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Abstract
The following study is aimed at finding the answer to the following research question – What effects transformational leadership in organisational performance in SMEs based in Asia?
In the modern dynamic business environment, leadership has been considered to be the key to the success of SMEs. The transformational style of leadership is regarded as one of the most appropriate forms as such leaders are equipped with specific skills for encouraging, inspiring, and motivating the employees to change their moral and value and work harder towards the attainment of the organisational objectives. However, there is a lack of evidence that insinuates that transformational leadership style would have a significant and positive impact on the performance of SMEs. This study is aimed at investigating the effect of transformational leadership on the organisational performance by considering the context of SMEs based in Asian countries.
Theories and concepts on leadership and organisational performance, as well as, earlier studies on this topic have been reviewed to establish the knowledge gap related to the effect of transformational leadership on the performance of SMEs. The framework concerning the four dimensions of transformational leadership has been referred to for the purpose of forming the theoretical base of this study.
Furthermore, mixed-method research has been conducted by employing online surveys and telephonic interviews for the collection of qualitative and quantitative data from primary sources. The employees, both in managerial as well as non-managerial position of SMEs based in Asian countries have been invited to take part in the study. Out of the 50 questionnaires that were distributed online, 41 qualified for this study, and 5 one-on-one interviews were conducted. The quantitative data collected through surveys were analysed using linear regression, and the qualitative data gathered from the interviews were interpreted using descriptive techniques.
The overall findings have revealed that a statistically significant positive relationship exists between transformational leadership style and organisational performance within the context of SMEs based in Asian countries. Moreover, it was established that all the cumulative impact of the four dimensions of the transformational leadership style has a positive impact on the overall performance of SMEs. This challenges previous research which established that transactional leadership style is effective for enhancing the performance of SMEs.
This research, therefore, has focused on the prevailing conditions of the SMEs in Asia for minimising the knowledge gap related to the effect of transformational leadership on the performance of SMEs. Accordingly, it has been recommended to the managers of such organisations to ensure that all the four dimensions of the transformational leadership are followed so that the effectiveness of the organisational performance can be maximised.
The limitation of this study is lies in the fact that is follows on the non-probability sampling and generalisations made about the whole population, that is, the SMEs across Asia. Interviewing 5 individuals and conducting a survey comprising 41 respondents has limited the scope of this research in establishing the effects of transformational leadership on the performance of all SMEs across all Asian countries. Such limitations can be explored through further research.
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[bookmark: _Toc41576849]1.1 Background
Leadership is a crucial aspect of all organisations, irrespective of its size and scope of operation (Komives & Wagner, 2016; Schein, 2010). According to Craig (2018), leadership has a direct impact on the engagement of the employees, and the overall success of the organisation. Tracy (2008) and Manning (2012) opined that the leader is responsible instigating the team to provide results that contribute to the progress of the organisation. A leader’s primary responsibility is to develop a shared vision which resonates with the employees. Thereafter, the goals for individual employee is to be developed so that the common vision can be achieved. According to Schooley (2019) and Northouse (2014), the success of an organisation is dictated by the style of leadership followed. This is because the leadership style determines the way in which the employees would be directed. 
Schooley (2019) stated that there are several styles of leadership that are practiced in organisations. Some of the common leadership styles include – autocratic, bureaucratic, charismatic, democratic, laissez-faire, servant, situational, transactional, and transformational (Murari, 2015; Barling, 2014; Gill, 2011). Each leadership style has different characteristics which contributes to specific advantages and disadvantages. The leader is effective only when they are efficient in capitalising on the strong suits of their leadership style and are able to encourage the employees to achieve the corporate goal (Schooley, 2019). The success of the organisation, is therefore predicated on the ability of the leader to harness the strengths of their leadership style. The performance of the organisations is predicated on the fitness of the leadership style based on the requirements of the organisations.
[bookmark: _Toc41576850]1.2 Justification
The role of leadership from the perspective of small or medium enterprises (SMEs) has some unique characteristics as compared to larger corporations. According to Seth (2017), the role of leaders in an SME is also significantly different as compared to start-up organisation. Leaders in start-ups are required to play an active role in the day to day activities of the business, while in larger corporations, the responsibility of the leaders is restricted to long term planning and macro level decision making. The role of leaders in SMEs is dynamic as they have to manage both macro level decision making as well as day to day business processes. Therefore, the leaders in such organisations have to be highly skilled in order to make such varied decisions. In order to ensure that the organisational objectives can be met, the leader ought to adopt a style that has a significant and positive impact on the performance of an organisation. 
According to Balster (2018), change is constant in the modern business environment, the leaders have to be effective in identifying the need for change and ensuring that the employees are encouraged, inspired and motivated to implement such initiative. The transformational leadership styles may be considered to be appropriate for such purpose. However, evidence ought to be gathered to ensure that transformation leadership style does indeed have a positive impact on the organisational performance of SMEs. Therefore, there is a need to conduct a study for investigating the effect of transformational leadership on organisational performance by focusing on the context of SMEs. The geographical area of Asia has been chosen in order to streamline the study. The purpose of this study can be justified based on the fact that the results of this investigation will provide insights to the SMEs based in Asia, about whether assuming a transformational leadership style will contribute to an improvement in the performance of the organisation. 
[bookmark: _Toc41576851]1.3 Research Aim and Objectives
[bookmark: _Toc41576852]1.3.1 Research Aim
The aim of this research paper is to provide insights on the effect of transformational leadership on the organisational performance. Such an investigation would be conducted from the context of SMEs based in Asia. 
[bookmark: _Toc41576853]1.3.2 Research Objectives
The aforementioned research aim would be facilitated by the following specific objectives:
1. To identify the nature of transformational leadership and organisational performance.
2. To assess the importance of organisational performance. 
3. To analyse the effects of transformational leadership on organisational performance
4. To provide recommendations to the management of SMEs in Asia in terms of motivating employees and enhancing the effectiveness of organisational performance.
[bookmark: _Toc41576854]1.4 Research Question
This study has been set out to find the answer to the following research question: 
· What affects transformational leadership in organisational performance in SMEs based in Asia?
The overall research question mentioned above can be pursued through the following specific research questions.
1. What is the nature of transformational leadership and organisational performance?
2. What is the importance of organisational performance?
3. What effects of transformational leadership on organisational performance can be observed?
4. What recommendations can be provided to the management of SMEs in Asia in terms of motivating employees and enhancing the effectiveness of organisational performance?
[bookmark: _Toc41576855]1.5 Overview of the Chapters
This section denotes the completion of the first chapter of this dissertation, that is, Introduction. Based on the background information on the topic, the rationale of this research, and the aim and objective highlighted above, the second chapter has been developed. In the Literature Review, relevant sources, outlining and discussing key ideas and concepts, explanations of leadership styles and organisational performance has been consulted. Previous studies that have investigated the cause and effect relationship of the variables or the variables independently have been reviewed to gain an indication about the existing base of research on the topic. 
The third chapter, Methodology, highlights a thorough description of the techniques and procedures that have been followed for effect of transformational leadership on the organisational performance. The research onion model has been used for the organisation of the tools that have been used in the study. Moreover, the rationale for the choice of tools based on the specific requirement of this study has been justified. This chapter also highlights the ethical aspects that has been considered in this study as well as the limitations of the methodology and methods used. In the fourth chapter, Data Analysis, the data gathred has been scrutinised using the appropriate techniques. Meaningful information is extracted from the gathered data for articulating the answers to the research questions. 
The last chapter, Discussion, Conclusions and Recommendations present the discussions of the results, including implications, consequences and issues raised. The results are also compared and contrasted to previous research and the unique findings of this study have been highlighted. Thereafter, recommendations have been made.  Lastly, in the conclusion section, the main aim of the research, methodology, the findings and the implications for SMEs in Asia have been highlighted. The limitation of the findings and further research opportunities have been also been suggested. 
[bookmark: _Toc41576856]2.0 Literature Review
In this chapter, relevant academic paper and journal have been reviewed to gain insights about the concepts of leadership and organisational performance. In addition, the various styles of leadership have been elaborated, however, this study has concentrated on the nature of transformational leadership style. Moreover, existing research that has previously investigated the relationship between leadership and organisational performance, especially by emphasising transformational leadership has also been reviewed. Based on the current body of literature, a gap has been identified, and the way that this study has made up for such lack of evidence has also been elaborated. Furthermore, based on the nature of the relationship between transformational leadership and organisational performance as identified through previous studies, a conceptual framework has been developed. This framework has facilitated the process of development of the hypothesis which is to be tested for the achievement of the research aim.
[bookmark: _Toc41576857]2.1 Leadership
The definition of leadership has evolved with time. According to Veliu et al. (2017), historically leadership has been viewed as a personality trait. In other words, the personal characteristics and abilities of an individual determine if one can be a leader or not. However, in the modern business context, it has been stated that leadership is learned skill and not solely determined by an individual’s personal characteristics. Modern theories dictate that a leadership trait in addition to personal abilities also depend on the circumstances of the prevailing situation. In other words, a leader is able to make the best of a situation. Gandolfi and Stone (2018) emphasised that ineffective leadership can have an adverse impact on the employees, the organisation, its competitors, and the society as a whole. Studies have also established that poor leadership is responsible for high employee turnover, and affects both internal and external stakeholders. Leadership is imperative for the achievement of a shared goal and encouraging the followers to do the same. 
[bookmark: _Toc41576858]2.1.1 Styles of Leadership
Veliu et al. (2017) stated that the leader is responsible for the execution of collaborative efforts for meeting the organisational goal and objectives. In other words, the role of the leaders is to influence others to perform certain actions with the achievement of a common goal in mind. There are several ways in which leaders can influence their followers, and such behaviours lead to the formation of leadership styles. A leadership style is a result of behavioural and situation demands that dictate the way in which the leader should interact with the followers.  Nanjundeswaraswamy and Swamy (2014) opined that the style of leadership should also take into consideration the rapidly changing global environment and the challenges that it presents. This is because such factors may dictate the appropriate style for the efficient performance of the organisation. According to Veliu et al. (2017), leadership style is a combination of various aspects of the individual’s personality that the leaders use when interacting with their subordinates. The common style of leadership that is followed in the business world have been summarised in the following sections. 
Autocratic leadership style indicates that the leader is strict and exercises complete control over the decision-making process. The followers have no role in the decision that are made and are compelled to follow the orders of the leader. According to Khan et al. (2015), such leaders rely on negative reinforcements to influence the leaders. This style is effective when a decision has to be taken in a prompt manner. 
Bureaucratic leadership style is similar to the autocratic style however, the former is not as strict. The leaders develop a set of rules and the followers are expected to follow such rules. According to Veliu et al. (2017) this style of leadership is appropriate for employees that perform routine tasks. 
Charismatic leadership style is where the leader influences the followers using positive reinforcements. According to Khan et al. (2015), such leaders have positive energy to inspire and motive the employees to execute their responsibilities to the best of their abilities. 
Democratic leadership style indicates that the leader involves the subordinates in the decision-making process (Khan et al., 2015). This style of leadership encourages the employees to express their opinion freely. This leads to creativity within the workplace, and therefore it is suitable for organisation where such creative work flow is necessary. 
Laissez-faire leadership style indicates that the leaders do not follow a hands-on approach and encourages the employees to assume responsibility (Veliu et al., 2017). This style is followed when the subordinates have certain necessary skills and are experienced, and can be trusted to make their own decision to fulfil their responsibility. 
Servant leadership style implies that the main role of the leader is to serve. Gandolfi and Stone (2018) opined that the leader is responsible for catering to the needs of every employee and the team as a whole. The organisational goals are often determined based on the interests of the team members. Such a style of leadership is effective for humanitarian organisations. 
Situational leadership style suggests there is no leadership style that can be considered to be the best. According to Thompson and Glasø (2018), situational leaders modify their leadership style depending on the demands of the prevailing situation. Such leaders also change their style so that it is in the best interest of the employees. Therefore, this style of leadership is highly versatile and suitable for organisation which operate in a dynamic environment. 
Transactional leadership style is based on providing the employees with rewards which are determined by their performance (Nanjundeswaraswamy and Swamy, 2014). Such rewards or adverse consequences are established to motivate the employees and discourage them from performing poorly. Close monitoring is necessary for the identification of mistakes and errors, or for recognising achievement.  
Transformational leadership style is aimed at the development of the followers to perform beyond the expected levels. Acceding to Nanjundeswaraswamy and Swamy (2014), such leaders aim to inspire and develop the value system of the employees. Such leaders are not motivated by their self-interest but the overall development of the group (Korejan & Shahbazi, 2016). Transformational leaders encourage followers to change their perspective for viewing problems and provide support where necessary. Transformational leadership has an active influence on individual as well as organisational performance (Nanjundeswaraswamy and Swamy, 2014). 
2.1.1.1 Transformational Leadership
Transformational leadership indicates the ability to encourage people to change in order to improve their skills. According to Ghasabeh and Provitera (2017), the transformational leaders go beyond the satisfaction of basic needs and ensure that higher level desires can be achieved. Such leaders inspire their followers by providing innovative solutions and ensuring that a better workplace culture can be created. Transformational leadership has been considered to be an extension of charismatic leadership style but, the former is aimed at changing the attitudes and value systems of the employees. In the modern era, where the global business environments have a high degree of uncertainty, transformational leadership may be appropriate (Chou et al., 2013). This is because such leaders are more likely to instate the employees to be innovative and creative. According to Mencl et al. (2016), the cumulative impact of emotional skill, political skill, and work engagement among transformational leaders contributes to job satisfaction. In fact, political skills, which is the ability to gain an understanding of other for influencing them is a crucial aspect of transformational leaders. 
There are four factors to transformational leadership, also referred to as the four I’s – Idealised Influence, Inspirational Motivation, Intellectual Stimulation, and Individual Consideration. These factors are imperative for the transformation of the followers into more productive versions of themselves. According to Ghasabeh and Provitera (2017), it is the cumulative impact of the four aspects of transformational leadership that contributes to performance beyond expectations. Idealised Influence are utilised by leaders for developing a shared vision and improving relationships with the followers (Afshari, 2012). Such leaders are also considered to be exemplary role models and are trusted by the management to make decision that facilities the improvement of the individual employees as well as the organisation as a whole. Inspirational Motivation is used by the transformational leaders to inspire the human capital to commit to the vision of the organisation (Abou-Moghli, 2018). This indicates that the leaders use the power of motivation to encourage employees to be meet the goals of the organisation. Intellectual Stimulation indicates that transformational leaders capitalise on their knowledge within the organisation for the generation of more innovative ideas (Alatawi, 2017). In other words, the leaders promote an organisational culture where critical thinking and out of the box problem solving are encouraged. Such creative thinking and developing innovative ideas are encouraged for the purpose of improving the performance of the individuals and the organisation. Lastly, Individual Consideration implies that transformational leaders focus on the individual needs of the employees and develop a culture of continuous learning (Ewell, 2018). Such a leader coaches and advices the employees about how they can improve on their abilities to support the goals of the organisational. 
[bookmark: _Toc41576859]2.1.2 Role of Leadership in SMEs
According to Madanchian and Taherdoost (2017), effective leadership is crucial for the success of SMEs. In fact, the main reason for the failure of SMEs is the existence of weak leaders. SMEs commonly function in a dynamic and competitive business environment, where change is constant and there are several uncertainties. Under such circumstances, for SMEs, the human resources are considered to be the source of competitive advantage. However, in order for the human resources to work at optimal levels and ensure organisational success, the employees should be motivated. The key to motivation of the employee lies in communicating how their efforts contribute to the organisational goal. The motivation of the employees towards the fulfilment of the vision of the organisation is the primary role of the leader in SMEs. Proactive behaviour is a common trait among the leaders of SMEs. This is because anticipating possible threats and opportunities within the external business environment is the key to success. 
Franco and Matos (2015) opined that focusing on the quality of leadership is the most effective way of measuring the success of SMEs. Since such organisations comprise a significant part of the economy, it is crucial to distinguish between them to establish which is more successful. The author emphasised that the most efficient way of doing that is by analysing the leadership and determining if the hard work and skills of the leader can be attributed to the success of the SME. Moreover, since such organisations are smaller, the contribution of the leader, in terms of value addition can be easily determined. The leaders are at the forefront of such organisations, and are responsible for a wide range of roles ranging from day to day business processes and long-term vision development. Such efforts are more prominent and transparent in the case of SMEs, and hence leadership is used as a metric for the determination of the success of such organisations.
Kocherbaeva et al. (2019) highlighted that SMEs rely on the leader for sustaining challenges related to the globalised economy, high degree of competitiveness, and rapid advancement in technology and innovation. The study reviewed various leadership styles and its impact on SMEs by considering the perspective of three such organisations based in Portugal. The evidence has suggested that there is no leadership style that is effective for SMEs as different styles have different results. However, the authors observed that transformational leadership style is relevant given the nature of SMEs. This is because such leaders have a dominant approach and communication skills, the vision and goals can be effectively conveyed to the collaborators of the organisation. Moreover, such a leadership style also ensures that the intrinsic motivation would be used to encourage the followers to work at optimal levels. Specific character traits that are observed among transformational leaders in SMEs include – courage, determination, persistence, responsibility, justice, empathy, passion, dedication and self-control. In addition, upholding moral and ethical values is also a common trait among transformational leaders. Matzler (2008) similarly established that transformational leadership is appropriate for the effective management of SMEs.	
[bookmark: _Toc41576860]2.2 Organisational Performance
According to Singh et al. (2016), organisational performance signifies the ability of the leader to effectively implemented strategies so that the corporate vision can be achieved. In other words, the performance of the organisations is largely dependent on the skills and abilities of the leader. The author emphasised that in the modern business environment which is dynamic in nature, leaders should adopt a flexible approach so that changes can be accommodated in terms of the leadership style as well as organisational strategies. In addition to the skills of the leader, the performance of organisations also depends on the employees. However, the leader is responsible for ensuring that the employee are performing at optimal levels. The importance of organisational performance can, therefore, be explained by the need to identify the aspects and the skills that the leaders may lack, as far as achieving the corporate vision and motivating the employees is concerned. In other words, the success of the business lies in the ability of the leaders, and organisation is an indicator of the effectiveness of leadership. This implies that if the organisational performance is unfavourable, the leader is ineffective in executing their roles and responsibilities.
Saleh, et al. (2018) and Obiwuru, et al. (2011) shared the opinion that organisational performance is an indicator of the success and the ability of an enterprise to meet it pre-determined objectives. Some of the common objectives for the measurement of organisational performance include – high profit, premium quality product, large market share, favourable financial result, and long-term sustenance, as compared to its rivals in the industry (Obiwuru, et al., 2011). In other words, organisational performance is important for obtaining an overview of how the enterprise is performing with respect to the corporate vision, the rival companies in the industry and leadership. 
According to Al Khajeh (2018), organisational performance can be evaluated based on three broad criteria – financial performance, shareholder return and the product and/or service market performance. The financial performance can be evaluated using metrics like return of investment and profit. The shareholder return can be assessed by considering economic value added and total value to the shareholders. Lastly, the product and/or service market performance can be estimated using measures like market share and sales. 
[bookmark: _Toc41576861]2.3 Leadership and Organisational Performance
There have been several studies that investigate the impact that various leadership styles have on the overall organisational performance. Al Khajeh (2018) stated that leadership is responsible for determining the success and failure of organisations, and the style of leadership that is followed determined how the followers would be directed and motivated. The author also studied the impact that six common styles of leadership have on organisational performance by conducting an empirical investigation. The results revealed that some leadership styles have a positive effect on organisational performance while others do not. The leadership styles that positively impact organisational performance include democratic, transformational, and autocratic. On the other hand charismatic, bureaucratic, and transactional leadership styles have an adverse impact on the overall organisational performance. The author also emphasised that transformational and democratic leadership styles should be used in organisations for the improvement of organisational performance since it ensures that the employees can develop a sense of belonging and be motivated to improve their individual performance. Moreover, the active participation of the employees are encouraged through such leadership styles, especially in the decision-making process. This improves the morale of the employees and their performance. The improvement of the individual performance of the employees would consequently lead to the enhancement of organisational performance.
Ojokuku, et al. (2012) similarly establishes that transformational and democratic leadership styles are most effective for the facilitating the improvement of the organisational performance. This study was conducted from the perspective of banking organisations in Nigeria. Such leadership style have been detected to have a significant positive impact since such leaders entrust the followers to fulfil their roles and responsibilities with little to no supervision. Such leaders, as opposed to giving command, play the role of a coach and provide support to the followers when necessary. This has been observed to create a sense of belonging in the minds of the employees and, as a result, they are highly motivated to execute their duties to the best of their capabilities. This ensures that organisations can achieve higher efficiency levels. 
Saleh, et al. (2018) conducted a similar study by considering manufacturing organisations in Yemen. The author conducted an empirical study and established that leadership has a significant and direct impact on organisational performance. This study evaluated only the effect of transactional and transformation leadership style on the performance of the organisation. The results have indicated that transformation leadership positively affects organisational performance, and therefore it should be utilised for influencing the employees in manufacturing companies. 
In the study conducted by Obiwuru, et al. (2011), similarly only transactional and transformation leadership style has been taken into consideration. This research is also focused on small scale organisations or SMEs based in Nigeria. The results of this study revealed that the while the transformation leadership style has a favourable impact on organisational performance, it is statistically insignificant. On the other hand, transactional leadership style have been observed to have a significant and positive effect on the performance of the small-scale organisations. Therefore, the author highlighted that, as far as small-scale organisations or SMEs are concerned, transactional leadership style is more effective. 
Igbaekemen and Odivwri (2015) examined the cause and effect relationship of leadership styles and organisational performance by conducting a review of literature as opposed to an empirical study. In this article, autocratic, democratic, and laissez-faire style of leadership has been studied. This study established that performance is impacted by leadership styles and, recommended that organisation adopt a democratic leadership style. The authors highlighted that this style of leadership is appropriate for enhancing organisational effectiveness. This is because, democratic leaders are aimed at ensuring that the employees are benefitted and that they are motivated towards the achievement of the organisational goals. The authors emphasised that a democratic leadership style is the key to ensuring the sustenance of organisations. 
Orabi (2016) focused on the influence of transformational leadership from the perspective of banking organisations in Jordan. This study has proven that such leaders have a specific skill set that allows them to influence the followers to commit to the organisational goals through the creation of a learning environment within the organisation. Such an influence at an individual level is translated to the improvement of the overall performance of the organisation. The findings of the study has highlighted that out of the four dimensions of transformational leadership, only three contribute to the enhancement of the organisational performance. In other words, inspirational motivation, intellectual stimulation, and individual consideration, have been observed to have a direct and significant impact on organisational performance and the impact of idealised influence was found to be insignificant. Therefore, it is probable for the organisational performance to be enhanced when transformational leaders concentrated on inspirational motivation, intellectual stimulation, and individual consideration. 
According to Arif and Akram (2018), transformational leadership has a strong impact on organisational performance when such variables are mediated using innovation. This implies that organisational performance is likely to be improved when transformational leaders are skilled at encouraging the employees to be creative and innovative. In other words, such leaders ought to create an organisational culture where creativity can flow freely, and the employees have the freedom to express their opinions. 
In the study conducted by Saasongu (2015), the context of SMEs in Nigeria has been considered for investigating the effect of leadership styles on organisational performance. The leadership styles that the researcher considered include transactional and transformational. Similar to the findings in the study conducted by Obiwuru, et al. (2011), as the results showed that revealed that the transformation leadership style has a favourable impact on organisational performance, it is statistically insignificant. On the other hand, transactional leadership style has a significant and positive effect on the performance of the SMEs in Nigeria.
[bookmark: _Toc41576862]2.4 Literature Gap
The review of current literature has made it apparent that substantial research has been conducted about the impact the different leadership styles have on the performance of an organisation. It is apparent that the different styles of leaderships have a significant effect on organisational performance. Such an effect has also been Moreover, research has also been conducted from the perspective of SMEs in particular.  In addition, there are considerable studies that have investigated the nature of impact that transformational leadership style, in particular, have on the organisational performance. Such studies have established that transformational leadership has a significant effect on organisational performance.  However, none of the existing studies have considered the context of Asian countries. Therefore, there is a dearth of research about the effect of transformational leadership on organisational performance as far as the circumstances surrounding SMEs based in Asia are considered. The purpose of this research, therefore, is to make for such a gap in academic discourse. 
[bookmark: _Toc41576863]2.5 Conceptual Framework
The review of literature on the relationship between leadership style and organisational performance has made it apparent that the latter is effected by the former. In other words, the organisational performance is dependent on the style of leadership followed in the established. This suggests that organisational performance is the dependent variable and the transformational style of leadership which is considered in this study is the independent variable. The factors that have been used for the evaluation of the independent variables include the four elements of transformational leadership – Idealised Influence, Intellectual Stimulation, Individualised Consideration, and Inspirational Motivation (refer to Figure 1). In case of the organisational performance, the factors that has been examined includes – Financial Performance, Shareholder Return, and Product or Service Market Performance.
[bookmark: _Toc41553721][bookmark: _Toc41421464]Figure 1: Conceptual Framework

[bookmark: _Toc41576864]2.3.1 Hypothesis Development
Based on the conceptual framework formed in the above section, the following hypothesis has been developed. The null hypothesis (H0) has been developed test the assumption related to the effects of transformational leadership on organisational performance by considering SMEs in the Asian continent. The null hypothesis would be tested against the alternative hypothesis (H1) which states that there is a statistical significance between the two variables – transformational leadership style and organisational performance. 
· H0: Transformational leadership style does not have a significant effect on the overall organisational performance. 
· H1: Transformational leadership style has a significant effect on the overall organisational performance.
[bookmark: _Toc41576865]3.0 Methodology 
In this chapter, the techniques and processes that have been used for identifying and analysing the effect of transformational leadership on the organisational performance have been discussed. According to Bell, Bryman and Harley (2018), such tools facilitate the processes needed for finding the solution of the research questions as stated in the introductory chapter. The research onion model has been referred to justify the choice of the techniques that have been used based on the specific requirements of this study. As per the framework, research methodology has several layers or stratum, similar to that of an onion (Saunders, 2011). The techniques and procedures, which is the inmost section of the research onion has been separately discussed based on the tools used for data collection and data analysis. In the following sections, each of the sections of the research onion has been elaborated, and the suitable tools that are selected based on the nature of the current study have been justified. Thereafter, the ethical consideration of this study and the limitations of this methodology have been discussed. 
[bookmark: _Toc41576866][bookmark: _Toc35637221]3.1 Research Philosophy
[bookmark: _Hlk6578475]The philosophical perspective is the first stage of determining the appropriate methods depending on the nature of the study and sets the foundation based on which the research is conducted. Quinlan et al. (2019) stated that research philosophy is most commonly divided into four options – positivism, realism, interpretivism, and pragmatism.  
Positivism is appropriate when the measurable data is necessary for conducting the research and a hypothesis can be developed based on the research questions (Kumar, 2019). Realism, is employed when the purpose study is to revise an existing theory using new research methods. This philosophical perspective can be employed when either qualitative or quantitative techniques have to be employed. Interpretivism, on the other hand, is concerned with examining people and the way in which they behave within a context. This philosophy is only appropriate when quantitative techniques are to be employed. Lastly, the pragmatism philosophy recognises that there can be different ways for solving a problem, and no single method can provide an overview. According to Bell, Bryman and Harley (2018), the pragmatism philosophy integrates both, positivist and interpretivism point of views within the scope of a single research. 
In this study, based on the research questions, a hypothesis can be developed to test the effect of transformational leadership on the organisational performance, making the appropriate method positivism. In addition, the perception of the people with the context of transformational leadership and organisational performance is also to be examined, and hence interpretivism method is to be employed. This research, therefore, combines both, positivist and interpretivism philosophical positions, indicating that pragmatism is suitable (Brannen, 2017). This implies that this study will follow a mixed method strategy wherein both qualitative and quantitative methods are employed. 
[bookmark: _Toc35637222][bookmark: _Toc41576867]3.2 Research Approach
According to Saunders, et al. (2012), studies usually follow two types of research approach – inductive and deductive. The choice of research approach is dictated by the outcome of the research. In the case of inductive approach, patterns within the dataset is to be identified with the intention of making generalised inferences from a specific example. Such an approach commonly involves the use of qualitative data. Deductive approach is the complete reverse of the inductive one, in the sense that is uses a specific case for making generalised conclusions. This approach also involves the testing of a hypothesis for confirming the theory. Commonly, quantitative data is commonly used when a study is based on the deductive approach. However, deductive studies may also be conducted using qualitative data (Joyner, et al., 2018). In this study, the purpose is to examine effect that a transformational leadership style on organisational performance and confirm is the existing theories can be applied to the case of SMEs based in Asia. In addition, a hypothesis has been developed in this study for confirming is transformational leadership style has an effect on organisational performance based on the particular nature of SMEs of Asian countries. Therefore, this study follows the conventions of the deductive approach. 
[bookmark: _Toc35637223][bookmark: _Toc41576868]3.3 Research Strategy 
Research strategy provides the parameters for collecting and studying the data. Each strategy dictates how the data is to be collected and the relevant techniques for analysing the same. This study follows the case study strategy, wherein the real-life scenarios of SMEs that are based out of Asian countries have been studied. Since this study follows the pragmatism philosophy, both quantitative as well as qualitative data is used for answering the research questions. Therefore, the survey strategy would be used for the collection of quantitative data. According to Fowler Jr. (2013), data from a large sample can be obtained from a large sample using this strategy. The use of the survey method can also be justified based on the fact that is the most appropriate method for the testing of hypothesis (Moser & Kalton, 2017).
[bookmark: _Toc41576869][bookmark: _Toc35637224]3.4 Research Choice
[bookmark: _Toc35637225]The research choice is the fourth section of the research which specifies the selection of the type(s) of data that would be gathered and analysed. According to Walliman (2017), the selections for research choice includes mono-method, multi-method and mixed method. Mono-method implies that only one type of data, that is, either qualitative or quantitative is used for conducting the study. In multi-method, both qualitative and quantitative methods are used, however, the same source is used for the collection of both types of data (Nunkoo, 2018.). This implies that the method of collecting data is the same, however, techniques that are used for the analysis of such gathered data differ based on their respective nature. Mixed method implies both qualitative and quantitative methods are used for the research. Here, the data is collected from different sources and different analysis techniques are also used. 
Based on the conventions of the pragmatism philosophy, both qualitative and quantitative methods can be used for the study (Cohen, et al., 2013.). Therefore, this study is based on the mixed method research choice. The quantitative data would be collected from the employees of the SMEs that are based in India and this would be used for the testing of the hypothesis. Owing to the nature of the data, it would be analysed using quantitative techniques. On the other hand, qualitative data would be collected from the employees of the SMEs who are specifically engaged in managerial positions. Such data would be analysed using descriptive technique. 
[bookmark: _Toc41576870]3.4 Time Horizon
This stratum of the research onion is concerned with the timeline within which the research is to be conducted. According to Collins (2018), as far as the time horizon is concerned, a study can be cross sectional or longitudinal. A longitudinal study is where change in the pattern of data over a certain period of time is observed, recorded, and then analysed. On the other hand, in cross sectional study, data is collected at a particular point of time. Saunders (2011) stated that in a cross-sectional study, the data is collected and examined during a specified point of time. In this study, the data has been collected to analyse effect of transformational leadership on the organisational performance within the context of SMEs based in Asia. Such data is collected in short time period, that is, over a period of 2 weeks. This implies that the long-term perspective in not considered in this study, and the analysis has been conducted based on the prevailing circumstances during the time of data collection Therefore, this study follows the cross-sectional time horizon. 
[bookmark: _Toc41576871][bookmark: _Toc35637226]3.6 Data Collection
[bookmark: _Toc35637227][bookmark: _Toc41576872]3.6.1 Source of Data Collection
The sources of data can either be primary or secondary. Primary sources of data signifies that such data is collected by the researcher directly from the research participants (Sekaran and Bougie, 2016). On the other hand, secondary data refers to the data that has been collected previously by other researchers and used for some other purpose. Since primary data is collected for the current research, it makes the data unique and catered to the specific requirements of the study. Since it is aligned to the research aim and objectives, primary data is more reliable as compared to secondary data (Williams, 2018). In addition, this also ensures that the data is adequate for solving the research questions. However, the collection process is time consuming and not economic. On the contrary, the collection of secondary data is economic and does not require a significant time investment. Since such data is already published, it is not unique (Bryman, 2016). Moreover, secondary data implies that it has been collected previously for some other purpose, therefore, is has to be modified to suit the purpose of this study. This makes the data less reliable and not as capable of providing answers to the research questions as primary data. 
In this study, data has been collected from primary sources in order to suit the specific requirement of obtaining insights about the SMEs in Asia. The employees of such organisations would be approached for the collection of data for this study. The quantitative data was collected through survey questionnaire from the employees in non-managerial position of SMEs in Asia. Such questionnaires was developed using Google forms, the link for it was shared via social media platforms like WhatsApp and Facebook.  The qualitative data, on the other hand, has been collected through telephonic interviews from the managers of such organisations.  According to Qu and Dumay (2011), the use of telephone as a medium for conducting interview is cost effective and ensures that respondents located in geographic area which is beyond the reach of the researcher. 
[bookmark: _Toc35637229][bookmark: _Toc41576873][bookmark: _Toc35637228]3.6.2 Sample Selection
The population for this study consists of all employees, both engaged in managerial as well as non-managerial roles within the SMEs across all the Asian countries. It is not feasible to collect the data from all such employees, hence sampling techniques have been applied (Chaudhuri, 2019). Convenience sampling, which is a type of non-probability sampling has been used for the selection of the employees at non-managerial roles for the survey as well as for selecting the managers for the telephonic interviews. According to Levy and Lemeshow (2013), convenience sampling indicates that the choice of research participant is dictated based on the suitability and feasibility of the researcher. Using this technique, the survey questionnaire was distributed using Google form link through social media platforms and addressed to people employed by SMEs. Convenience sampling was also used to reach out to 5 managers or leaders of SMEs based on Asia. 
[bookmark: _Toc41576874]3.6.3 Questionnaire Design
· Survey Questionnaire
The questionnaire for the survey consisted of 14 questions, most of which was closed ended (refer to Appendix A). Saris and Gallhofer (2014) emphasized that the closed ended questions are designed in a way that the respondents have to select the option that best suits their circumstances. In other words, the possible answers to the questions are provided and the respondent has to select the one that they believe to be most appropriate. Closed ended questions have been used since it can be translated into quantitative terms which can then be analysed using quantitative techniques (Krosnick, 2018). The first three questions in the questionnaire are designed to determine if the research participants meet the criteria for being employed in non-managerial roles in SMEs that are based in Asian countries. Thereafter, demographic questions have been included to establish the diverse nature of the respondents. The remainder of the questions have been designed to establish the perception of the employees in terms of degree to which the leaders of their organisation demonstrate the four elements of transformational leadership. In addition, the perception of employees in term of the performance of the organisation in comparison to their competitors has been evaluated. The psychometric scale, 5-point Likert, has been used for facilitating the process of translating the responses in quantitative terms (Brace, 2018).
· Interview Questionnaire
The questionnaire for the one-on-one interview consisted of 11 structured questions (refer to Appendix B). According to Willis (2015), a structured interview is where the researchers asks questions to the interviewees from a pre-determined list of questions. The interview questions were open ended, which encouraged the respondents to express themselves using their own words. Krosnick (2018) stated that open ended questions does not restrict the respondent to limit their answers to the predefined options, and gives them the freedom to express their opinions. Open-ended questions also encouraged the respondents to engage in a conversation with the interviewer, as a result in-depth information can be obtained. The purpose of the interview questions was to identify the nature of transformational leadership and organisational performance, its importance and how it can be enhanced by focusing on employee motivation.
[bookmark: _Toc35637230][bookmark: _Toc41576875]3.7 Analysis of Data
[bookmark: _Toc41576876]3.7.1 Quantitative Data
The quantitative data which has been collected through surveys, has been analysed using statistical tools (Bell, et al., 2018). Graphical tools has been used for encapsulating the demographic information of the respondents, making the interpretation visually appealing. Statistical analysis has also been used for extracting the information about the effect that transformational leadership style have on organisational performance. The cause and effect relationship between the variables have been analysed using linear regression analysis. 
[bookmark: _Toc41576877]3.7.2 Qualitative Data
The qualitative data has been gathered from telephonic interviews with the managers of SMEs. Since the data cannot be transformed to a measurable form, statistical tools cannot be used for its analysis. The qualitative or categorical data has therefore been analysed using descriptive techniques (Brannen, 2017). This implies that recurring pattern from the data has been identified and highlighted. In other words, the common aspects from the responses of the managers have been identified from the interview responses, and such data has been interpreted for answering the research questions.
[bookmark: _Toc41576878][bookmark: _Toc35637231]3.8 Ethical Considerations
Maintaining an ethical objective throughout the research process is crucial to ensure the authentic and validity of the results of the study. In the event that unethical measures are taken to conduct the research, it discredits the reliability of the results. According to Woodfield (2017), researchers ought to be ethically responsible to ensure that the integrity of the study is upheld. For this reason, the principle of ethics in conducting an empirical study has been referred. Firstly, the rules specified by the University in terms of guidelines for completing a dissertation, has been thoroughly followed. This ensures that the study is conducted as per the guidelines of the University and that it is disqualified for non-compliance. In order to comply with the norms related to plagiarism, efforts have been made to ensure that this study is not similar to previous research and the concepts and theories taken from other studies have been have been duly acknowledged. 
Secondly, since this study involved the collection of primary data, the ethical guidelines for such processes have been followed. This implies that the consent of the participants has been obtained through forms, where the purpose of the study, and the role that they played in it were explained in depth (H. Mustajoki & A. Mustajoki, 2017; Oliver, 2010). All possible risks and advantages of participating in the study have been thoroughly described so that the research participants could make informed decision about whether to take part in the research. The participants were also informed that taking part in the study was a voluntary process, and they would choose not to participate without having to provide an explanation for the same. In addition, the consent form also elaborated on how they can choose to withdraw their responses at any time. Wilson (2014) also explained that it is crucial to respect the privacy of the participants in the study. Accordingly, personal information that might reveal the identity of the respondents were not collected or recorded during the interview process or through the survey (Wiles, 2012). Additionally, the data collected from the employees of the SMEs in Asia would not be published, therefore ensuring that such sensitive data cannot be accessed by other parties. 
[bookmark: _Toc41576879]3.9 Limitations of the Methodology and Methods Used
The most prominent limitation of the methods used is related to the fact that primary data has been used. Since the collection of primary data is time consuming, the sample size has to be restricted to ensure that the study can be completed within the specified time period (Kumar, 2019). In addition, the use of primary data implies that there is a probability for selection bias. Moreover, since non-probabilistic or non-random sampling techniques has been used, the probability of bias increases. This is because under the non-probabilistic technique, the respondents are not chosen at random and therefore all the possible participants within the population do not have the same chance of being selected (Chaudhuri, 2019). Therefore, there is a high possibility that bias exists in the study.
[bookmark: _Toc41576880]4.0 Data Analysis 
In this chapter, the data collected from the primary sources, that is, the employee both engaged in managerial as well as non-managerial roles within the SMEs across all the Asian countries have been analysed. 
[bookmark: _Toc41576881]4.1 Analysis of Survey Responses 
The data collected from the employees in non-managerial roles is quantitative in nature and hence has been analysed using statistical techniques. Such results have been used to test the null hypothesis – transformational leadership style does not have a significant effect on the overall organisational performance. 
[bookmark: _Toc41576882]4.1.1 Overview of Data Collected
4.1.1.1 Response Rate
A total of 50 survey questionnaires were distributed among the chosen research participants. However, all the responses that were collected could not be analysed. Firstly, 5 of the respondents failed to meet the qualifying criteria for this study, indicating that they were either not in a non-managerial position, or they were not employed at an SME based in an Asian country or both. Another 4 respondents had failed to provide answers to all the questions, and hence such response sheet was not taken into consideration for the statistical analysis. Therefore, out of the 50 survey questionnaires that were distributed, 41 responses sheets were have been utilized for extracting meaning information from the data. This indicates a response rate of 82% has been obtained. 
4.1.1.2 Demographic Characteristics	
· Gender Distribution of the Respondents
It is evident from Figure 2 that the majority of the respondents, which accounts for 56.10% is male, while the remaining 43.90% are female. 
[bookmark: _Toc41553722][bookmark: _Toc41421465]Figure 2: Gender Distribution of the Respondents
[image: ]
· Age Distribution of the Respondents
Figure 3 illustrates that 65.85% of the respondents are aged between 25 and 34 years. This accounts for the majority of the research participants. The remaining 34.15% belong to the age cohort of 18 to 24 years. Therefore, the respondents that have taken part in this study include the younger generations. 
[bookmark: _Toc41421466][bookmark: _Toc41553723]Figure 3: Age Distribution of the Respondents
[image: ]
· Income Distribution of the Respondents
Figure 4 demonstrates that 23 out of the 41 research participants, which is 56.10% has a monthly income of less than US$ 40,000. The remaining 18 respondents have claimed to have a monthly income ranging from US$ 41,000 to US$ 50,000. None of the employees of the SMEs that have participated in the study has an income of more than US$ 50,000.
[bookmark: _Toc41553724][bookmark: _Toc41421467]Figure 4: Income Distribution of the Respondents
[image: ]
· Countries in Which the SMEs are based
In order to keep tabs on the Asian countries that have been considered in this study, the country in which the SME of the research participants is based has been tabulated. The vast majority, which is 46.3% of the employees that have participated in the study were working in SMEs that are based in India. 24.39% of the research participants are employed by organisations in the Philippines. 14.63% are from Malaysia based SMEs. Respondents under the employment of organisations based in Singapore accounted for 9.76% of the total. Lastly, only 4.88% of the respondents have claimed to be working for SMEs that are based in China. 
[bookmark: _Toc41553725][bookmark: _Toc41421468]Figure 5: Countries in Which the SMEs are based
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[bookmark: _Toc41576883]4.1.2 Effect of Transformational Leadership on Organisational Performance
4.1.2.1 Reliability Test
The test of reliability is done for guaranteeing that the dataset created for this study is unchanging and consistent. The instrument that is commonly used and has been used in this study for the measurement of reliability is the Alpha Cronbach. According to Stehlik-Barry and Babinec (2017), an Alpha Cronbach’s value ranges between 0 and 1. A number closer to 1 is indicative of high-reliability index, while a value closer to 0 implies a low degree of reliability. The author stated that the benchmark for the evaluation of the Alpha Cronbach’s value is 0.60, and a value that is lower than 0.60 is an indication that the dataset has a low reliability. Such results are undesirable in the case of empirical studies, as it indicates that the dataset is unstable and is less likely to provide consistent results. A value within the range on 0.60 to 0.80 is usually considered to be adequate, however, it still falls under the acceptable range. An Alpha Cronbach’s value that exceeds 0.80 is said to have high reliability, which is desirable in empirical research. In this study, the Alpha Cronbach’s value is 0.989, which is significantly greater than 0.80 (refer to Appendix C1). Therefore, the data set is highly reliable, and that the dataset is stable and is likely to produce consistent results.
4.1.2.2 Linear Regression Test
Linear regression is a statistical tool which is commonly used for predictive analysis. The tool works by demonstrating the relationship between a dependent variable and one or more independent variables (Groebner et al., 2013). In other words, linear regression is used for speculating and estimating the relationship between the dependent and independent variables. In this study, the linear regression analysis has been used in order to predict the effect that a transformational leadership style has on the organisational performance of SMEs based in Asian countries. There is a certain value within the output of the linear regression test that is to be interpreted in order to predict the effect that a transformational leadership style has on the organisational performance. 
The R square value indicates the coefficient of determination and it is used to determine the degree to which the regression model fits the data. According to Gray and Kinnear (2012), the R square value raged from 0 to 1. A number closer to 1 is indicative of a high degree of fit, while a value closer to 0 implies a low degree of fit. In the current study, the R square value of the observed data is 0.875, which is closer to 1 and therefore a high value (refer to Appendix C2). The value indicates that the data fits 87.50% of the regression model, which is significantly high. 
The significance value is another important metric that is to be considered for the extraction of meaningful information from the output table. This value is indicative of the statistical significance of the results. Since the regression test has been conducted at a 95% confidence level, a significance value which is less than 0.05 would indicate that the result is significant (McCormick and Salcedo, 2017). The significance value of the regression of the current study is 0.000, which is significantly less than 0.05 (refer to Appendix C2). According to Cronk (2019), this implies that the regression model predicts the dependent variable in a way that can be considered to be statistically significant. Therefore, the null hypothesis developed in this study has been rejected. In other words, the evidence suggests that the statement – transformational leadership style does not have a significant effect on the overall organisational performance, is not true. This suggests that the alternative hypothesis may be considered to be true. Therefore, the hypothesis that states that the transformational leadership style has a significant effect on the overall organisational performance is true. Practising a transformational leadership style, therefore, has an effect on the financial market performance of the organisation as well as the stakeholder value.
The final value that is to be interpreted for predicting the effect that a transformational leadership style has on the organisational performance of SMEs based in Asian countries, is the coefficient value. The coefficient value, also known as the slope, is indicative of the relationship between the dependent and independent variables, in this case, transformational leadership style and organisational performance. According to McCormick and Salcedo (2017), a negative coefficient value implies that an inverse relationship exists between the dependent and independent variables. This implies that an increase in the independent variable will cause the dependent variable to decrease. On the other hand, positive coefficient value implies that a direct relationship exists between the dependent and independent variables, and an increase on the latter will lead to the enhancement of the former. In this study, the coefficient value 0.944 indicates that there exists a positive correlation between the dependent and independent variables of this research (refer to Appendix C2). In other words, a positive relationship exists between transformational leadership style and organisational performance within the context of SMEs based in Asian countries. Therefore, an increase in the degree to which the four elements of transformational leadership is present in the organisation will contribute to an increase in the financial performance, shareholder return, and product or service market performance.
[bookmark: _Toc41576884]4.2 Analysis of One-on-One Telephonic Interviews
The data collected from the employees in managerial roles are qualitative in nature, and hence, descriptive techniques have been used for its analysis. Such data have been collected using one-on-one telephonic interviews with 5 mangers that were under the employment of SMEs in Asia. Such results have been used for determining the nature of transformational leadership and organisational performance, its importance and how it can be enhanced by focusing on employee motivation.
The interview responses have revealed that out of the 5 managers, 2 are employed by organisations that are based in India. The others were based in Malaysia, Philippines and Singapore. Therefore, the context of 4 Asian countries has been investigated in this study. The managers that have taken part in this study, all have claimed to have at least 3 years of work experience in such roles.
[bookmark: _Toc41576885]4.2.1 Nature of Transformational Leadership and Organisational Performance
The responses of the managers have revealed that the transformational leadership style is followed in their respective SMEs, and the leaders are most effective in encouraging the employees to perform at optimum levels. All but one of the managers claimed that the leader in their organisation is highly skilled in improving the morale and value systems of the employees. The interviewees claimed that such encouragement is effective in motivating the employees to perform at superior levels and actively contribute to the enhancement of the overall organisational performance. 
Some of the common traits that the managers claimed to be present in the leaders of the respective organisations included – determination, persistence, responsibility, empathy, dedication, self-control, and work engagement. The presence of such skills, according to the research participants is an effective way of ensuring that all the roles and responsibilities of the leaders will be appropriately executed. This includes the creation of an organisational culture wherein continuous learning is encouraged, and the leader provides support to the employee when necessary so that they can improve their own skills and abilities. 
While there are four factors to transformational leadership, referred to as the four I’s, the interviewees claimed that the presence of all the dimension is not imperative for the fulfilment of their roles and responsibilities. While they agreed that it is the cumulative impact of the four aspects of transformational leadership that contributes to performance beyond expectations, the presence of all four is not realistically feasible for the transformational leaders. The respondents claimed that Inspirational Motivation, Intellectual Stimulation, and Individual Consideration are crucial while the Idealised Influence dimension is not imperative. According to the respondents, the nature of transformational leadership that is followed in the SMEs of Asia is that the leaders capitalise on three-dimension and neglect one. The managers explained that the Idealised Influence dimension is concerned with developing a shared vision and improving relationships with the followers, and while it has the potential to improve the conditions within the workplace, it is not critical. 
As far as the nature of organisational performance is concerned, the interviewees claimed that they rely on the overall impact for making an assessment. In other words, the managers evaluate the financial performance, product and/or service market performance, shareholder return, the effectiveness of leadership and the current progress made with respect to the g. The interviewees claimed that the organisational performance is also evaluated with respect to the rival organisations in the industry. 
The managers also stated that in the case of SMEs, the individual performance, as well as the overall performance of the organisation, is important. The respondents explained that both individual performances of the employee at SMEs are crucial since human resources are considered to be the source of competitive advantage in such an organisation. In addition, the improvement of the overall performance of the organisation is contingent on the enhancement of the individual performances of the employees. Therefore, in order to ensure organisational success, the individual performance of the employees should be analysed, and encouragement should be provided for its improvement. The managers stated that doing so with contributing to the improvement of the organisational performance. However, they added that efforts should also be made to ensure that the organisational performance is aligned to the corporate vision. Therefore, both individual, as well as organisational performance, is to be valued.
[bookmark: _Toc41576886]4.2.2 Importance of Organisational Performance
The interviewees stated that the performance of an organisation is one of the most crucial metrics that can be used to determine if the SMEs are performing successfully. They added that the organisational performance is also an indicator of the ability of the leader to effectively implemented strategies so that the corporate vision can be achieved. This implies that the managers of SMEs rely on measuring the performance of the organisation to determine if the organisation is performing favourably or not. It also provides an indication of the progress that the organisation has made as far as the corporate goal and objective is concerned. 
The interviewees also explained that they consider organisational performance to be an important metric since it also provides an indication of the effectiveness of the leader. This has been observed to include the skills of the leader in terms of encouraging the employees to improve their performance and work towards the achievement of the organisational goal and objectives. The effective of the leadership, as evidenced through organisational performance also provides insights about the ability of the leader to be proactive in implanting necessary changes so that the SME can sustain in the modern business environment which is dynamic. 
Based on the responses of the interviews, it is apparent that the organisational performance is an umbrella term, and it provides an indication of various aspects of the organisation. In addition to providing insights about the internal conditions of the SMEs, the metric can also be used to analyse the way that the organisation is performing in the market. This includes sales, market share, product and brand awareness, and brand image. This also demonstrates how the SME is performing with respect to rival organisations. It was also revealed in the interview process, the managers use organisational performance to determine the financial indicators of the SME. Some of the common metrics used to measure financial performance include profit and return on investment. 
[bookmark: _Toc41576887]4.2.3 Enhancing the Effectiveness of Organisational Performance
The research participants have unanimously agreed to that fact motivating employees contributes to the enhancement of organisational performance. In other words, a motivated workforce is committed to ensuring that the performance of organisations can be improved. The style of leadership that is followed determined how the followers would be directed and motivated. The respondents indicated that motivation is one the dimension of the transformational leadership style, which has a significant effect on organisational performance. 
The respondents also stated that the factors related to transformational leadership which contribute to the enhancement of the effectiveness of organisational performance, in addition to inspirational motivation includes idealised influence, intellectual stimulation, and individual consideration. Intellectual stimulation and individual consideration, based on the opinions of the managers, are more likely to enhance the effectiveness of organisational performance, as compared to idealised influence. The respondents explained that apart from inspirational motivation, the leaders ought to promote an organisational culture where critical thinking, problem-solving, and development of innovative ideas are encouraged. In addition, the leaders also ought to focus on the individual needs of the employees and coach them about how they can improve on their abilities. The managers are of the opinion that these factors would enhance the effectiveness of organisational performance.
[bookmark: _Toc41576888]5.0 Discussion, Conclusions and Recommendations
[bookmark: _Toc41576889]5.1 Discussion
[bookmark: _Toc41576890]5.1.1 Nature of Transformational Leadership and Organisational Performance 
This study has revealed that transformational leadership implies that the leader ought to be highly skilled in improving the morale and value systems of the employees. This coincides with the research conducted by Ghasabeh and Provitera (2017) which specified that the transformational leaders are responsible for changing the values of the employees so feel motivated to improve their abilities. In addition, the common traits that the leaders as pointed out by the research participants is similar to the specific traits of a transformational leader as identified in previous studies (Kocherbaeva et al., 2019). Moreover, the managers of the SMEs emphasised that Inspirational Motivation, Intellectual Stimulation, and Individual Consideration are crucial for transformational leaders to be effective, while the Idealised Influence dimension is not vital. In a previous research conducted by Orabi (2016) it has been established that inspirational motivation, intellectual stimulation, and individual consideration, have been observed to have a direct and significant impact on organisational performance and the impact of idealised influence was found to be insignificant. 
This study also demonstrates that managers evaluated organisational performance based on various parameters, and there is an overlap with previous research in terms of theses metric. Similar to this study, Al Khajeh (2018), stated organisational performance can be evaluated based on three broad criteria financial performance, product and/or service market performance, and shareholder return. In addition, other metrics like the effectiveness of leadership coincides with the study conducted by Singh et al. (2016), which stated that organisational performance signifies the ability of the leader to implemented strategies for the achievement of the corporate vision. The results also indicated that both individual and organisational performance is to be considered. This corroborates with the study conducted by Al Khajeh (2018) which emphasised that improvement of the individual level performance would consequently lead to the enhancement of organisational performance towards the fulfilment of organisational goals, thus proving that both are crucial.
[bookmark: _Toc41576891]5.1.2 Effect of Transformational Leadership on Organisational Performance
The results of this study have proved that a statistically significant positive relationship exists between transformational leadership style and organisational performance within the context of SMEs based in Asian countries. Previous studies conducted by Al Khajeh (2018), Ojokuku, et al. (2012), Saleh, et al. (2018), Orabi (2016), and Arif and Akram (2018) have established the transformational leadership is the supreme form of leadership for the improvement of organisational performance. Similar to the current study, the previous studies have also observed that there is a statistically significant and positive effect of transformational leadership on organisational performance. 
The findings of the current study, however, contradicts the study conducted by Saasongu (2015) and Obiwuru, et al. (2011), which like this study concentrated on small scale organisations or SMEs. These previous studies evaluated both transformational and transactional leadership styles for investigating the impact on organisational performance. These studies have proved that while transformation leadership style has a favourable impact on organisational performance, such an impact is statistically insignificant; and transactional leadership style has a significant and positive effect on the performance of the SMEs. Therefore, this study challenges the findings of previous studies that have similarly focused on the context of SMEs. 
The findings of this study have also established that all four dimensions of transformational leadership must be followed for it to have a significant and positive impact on organisational performance. This, however, contradicts the study conducted by Orabi (2016) wherein it was established that out of the four dimensions, only three contribute to the enhancement of the organisational performance. These three dimensions of transformational leadership have a direct and significant impact on organisational performance included – inspirational motivation, intellectual stimulation, and individual consideration. This implies that the impact of idealised influence on organisational performance is insignificant, which goes against the findings of this study. 
[bookmark: _Toc41576892]5.1.3 Importance of Organisational Performance
This study recognised that organisational performance is one of the most crucial metrics that can be used to determine if the SMEs are performing successfully and for ensuring that the leadership is effective. This challenges the study conducted by Madanchian and Taherdoost (2017) and Franco and Matos (2015) wherein it was proved that effective leadership is the key to the success of SMEs. 
[bookmark: _Toc41576893]5.1.4 Enhancing the Effectiveness of Organisational Performance
These findings of the study state that the motivation of the employees is the key to the enhancement of organisational performance. Studies conducted by Madanchian and Taherdoost (2017), Kocherbaeva et al. (2019) and Singh et al. (2016), have also established the importance motivation has in ensuring that the individuals perform at higher efficiency levels, thereby contributing to the enhancement of overall organisational performance. In addition, apart from motivation, this study has established that intellectual stimulation and individual consideration are crucial, while idealised influence is not as effective. This corroborates with the findings of the study conducted by Orabi (2016), where inspirational motivation, intellectual stimulation, and individual consideration was identified to have a direct and significant impact on the enhancement of the effectiveness of organisational performance.
[bookmark: _Toc41576894]5.2 Conclusions 
This study has been conducted to examine the effect of transformational leadership on the organisational performance by considering the context of SMEs based in Asia. In order to conduct this investigation, the mixed method technique was employed wherein both qualitative and quantitative data have been taken into consideration. The data for such research has been collected from primary sources. Qualitative data has been obtained from 5 managers of SMEs based in Asian countries through one-on-one telephonic interviews. The questionnaire for this consisted of 11 open-ended questions. This data has been analysed using descriptive techniques. Quantitative data, on the other hand, has been obtained through survey questionnaires from employees of SMEs that are engaged in a non-managerial role. The survey questionnaire consisted of 13 close-ended questions and 1 open-ended question. This data, owing to is measurable nature, has been evaluated with the help of statistical tools. 
 The results of the statistical analysis have revealed that transformational leadership styles have a direct and positive impact on the overall performance. In other words, following the four dimensions of the transformational leadership style in SMEs has a positive impact on the overall organisational performance. The results of the interview responses have revealed that organisational performance is an important measure and SMEs use it for the measurement of financial performance, product and/or service market performance, shareholder return, the effectiveness of leadership and the current progress made with respect to the organisational goal and objectives. 
In addition, the analysis of the interviews has also made it apparent that for enhancing the effectiveness of organisational performance, the leadership should be effective. In other words, the leader ought to be diligent in identifying the need for change and ensuring that the employees are encouraged, inspired and motivated to implement such initiative. Moreover, the transformational leaders also ought to capitalise their specific skills, especially political skills, which is the ability to gain an understanding of their subordinates. This will ensure that the leader can influencer their followers to continuously learn and improve themselves. Improvement at an individual level would contribute to the enhancement of the overall organisational performance.
This study has made significant contributions for SMEs that are in search of ways of improving the organisational performance. The results of this study have challenged several existing types of research. One of the exiting theories that this study refuted is that transactional leadership is appropriated for SMEs. This study recognised that the performance of SMEs is significantly improved when transformational leadership style is followed. This implies that SMEs may no longer benefit from employing a transactional leadership style. Another prevailing theory that was disproved by this study is that out of the four dimensions of transformational leadership, only three, inspirational motivation, intellectual stimulation, and individual consideration, contribute to the enhancement of the organisational performance. This study has established that the cumulative impact of all the four dimensions of transformational leadership contributes to performance beyond expectations. This implies that SMEs would not be able to achieve high-performance levels of the individuals and of the overall organisation by concentrating on inspirational motivation, intellectual stimulation, and individual consideration alone.
[bookmark: _Toc41576895]5.3 Recommendations
[bookmark: _Toc41576896]5.3.1 Suggestions for Industries
This study has provided an understanding of the effect of transformational leadership on the organisational performance from the perspective of SMEs in China. Based on such unique findings, it can be stated that SMEs, particularly the ones based in Asian countries, ought to employ transformational leadership in order to enhance their performance. Such leadership styles would lead to the development of the overall performance of the organisation, this includes – financial performance, shareholder return and the product and/or service market performance. The results also imply that organisations would benefit the most when the transformational leader follows all the dimensions, that is, idealised influence, inspirational motivation, intellectual stimulation, and individual consideration. SMEs, therefore, ought to ensure that the leaders are following all the four dimension of the transformational leadership style – idealised influence, inspirational motivation, intellectual stimulation, and individual consideration, for the improvement of all aspects of the organisation. 
[bookmark: _Toc41576897]5.3.2 Future Research Scope
There are several limitations to this study. Firstly, the use of non-probability sampling techniques implies a high chance of the existence of bias. Such bias undermines the validity and authenticity of the research. Secondly, generalisations were made about the whole population, that is, the SMEs across all Asian countries based on the interview of 5 managers and the collection of 41 survey responses from non-managerial employees. In comparison to the population, the sample size is negligible and therefore it is unlikely to portray an accurate representation of all SMEs that are based in Asian countries. This has limited the scope of this research in establishing the effect of transformational leadership on the performance of all SMEs across all Asian countries. Such limitations provide an opportunity for further research on this topic. Thirdly, this study only concentrated on the transformational style of leaders. Therefore, further research is recommended using a comparative analysis of various leadership styles, to determine which is most appropriate given the specific requirements of SMEs. Furthermore, research may also be conducted in terms of comparative analysis between two or more Asian countries and considering the cultural perspective for future investigation. 
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[bookmark: _Toc41576900]A. Survey Questionnaire
The surveys were targeted to the employees of SMEs based in Asia that have a non-managerial position in the organisation. A total of 50 such questionnaires were distributed as part of the survey.
	
	
	1
	2
	3
	4
	5

	1
	Are you currently under the employment of an SME?
	□ Yes
	□ No
	
	
	

	2
	Is the SME based in an Asian country?
	□ Yes
	□ No
	
	
	

	3
	Do you have a non-managerial role in your current place of employment?
	□ Yes
	□ No
	
	
	

	
	
	
	
	
	
	

	
	Demographic Factors of the Respondents 

	4
	Gender
	□ Male
	□ Female
	
	
	

	5
	Age
	□ Under 18 years
	□ 18 – 24 years
	□ 25 – 34 years
	□ 35 – 44 years
	□ Above 45 years

	6
	Monthly Income 
(in thousands)
	□ Less than 40 USD
	□ 41 – 50 USD
	□ 51 – 60 USD
	□ 61 – 70 USD
	□ More than 71 USD 

	7
	In which country is your organisation based?
	□ ______________________________

	
	
	
	
	
	
	

	
	
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	
	Independent Variable – Transformational Leadership 

	8
	In your opinion, are you able to identify with the leader in your organisation and are they effective in arousing strong emotions from you and your co-workers?
	□
	□
	□
	□
	□

	9
	Do you think that the leader is effective in increasing awareness about problems and getting the workforce to solve those problems in new and innovative ways?
	□
	□
	□
	□
	□

	10
	Do you believe that the leader is effective in providing support, encouragement, and coach the employees at an individual level?
	□
	□
	□
	□
	□

	111
	In your opinion, is the leader efficient in communicating an appealing vision and using symbols to focus effort, and encourage appropriate behaviours among the employees?
	□
	□
	□
	□
	□

	
	
	
	
	
	
	

	
	Dependent Variable – Organisational Performance

	12
	Do you think that your organisation has a better financial performance, in terms of return on investments or profits, as compared to its competitors?
	□
	□
	□
	□
	□

	13
	In terms of metrics for shareholder return, like economic value added and total shareholder, do you think that your organisation performs better than the rival companies?
	□
	□
	□
	□
	□

	14
	As compared to the competitors, do you think that your organization have a better product or service market performance, in terms of sales volume or market share?
	□
	□
	□
	□
	□

	
	
	
	
	
	
	





[bookmark: _Toc41576901]B. Interview Questions 
The interview questions were targeted to the employees that have a managerial role within the SMEs across the Asian continent.
1. Do you work at a managerial position in an SME?
2. In which Asian country is your organisation based?
3. How long have you been working in the managerial position at your organisation?
4. What are some common traits of the transformational leader in your organisation?
5. Which dimension of transformation leadership styles do you think is most important for the success of your organisation? If yes, explain why.
6. Do you think that the leader in your organisation focused on individual, or organisation performance, or both? If yes, explain why.
7. Which indicators of organisational performance is used in your organisation?
8. In your opinion, do you think that organisational performance is an important metric for determining the success of SMEs?
9. Do you think that organisational performance is an indication of effective leadership?
10. Do you think motivating employees contributes to the enhancement of organisational performance? If yes, explain why.
11. What factors related to a transformational leadership, in your opinion, would contributed to enhancing the effectiveness of organisational performance?


[bookmark: _Toc41576902]C. Statistical Output
[bookmark: _Toc41576903]1. Reliability Test Results
	Reliability Statistics

	Cronbach's Alpha
	N of Items

			.989
	9



[bookmark: _Toc41576904]2. Linear Regression Results
	Model Summary

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

	1
	.935a
	.875
	.872
	.40152

	a. Predictors: (Constant), Transformational




	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	43.908
	1
	43.908
	272.354
	.000b

	
	Residual
	6.287
	39
	.161
	
	

	
	Total
	50.195
	40
	
	
	

	a. Dependent Variable: OverallPerformance

	b. Predictors: (Constant), Transformational




	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.325
	.148
	
	2.197
	.034

	
	Transformational
	.944
	.057
	.935
	16.503
	.000

	a. Dependent Variable: OverallPerformance





Transformational Leadership
(Independent Variable)


Organisational Performance
(Dependent Variable)


Financial Performance


Shareholder Return


Product or Service Market Performance


Idealised Influence


Intellectual Stimulation


Individualised Consideration 


Inspirational Motivation 










image2.png
Pie Chart Count of Gender

Gender

W Female
Ml





image3.png
Age

W18 - 24 years
W25 - 34 years





image4.png
Income

41,000 - 50,000 USD
Less than 40,000 USD





image5.png
Country

Echina
Windia

B Malaysia
W Phillippines
D singapare





image1.png
Prifysgol Cymru

Y Drindod Dewi Sant
University of Wales
Trinity Saint David





