  influence, may affect employee motivation and team outcomes. The study therefore used quantitative data collected through a structured questionnaire to examine whether employees perceptions of charismatic leadership were associated with perceived team performance. The deductive approach is appropriate because it allows the relationships identified in the literature review to be examined systematically using empirical data.

       3.4 Research Strategy 

    Research strategy refers to the overall method used to collect the evidence required to answer the research questions. This study adopts a survey strategy, using an online questionnaire to collect primary data from employees working within team-based organizational environments. The survey strategy is appropriate because it enables standardized information to be collected from a relatively large number of participants within a limited period (Saunders, Lewis and Thornhill, 2019). Participants answered the same set of structured questions, allowing responses concerning charismatic leadership, employee motivation, communication, collaboration and team performance to be compared and statistically analyzed. The use of an online questionnaire also provides an efficient and accessible method of collecting quantitative data. However, survey research depends on self-reported perceptions, meaning responses may be influenced by participants’ individual experiences and interpretations (Bryman and Bell, 2015). This limitation was considered when analyzing and discussing the findings. 

        3.5 Research Design 

   Research design provides the overall framework for collecting and analyzing data in order to answer the research questions (Saunders, Lewis and Thornhill, 2019). This study adopts a quantitative, cross-sectional research design, as data were be collected from participants at a single point in time rather than over an extended period (Creswell, J.W. and Creswell, J.D., 2018). The design is appropriate because the research aims to examine the relationship between charismatic leadership and team performance using measurable variables. A structured questionnaire allowed participants’ perceptions of leadership behaviours, motivation, communication, collaboration and team performance to be converted into numerical data for statistical analysis. A cross-sectional design is also suitable because it enables data to be collected efficiently within the available timeframe. However, as the study captures perceptions at one particular point in time, it cannot establish changes in leadership behavior or team performance over a longer period.

      3.6 Research Method 

   This study uses a quantitative research method to investigate the relationship between charismatic leadership on team performance. Quantitative research involves the collection and analysis of numerical data and is appropriate for examining patterns, differences and relationships between variables (Saunders, Lewis and Thornhill, 2019; Creswell, J.W. and Creswell, J.D., 2018). Primary data were collected using a structured online questionnaire containing mainly closed-ended questions measured through a five-point Likert scale,  ranging from strongly disagree to strongly agree. This approach allowed participants’ perceptions to be measured consistently and responses to be compared across the sample. The quantitative method is appropriate for this study because it supports the positivist philosophy and deductive approach adopted earlier in the chapter. It will enabled statistical analysis of the relationship between charismatic leadership and team performance, helping the researcher answer the research questions and evaluate the study objectives. 

         3.7 Target Population 

    The target population refers to the group of individuals from whom the researcher intends to collect data relevant to the research objectives (Saunders, Lewis and Thornhill, 2019). For this study the target population consists of employees working within team-based organizational environments who have experience of working under a supervisor, manager or team leader. Participants from different organizational backgrounds may be included because the study focuses on employees’ perceptions of charismatic leadership rather than on one specific organization or industry. Individuals with experience of teamwork and direct leadership are considered appropriate participants because they can evaluate leadership behaviours and their potential influence on motivation, communication, collaboration and team performance (Creswell, J.W. and Creswell, J.D., 2018). The study aims to collect responses from approximately 62 participants. This target is considered manageable within the available timeframe while providing sufficient data to identify patterns and relationships relevant to the research objectives. 

       3.8 Sampling Strategy 

    This study adopted a non-probability convenience sampling strategy. Convenience sampling involves selecting participants who are accessible and willing to participate in the research ( Saunders, Lewis and Thornhill, 2019). This approach is appropriate because of the limited time and resources available for conducting the study. Participants were recruited based on their availability and their experience of working within a team under the supervision of a leader or manager. The questionnaire was distributed electronically using Google Forms through personal and professional networks, allowing the researcher to reach employees from different organizational environments. Although convenience sampling provides an efficient method of obtaining responses, it also has limitations. Since participants are not randomly selected, the sample may not fully represent the wider working population, which limits the generalizability of the findings (Etikan, Musa and Alkassim, 2016) . This limitation was therefore considered when interpreting the results. 

       3.9 Data Collection Methods 
  
    Primary data were collected through a structured online questionnaire designed to examine employees’ perceptions of charismatic leadership and team performance. The questionnaire method is appropriate for this study because it enables standardized data to be collected efficiently from a relatively large number of participants and supports subsequent quantitative analysis (Saunders, Lewis and Thornhill, 2019). The questionnaire  consisted mainly of closed-ended questions and will be divided into several sections. The first section collected basic demographic information, such as age group, employment experience and current role. The remaining sections measured participants’ perceptions of charismatic leadership behaviours and aspects of team performance including motivation, communication, collaboration, trust and overall team effectiveness. Most statements were measured using a five-point Likert scale, ranging from  1 = Strongly Disagree to 5 = Strongly Agree. The use of a consistent scale allowed responses to be coded numerically and compared across participants (Saunders, Lewis and Thornhill, 2019). The questionnaire was created and distributed electronically using Google Forms to eligible participants through personal and professional networks. Before completing it, participants received information explaining the purpose of the study, the voluntary nature of participation and how their responses will be used. No personally identifying information was required, helping to maintain anonymity and confidentiality. The questionnaire method is particularly suitable for this research because it is consistent with the study’s positivist philosophy, deductive approach and quantitative research design. However, because the findings rely on self-reported perceptions, the possibility of response bias was considered when interpreting the results. 
    A copy of the questionnaire used for primary data collection is provided in Appendix A.

     3.10 Data Analysis Techniques 

   The quantitative data collected through the questionnaire were analyzed using descriptive and inferential statistical techniques (Saunders, Lewis and Thornhill, 2019). Before analysis, the responses were reviewed, coded and organized to ensure that the dataset is suitable for statistical examination. Descriptive statistics including frequencies, percentages, means and standard deviations, were used to summarize participants demographic characteristics and their responses to the questionnaire. Tables and charts were used to present the findings clearly and identify general patterns within the data. To examine the relationship between charismatic leadership and team performance, correlation analysis was used where appropriate (Field, 2018). This will help determine the direction and strength of the association between the main research variables. Relationships involving motivation, communication and collaboration were also examined to support the research objectives. The quantitative data were analyzed using Microsoft Excel, which was used to organize, code and statistically examine the questionnaire responses. The results were subsequently interpreted in relation to the research questions and compared with the literature reviewed in Chapter 2. This approach is consistent with the quantitative research design and will enable the study to provide a systematic assessment. 

       3.11 Reliability and Validity 

    Reliability and validity are important for ensuring the quality and credibility of quantitative research. Reliability refers to the consistency of a research instrument, while validity concerns whether the instrument accurately measures the concepts it is intended to measure ( Saunders, Lewis and Thornhill, 2019). To improve reliability, this study will use a standardized questionnaire in which all participants receive the same questions, instructions and five-point Likert scale. Questionnaire items were informed by established literature on charismatic leadership and team performance. Validity was supported by ensuring that the questionnaire items were directly aligned with the research aim, objectives and key concepts identified in the literature review. The questionnaire included  measures relating to charismatic leadership, employee motivation, communication, collaboration and team performance, allowing the collected data to address the research questions systematically. These measures helped to improve the consistency and credibility of the collected data while reducing potential measurement errors. 

           3.12  Ethical Considerations 
 
   Ethical considerations are essential in research involving human participants (Saunders, Lewis and Thornhill, 2019). This study followed the ethical guidelines established by the university to protect participants’ rights, privacy and well-being. Participation was voluntary and participants received clear information about the purpose of the research before completing the questionnaire. Informed consent was obtained and participants had the right to withdraw before submitting their responses. The questionnaire did not request unnecessary personally identifiable information and responses were treated anonymously and confidentially. Collected data were stored securely and used only for academic purposes, following relevant university requirements and applicable UK data protection principles (Information Commissioner’s Office, 2026). The questions focused on leadership and team performance within organizational settings and did not expose participants to unnecessary physical, psychological or professional harm. Questions will focus specifically on leadership and team performance within organizational settings. Ethical approval will be obtained from the university, where required, before primary data collection begins. 

        3.13 Limitations of the Research Methodology 

   Although the methodology was designed to address the research objectives effectively, several limitations should be acknowledged. First, the study used convenience sampling, meaning that participants were selected based on accessibility rather than random selection. Consequently, the sample may not fully represent the wider working population, limiting the generalizability of the findings (Andrade, 2021). Second, the research relied on self-reported questionnaire data. Participants’ responses may have been influenced by personal experiences, individual perceptions or social desirability, potentially introducing response bias. The cross-sectional design also represents a limitation because data were collected at a single point in time. Therefore, the study can identify relationships between charismatic leadership and team performance but cannot establish long-term changes or casual relationships (Saunders, Lewis and Thornhill, 2019). Finally, the relatively small sample size and use of convenience sampling may limit the broader applicability of the findings. Nevertheless, the study provides useful evidence regarding employees’ perceptions of charismatic leadership and its relationship with team performance. 

           3.14  Chapter Summary 

    This chapter has outlined and justified the methodology adopted to investigate the impact of charismatic leadership on team performance. The study adopted a positivist philosophy and deductive approach, using a quantitative, cross-sectional research design and an online questionnaire to collect primary data from employees working within team-based organizational environments. The chapter has also explained the target population, convenience sampling strategy, data collection and analysis techniques, reliability and validity, ethical considerations and methodological limitations (Saunders, Lewis and Thornhill, 2019). Overall, the methodology provided a structured approach to addressing the research questions and objectives. The following chapter presents and analyses th questionnaire findings in relation to the literature reviewed in Chapter 2







                Chapter 4: Data Analysis and Findings 

                  4.1 Introduction 

    This chapter presents and analyses the findings obtained from the questionnaire investigating the impact of charismatic leadership on team performance. The analysis focuses on participants’ perceptions of charismatic leadership and its relationship with employee motivation, communication, collaboration and overall team effectiveness. The chapter first presents the demographic profile of participants, followed by an analysis of the questionnaire responses. The findings are examined in relation to the three research questions established in Chapter 1, using tables, charts and statistical measures where appropriate. The results provide the basis for evaluating the research objectives and informing the subsequent discussion and conclusions.

                 4.2 Demographic Profile of Participants 

    A total of 80 individuals initially accessed the questionnaire. Of these, 62 participants (77.5 %) provided consent to participate, while 18 (22.5 %) did not consent and were therefore excluded from the analysis. Consequently the final sample consisted of 62 valid participants (N = 62).

        Age Distribution 

   The largest proportion of respondents were aged 35 – 44 years, representing 30 participants (48.4 %). This was followed closely by the 25 – 34 age group, with 28 participants (45.2 %). Only four participants (6.5 %) were aged 45 – 54. These findings indicate that the sample was predominantly composed of working-age adults between 25 and 44 years. 

        Table 4.1: Age Distribution of Participants 
      
	               Age group
	                Frequency 
	                Percentage 

	                  25 - 34
	                       28
	                      45.2% 

	                  35 - 44
	                       30
	                      48.4%

	                  45 - 54
	                         4
	                        6.5%

	                   Total 
	                       62
	                    100.0%




      
          Employment Level 

  Regarding employment level, 47 participants (75.8 %) identified themselves as employees or team members. Four participants (6.5 %) were supervisors or team leaders, while 11 participants (17.7 %) selected the “Other” category. The results therefore indicate that the majority of responses represent the perspectives of employees rather than individuals occupying formal leadership positions.
 
        Table 4.2: Employment Level of Participants 

	        Employment Level 
	               Frequency 
	              Percentage 

	Employee / Team Member 
	                      47
	                     75.8%

	Supervisor / Team Leader 
	                        4
	                       6.5%

	               Other 
	                      11
	                     17.7%

	               Total 
	                      62
	                   100.0%


             
        Length of Employment 

    In terms of organizational experience, 32 respondents (51.6 %) had worked within their current organization for 4 – 6 years, representing the largest group. A further 17 participants (27.4 %) reported 1 – 3 years of experience, eight (12.9 %) reported 7 - 10 years and five (8.1 %) had worked within their organization for more than 10 years. 

          Table 4.3: Length of Employment of Participants 
 
	    Length of Employment 
	               Frequency 
	                Percentage 

	             1 – 3 years 
	                      17
	                      27.4%

	             4 – 6 years 
	                      32
	                      51.6%

	             7 – 10 years
	                        8
	                      12.9%

	       More than 10 years
	                        5
	                        8.1%

	                  Total 
	                      62
	                    100.0%



         Participation in Team-Based Work

   Finally, 59 respondents (95.2%) reported that they currently work as part of a team, while only three respondents (4.8%) indicated that they do not. This is particularly relevant to the study because the research investigates the relationship between charismatic leadership and team performance. The high proportion of participants with direct experience of team-based working provides an appropriate basis for examining perceptions of leadership and team effectiveness. 

        Table 4.4: Participation in Team-Based Work 

	Participation in Team-Based Work 
	               Frequency 
	               Percentage 

	                    Yes
	                      59
	                     95.2%

	                    No
	                        3 
	                       4.8%

	                  Total 
	                      62
	                   100.0%



    Overall, the demographic findings show that the sample predominantly consists of employees aged between 25 and 44 who have several years of organizational experience and currently work within teams. These characteristics make the sample relevant to the research objectives, as most participants have direct experience of both organizational leadership and team-based working. 

                      4.3 Analysis of Questionnaire Results 

            Charismatic Leadership  - Q6 - Q11

    Questions 6 -11 examined participants perceptions of charismatic leadership behaviours using a five-point Likert scale, where 1 represented Strongly Disagree and 5 represented Strongly Agree. Overall, the findings demonstrate a strongly positive perceptions of charismatic leadership among the 62 participants. For question 6, 28 respondents (45.2%) strongly agreed and 30 (48.4%) agreed that their leader communicates a clear and inspiring vision. This represents a combined positive response of 93.5% with a mean score of 4.35. Question 7 produced similarly positive results, with 52 respondents (83.9%) strongly agreeing and six (9.7%) agreeing that their leader demonstrates confidence in achieving team goals. The mean score was 4.77. For question 8, 48 participants (77.4%) strongly agreed and 12 (19.4%) agreed that their leader inspires them to perform beyond normal expectations, producing a mean score of 4.73. Question 9 received one of the strongest responses. Fifty-four participants (87.1%) strongly agreed and seven (11.3%) agreed that their leader communicates organizational goals in a motivating way. The mean score was 4.85. Question 10 recorded the highest mean score (4.90), with 57 respondents (91.9%) strongly agreeing and four (6.5%) agreeing that their leader acts as a positive model. Finally, question 11 showed that 54 participants (87.1%) strongly agreed and four (6.5%) agreed that their leader makes employees feel that their contribution is important. The mean score was 4.79. 

     Table 4.5 Positive Responses to Charismatic Leadership items (Q6  - Q11)

	   Question 
	Strongly               Agree 
	      Agree 
	    Neutral 
	   Disagree
	      Mean

	         Q6
	         28
	         30
	           2
	          2
	        4.35

	         Q7
	         52
	           6
	           4
	          0
	        4.77

	         Q8
	         48
	         12
	           1
	          1
	        4.73

	         Q9
	         54
	           7
	           1
	          0
	        4.85

	         Q10
	         57
	           4
	           1
	          0
	        4.90

	         Q11
	         54
	           4
	           3
	          1
	        4.79



   Source: Primary data collected through the research questionnaire 

   The overall mean across Questions 6 -11 was approximately 4.73 out of 5, indicating a very high level of agreement with the charismatic leadership statements. The strongest result concerned leaders acting as positive role models (Q10), while communicating a clear and inspiring vision (Q6) received the lowest mean, although the result remained strongly positive. These findings indicate that participants generally perceive their leaders as confident, inspirational and motivational individuals who communicate organizational objectives effectively and recognize employees contribution. As well is a strong presence of charismatic leadership within the participants working environments. 
 
                Employee Motivation  - Q12 - Q15 

     Questions 12 – 15 examined the influence of leadership on employee motivation, commitment, encouragement and confidence. Overall, the responses indicate a highly positive perception of the leader’s influence on employee motivation. For Question 12, 50 participants (80.6%) strongly agreed and six (9.7%) agreed that their leader motivates them to give their best at work. Four respondents (6.5%) were neutral and two (3.2%) disagreed. The mean score was 4.68, demonstrating a high level of agreement. Question 13 examined whether participants felt more committed to team objectives because of their leader’s behaviour. 50 respondents (80.6%) strongly agreed and seven (11.3%) agreed. Three respondents (4.8%) disagreed and two (3.2%) strongly disagreed. The mean score was 4.61, with 91.9% of participants providing a positive response. For Question 14, 48 respondents (77.4%) strongly agreed and ten (16.1%) agreed that their leader encourages them when they experiences challenges at work. Three participants (4.8%) were neutral and one (1.6%) disagreed. This produced a mean score of 4.69, the highest within this group of questions. Question 15, examined whether leadership increased participants confidence in their ability to perform effectively. 43 respondents (69.4%) strongly agreed and ten (16.1%) agreed, while six (9.7%) were neutral and three (4.8%) disagreed. Although this question recorded the lowest mean within the employee motivation section, its score of 4.50 s5ill demonstrates a strongly positive result. 

      Table 4.6: Employee Motivation Responses (Q12 - Q15)

	 Question 
	Strongly Agree 
	    Agree
	   Neutral 
	  Disagree 
	Strongly Disagree 
	    Mean

	      Q12
	      50
	         6
	         4
	          2
	        0
	      4.68

	      Q13
	      50
	         7
	         0
	          3
	        2
	      4.61

	      Q14
	      48
	       10
	         3
	          1
	        0
	      4.69

	      Q15
	      43
	       10
	         6
	          3
	        0
	      4.50



    Across Questions 12 – 15, the overall mean score was approximately 4.62 out of 5.00. This indicates that participants generally perceived their leaders as having a strong positive influence on their motivation, commitment and confidence. The particularly high response to Question 14 suggests that leadership encouragement during workplace challenges is an important aspect of participants experiences. 
 
               Communication and Collaboration 

    Questions 16 – 20 examined participants perceptions of communication, collaboration, idea sharing and trust within their teams. Overall, the responses were highly positive across all five statements. For Question 16, 44 participants (71.0%) strongly agreed and ten (16.1%) agreed that their leader communicates clearly with team members. Four respondents (6.5%) were neutral, three (4.8%) disagreed and one (1.6%) strongly disagreed. The mean score was 4.50. Question 17 examined whether leaders encourage open communication within the team. 48 respondents (77.4%) strongly agreed and ten (16.1%) agreed, while four (6.5%) selected a neutral response. No participants disagreed or strongly disagreed. This resulted in a mean score of 4.71. For Question 18, 52 participants (83.9%) strongly agreed and eight (12.9%) agreed that their leader encourages team members to work collaboratively. Only two respondents (3.2%) were neutral. The mean score was 4.81, representing the highest result within this group questions. Question 19 focused on whether team members are encouraged to share ideas and opinions. 51 respondents (82.3%) strongly agreed, eight (12.9%) agreed and three (4.8%) were neutral. The mean score was 4.77. Finally Question 20 examined whether leaders help create trust among team members. 53 participants (85.5%) strongly agreed, six (9.7%) agreed and three (4.8%) were neutral. This produced a mean score of 4.81. 

      Table 4.7: Communication and Collaboration Responses (Q16 - Q20)

	  Question 
	Strongly Agree 
	    Agree 
	   Neutral 
	  Disagree 
	Strongly Disagree 
	    Mean

	       Q16
	       44
	       10
	         4
	         3
	        1
	      4.50

	       Q17
	       48
	       10
	         4
	         0
	        0
	      4.71

	       Q18
	       52
	         8
	         2
	         0 
	        0
	      4.81

	       Q19
	       51
	         8
	         3
	         0 
	        0
	      4.77

	       Q20
	       53
	         6
	         3
	         0
	        0
	      4.81



   Across Questions 16 – 20, the overall mean score was approximately 4.72 out of 5.00, demonstrating a very positive perception of communication collaboration within participants’ teams. The strongest results were recorded for encouraging collaboration and creating trust (Q18 and Q20), while clear communication (Q16) received the lowest mean score. Nevertheless, all five results indicate a high level of positive agreement. Overall the findings suggest that participants generally perceive their leaders as supporting open communication, collaboration, idea sharing and trust within their teams. 

               Team Performance 

     Questions 21 - 25 examined participants perceptions of team performance and the extent to which leadership contributes to positive team outcomes. Overall, the responses were strongly positive across all five questions. For Question 21, 48 participants (77.4%) strongly agreed and ten (16.1%) agreed with the statement. Three respondents (4.8%) were neutral, while one (1.6%) disagreed. The mean score was 4.69. For Question 22, 49 participants (79.0%) strongly agreed, eight (12.9%) agreed, three (4.8%) were neutral and two (3.2%) disagreed. The mean score was 4.68, indicating a high level of agreement among participants. Question 23 produced particularly positive results. 51 respondents (82.3%) strongly agreed, eight (12.9%) agreed and three (4.8%) were neutral. No respondents disagreed or strongly disagreed. The mean score was 4.77. For Question 24, 54 participants (87.1%) strongly agreed, four (6.5%) agreed, two (3.2%) neutral, two (3.2%) disagreed. The mean score was 4.77. Finally, Question 25 showed that 52 participants (83.9%) strongly agreed, six (9.7%) agreed and four (6.5%) were neutral. No participants selected either disagreement category. The mean score was 4.77. 

       Team 4.8: Table Performance Responses (Q21 - Q25)

	  Question 
	Strongly Agree 
	    Agree
	   Neutral 
	  Disagree 
	Strongly Disagree 
	    Mean 

	      Q21
	       48
	        10
	         3
	         1
	        0
	      4.69

	      Q22
	       49
	          8
	         3 
	         2
	        0
	       4.68

	      Q23
	       51
	          8
	         3
	         0
	        0
	       4.77

	      Q24
	       54
	          4
	         2
	         2
	        0
	       4.77

	      Q25
	       52
	          6 
	         4 
	         0
	        0
	       4.77



    Across Questions 21 – 25, the overall mean score was approximately 4.74 out of 5.00, demonstrating a consistently positive perception of team performance. The results indicate that the majority of participants associate positive leadership behaviours with stronger team outcomes. These findings suggest a strong perceived association between positive leadership behaviours and team performance, particularly through motivation, cooperation, trust and commitment among team members. 

               4.4 Interpretation of Findings 
   
     The questionnaire findings indicate a strong positive perception of charismatic leadership and its relationship with employee motivation, communication, collaboration and team performance. Across the main Likert-scale questions, most participants selected either Agree or Strongly Agree, suggesting that leadership behaviours such as communicating a clear vision, inspiring employees and creating trust are perceived as important factors in effective teamwork. The results relating to employee motivation suggest that charismatic leadership may encourage employees to become more engaged and committed to their work. Participants generally perceived inspirational leadership behaviours positively, supporting the argument that leaders can influence employees not only through formal authority but also through motivation, confidence and personal influence. This is consistent with House’s (1977) Charismatic Leadership Theory, which proposes that charismatic leaders can influence followers through vision, confidence and inspirational behaviour. Similarly, the findings concerning communication and collaboration indicate that effective leadership can contribute to stronger relationships within teams. High levels of agreement suggest that participants associate positive leadership behaviours with open communication, cooperation and collective effort. This supports Shamir, House and Arthur (1993), who argue that charismatic leadership can strengthen followers identification with collective goals and encourage commitment to the group. The team performance results provide further support for this pattern. Questions 21 – 25 produced an overall mean of approximately 4.74 out of 5.00, demonstrating that participants generally perceived a strong connection between positive leadership behaviours and effective team outcomes. Nevertheless, these findings reflect participants’ perceptions rather than objective measures of organizational performance. Leadership should therefore be considered alongside other organizational factors that may affect performance, including team experience, organizational culture, workload and individual capabilities. 

             4.5 Discussion of Findings 

    The findings generally support the literature reviewed in Chapter 2 regarding the positive relationship between charismatic leadership and team performance. Participants reported high levels of agreement with statements concerning inspirational leadership, motivation, communication, collaboration and team effectiveness. This supports House (1977), who argues that charismatic leaders influence followers through vision, confidence and inspirational behaviour. The findings also indicate that charismatic leadership may contribute to employee motivation. The overall positive responses to Questions 12 – 15 suggest that participants associate supportive and inspirational leadership with greater commitment, confidence and willingness to perform effectively. This is consistent with Conger and Kanungo (1998), who emphasize the ability of charismatic leaders to influence followers through vision and personal behavior. Communication and collaboration also emerged as important factors. The high scores for Questions 16 – 20 indicate that participants associate effective leadership with open communication, trust, idea sharing and cooperation. These findings support the literature discussed in Chapter 2, which suggests that charismatic leadership can strengthen interpersonal relationships and encourage collective commitment. Finally, the team performance questions produced an overall mean of approximately 4.74, indicating a strong positive perception of team effectiveness. Taken together, the findings address three research objectives and suggest that charismatic leadership may positively influence team performance through motivation, communication and collaboration. However, because the research is based on self-reported perceptions and convenience sampling, the findings should not be interpreted as establishing a direct causual relationship. 

                4.6 Summary of Findings 

      The findings demonstrate generally positive perceptions of charismatic leadership and team performance among the 62 participants. Respondents reported high levels of agreement regarding leaders’ ability to inspire, motivate and communicate effectively. The results also highlighted the importance of collaboration, trust and open communication within teams. Employee motivation and team performance received consistently high scores, with the team performance questions achieving an overall mean of approximately 4.74 out of 5.00. Overall, the findings suggest a positive perceived relationship between charismatic leadership and team effectiveness, supporting the main research aim and objectives. However, the findings should be interpreted in light of the methodological limitations of the study. 

               4.7 Chapter Summary 

   This chapter presented, analyzed and discussed the findings obtained from the 62 valid questionnaire responses. The results demonstrated positive perceptions of charismatic leadership, particularly in relation to employee motivation, communication, collaboration and team performance. Overall, the findings were consistent with the literature reviewed in Chapter 2 and addressed the research aim and objectives. 




                 

              












 













            Chapter 5: Discussion, Conclusion and Recommendations 

             5.1 Introduction 

    This chapter concludes the study on the impact of charismatic leadership on team performance. It summarizes the key findings in relation to the research aim, objectives and research questions, and considers their implications for organizational leadership and team effectiveness. The chapter also presents practical recommendations for managers and organizations based on the findings of the study. Finally, it acknowledges the main limitations of the research and provides recommendations for future studies. The chapter therefore brings together the theoretical and empirical elements of the dissertation and provides an overall conclusion regarding the relationship between charismatic leadership and team performance. 

                   5.2 Discussion of Key Findings 

       The study found that participants generally held positive perceptions of charismatic leadership and its influence on team performance. The questionnaire results showed high levels of agreement with statements concerning leaders’ ability to inspire employees, communicate effectively, encourage collaboration and create trust within teams. Employee motivation was also positively perceived, suggesting that supportive and inspirational leadership behaviours may strengthen commitment and confidence at work. Communication and collaboration achieved similarly high scores, demonstrating their importance in creating effective team environments. Team performance produced an overall mean score of approximately 4.74 out of 5.00, indicating a strong positive perception of team effectiveness among participants. Overall, the findings suggest that charismatic leadership may contribute positively to team performance through its influence on motivation, communication, collaboration and trust. However, these findings represent perceived relationships and should not be interpreted as establishing direct causation. 

                  5.3 Conclusion 

     The findings indicate that the research objectives established in Chapter 1 were achieved. The first objective examined the key characteristics and theoretical foundations of charismatic leadership. The literature  identified vision, confidence, inspirational communication and personal influence as central characteristics of this leadership approach. The second objective investigated the relationship between charismatic leadership and team performance. The questionnaire findings showed consistently positive perceptions across both leadership and team performance measures, suggesting that charismatic leadership may contribute to effective team outcomes. The third objective evaluated the influence of charismatic leadership on employee motivation, communication and collaboration. Participants reported particularly positive perceptions of leadership encouragement, open communication, trust and cooperation within teams. Overall, the study concludes that charismatic leadership may positively contribute to team performance by creating conditions that support employee motivation, effective communication and collaborative working. However, the findings demonstrate perceived associations rather than establishing a direct causal relationship. 

                  5.4 Practical Recommendations 

     Based on the findings, organizations should encourage leadership practices that promote clear communication, employee motivation, trust and collaboration. Managers should communicate an inspiring but realistic vision and ensure that employees understand how their individual contributions support team objectives. Organizations should also provide leadership development and training focused on communication, employee engagement and team-building skills. Leaders should encourage employees to share ideas, participate in decision-making and collaborate when addressing workplace challenges. Although, charismatic leadership may positively contribute to teams effectiveness, organizations should avoid excessive dependence on individual leaders. Managers should combine inspirational leadership with employee empowerment and shared responsibility to support sustainable team performance. Finally, organizations should regularly obtain employee feedback to evaluate leadership effectiveness and identify areas where communication, motivation or collaboration could be improved. 

                  5.5 Recommendations for Future Research 

    Future research could examine charismatic leadership and team performance using a larger and more diverse sample across different industries and organizational settings. This would improve the generalizability of the findings and provide a broader understanding of how charismatic leadership operates in different contexts. Future studies could also use probability sampling or longitudinal research designs to examine changes in leadership and team performance over time. Combining quantitative questionnaires with qualitative interviews may provide deeper insight into employees experiences and perceptions of charismatic leaders. Finally, future research could compare charismatic leadership with other approaches, such as transformational or servant leadership, and examine additional factors including organizational culture, employee autonomy and workplace diversity. This could provide a more comprehensive understanding of the conditions under which charismatic leadership may contribute to effective team performance. 

                   5.6 Limitations of the Study 

      Several limitations should be considered when interpreting the findings. The study used a relatively small sample of 62 participants and convenience sampling, which limits the extent to which the findings can be generalized to the wider working population. The research also relied on self-reported questionnaire responses, meaning that the findings reflect participants perceptions and may be influenced by personal experiences or response bias. Furthermore, the cross-sectional design collected data at one point in time and therefore cannot establish a direct causal relationship between charismatic leadership and team performance. Despite these limitations, the study provides useful evidence regarding employees’ perceptions of charismatic leadership and identifies areas that could be examined through larger and more diverse future studies. 

                        5.7 Final Reflection 
  
        This research has provided a valuable opportunity to examine the relationship between charismatic leadership and team performance from both theoretical and practical perspectives. The findings indicate that leadership behaviours associated with inspiration, motivation, communication and collaboration are positively perceived by employees and may contribute to effective teamwork. The research process also demonstrated the complexity of evaluating leadership, as team performance can be influenced by numerous individual and organizational factors. Overall, the study reinforces the importance of effective leadership while recognizing that charismatic behaviour should be combined with employee empowerment, ethical conduct and shared responsibility to support sustainable team performance. 
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            Appendix A – Research Questionnaire 
           The Impact of Charismatic Leadership on Team Performance 

                Participant Information 

       This questionnaire forms part of an undergraduate dissertation investigating the impact of charismatic leadership on team performance within organizational settings. 
    Participation is voluntary and anonymous. Responses are used solely for academic  purposes and treated confidentially. The questionnaire takes approximately 5 – 7 minutes to complete. Participants were asked to answer the questions based on their experience of their current or most recent manager or team leader. 

             Consent
   
       Q1. Do you voluntarily agree to participate in this research?
· I agree to participate 
· I do not agree to participate 
    Participants who did not provide consent were excluded from the study. 

        Section A – Participant Information 

      Q2. What is your age group? 
· 18 – 24 
· 25 – 34
· 35 – 44
· 45 – 54
· 55+
· Prefer not to say

        Q3. What is your current employment level?
· Employee / Team member 
· Supervisor / Team leader
· Middle management 
· Senior management 
· Other

         Q4. How long have you worked in your current organization ?
· Less than 1 year 
· 1 – 3 years 
· 4 – 6 years 
· 7 – 10 years 
· More than 10 years

          Q5. Do you currently work as part of a team?
· Yes 
· No 

Section B – Charismatic Leadership 

     For Questions 6 – 25, participants were asked to indicate their level of agreement using the following five-point Likert scale:
1.   = Strongly Disagree 
      2.     = Disagree 
      3.     = Neutral 
      4.     = Agree
      5.     = Strongly Agree 

       Q6.My leader communicates a clear and inspiring vision for the team 

       Q7. My leader demonstrate confidence in achieving team goals 
 
       Q8. My leader inspires me to perform beyond normal expectations 

       Q9. My leader communicates organizational goals in a motivating way

       Q10. My leader acts as a positive role model for team members 

        Q11. My leader makes employees feel that their contribution is important 

             Section C – Employee Motivation 

         Q12. My leader motivates me to give my best at work 

         Q13. I feel more committed to team objectives because of my leader’s behaviour 

         Q14. My leader encourages me when I face challenges at work 

         Q15. My leader increases my confidence in my ability to perform effectively 

               Section D – Communication and Collaboration 

          Q16. My leader communicates clearly with members of the team 

          Q17. My leader encourages open communication within the team 

           Q18. My leader encourages team members to work collaboratively 

           Q19. Team members are encouraged to share ideas and opinions 

           Q20. My leader helps create trust among team members 

                  Section E – Team Performance 

          Q21. My team works effectively towards shared objectives 

          Q22. Members of my team cooperate effectively with one another 

          Q23. My team consistently achieves its expected goals 

          Q24. Leadership within my team contributes positively to our overall performance 

          Q25. Overall, I consider my team to be high performing 

                End of Questionnaire 

       Thank you for participating in this research. Your contribution is greatly appreciated. 0

         

                 

              

              
