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The Impact of Charismatic Leadership on Team Performance

1. Introduction and Background
a. Research Aim
The aim of this proposed dissertation is to investigate how charismatic leadership affects team performance in organisational settings. The study focuses on how a leader's vision, communication style, personal influence and ability to inspire followers can improve the effectiveness of a team. Team performance is a critical issue for modern organisations because success increasingly depends on collaboration, adaptability and collective achievement. In this context, leadership is often seen as one of the strongest drivers of employee motivation and group outcomes. Charismatic leadership is especially relevant because it involves emotional and symbolic influence. Charismatic leaders do not simply instruct followers; they inspire them through confidence, values, persuasive communication and an attractive vision of the future. This study therefore aims to examine whether these qualities lead to improved team cohesion, motivation and productivity.
b. Research Objectives
The objectives of this study are to identify the main characteristics of charismatic leadership; to examine the relationship between charismatic leadership and team performance; to analyse how charismatic leaders influence motivation, commitment and teamwork; and to evaluate both the benefits and limitations of charismatic leadership within contemporary organisations.
c. Research Questions
The key research questions are: What is charismatic leadership and what are its main features? How does charismatic leadership influence team performance? In what ways does charismatic leadership affect team motivation and cohesion? What risks or limitations may arise when teams rely strongly on charismatic leaders?
2. Literature Review
Leadership has long been recognised as a central factor in organisational effectiveness, and charismatic leadership has received significant attention in leadership research. Weber (1947) originally described charisma as a form of authority rooted in the exceptional qualities attributed to a leader by followers. Later scholars developed charismatic leadership into a management concept. House (1977) argued that charismatic leaders influence followers through strong vision, confidence, role modelling and the ability to communicate high expectations. Conger and Kanungo (1998) further explained that charismatic leaders are often perceived as persuasive, unconventional and sensitive to follower needs.
The literature suggests that charismatic leadership can positively affect team performance. Shamir, House and Arthur (1993) proposed that charismatic leaders increase followers' self-esteem and connect individual identity to collective goals. As a result, employees may become more committed to the team and more willing to exert extra effort. This matters because team performance depends not only on technical skill but also on trust, cooperation, communication and motivation. When team members believe in a leader's vision, they are often more engaged and resilient, especially during periods of uncertainty.
At the same time, the literature also identifies weaknesses. Yukl (2013) notes that charismatic leadership can create dependency if team members become too reliant on the personality of the leader. There is also a risk that charisma may influence followers without encouraging critical thinking. Therefore, although many studies associate charismatic leadership with positive performance outcomes, its effectiveness may depend on organisational culture, team maturity and the leader's ethical behaviour.
3. Theoretical Framework
This study is mainly informed by Charismatic Leadership Theory as developed by House (1977). The theory suggests that certain leaders influence followers through personal charm, inspirational vision and emotional appeal. These behaviours can shape follower attitudes and encourage commitment beyond normal expectations. The research also draws from Transformational Leadership Theory (Bass, 1985), because charismatic leadership is widely considered a major dimension of transformational leadership. Transformational leaders inspire followers to move beyond self-interest for the benefit of the wider group or organisation. In addition, motivation theory, especially Self-Determination Theory (Deci and Ryan, 1985), helps explain why inspired employees may perform better when they feel purpose, belonging and internal motivation. Together, these theories provide a useful framework for understanding the relationship between charismatic leadership and team performance.
4. Research Methodology
a. Research Philosophy
The study will adopt a positivist philosophy because it aims to measure the relationship between leadership behaviour and team performance using observable data.
b. Research Approach
A deductive approach will be used. Existing leadership theories will guide the study, and data will be collected to test whether charismatic leadership is associated with improved team outcomes.
c. Research Design
The research will follow a quantitative design. This is suitable because it enables the researcher to collect structured data from a group of participants and analyse patterns statistically.
d. Population and Sampling
The target population will include employees working in team-based organisations. A sample of approximately 60 to 100 participants will be selected through convenience sampling due to time and access limitations.
e. Data Collection
Primary data will be collected through an online questionnaire using Likert-scale questions. The survey will measure perceptions of leadership style, team motivation, communication, cohesion and perceived team performance.
f. Data Analysis
The responses will be analysed using descriptive statistics and inferential analysis, such as correlation or regression, to identify whether a significant relationship exists between charismatic leadership and team performance.
g. Ethical Considerations
Participants will be informed about the purpose of the research and their right to withdraw. Responses will remain anonymous and confidential, and all data will be used only for academic purposes.
5. Expected Contribution
The study is expected to contribute theoretically by strengthening understanding of how charismatic leadership operates in team environments. Practically, it may help managers understand how inspiration, communication and vision can improve team effectiveness. It may also support leadership development programmes by showing which leadership behaviours are most valuable for performance.
6. Limitations
Potential limitations include the use of a small sample, dependence on self-reported perceptions and limited generalisability due to convenience sampling. In addition, team performance may be influenced by other factors such as organisational structure, workload and team member capability.
7. Proposed Timeframe
The research is expected to progress through several stages, including proposal approval, literature review, questionnaire design, data collection, analysis, discussion and final writing. These stages will later be presented in a Gantt chart for the full dissertation.
8. Conclusion
In conclusion, charismatic leadership appears to be an important factor in shaping team performance. By creating vision, trust and motivation, charismatic leaders may improve team cohesion and productivity. However, the influence of such leadership is not always universally positive, and context remains important. This proposed study will examine this relationship in a structured way and provide a useful foundation for the later 9000-word dissertation.
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