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ABSTRACT

Leadership cannot be defined with the designatiba person or, how is the behavior of a person tasahe
employees or subordinates of an organization. tituily tough to measure what are the qualities malperson to be defined
as a good leader. Possibly, that is why few pemptir society still remembered as a good leadéh wieir approaches, not
as per the scores are given to them. So, it prtaadership is such a quality which cannot be meagubut it is true that
the impact of a true leader is always countableatTature of leadership makes it so interestingadership is all about a
few sets of qualities which may be gained withughieringings of an individual or may be polished aledeloped with years
of experience and personal feelings. It is a siyfiéch is enriched with time, experience and compatiin with people.
But that is not the end, it can be better with #tdrestrategy, with better capabilities of takinggple in a group and work
together and finally the capabilities of designeigange for everybody help to motivate them and thelfindividual to grow.

Probably, even these set of qualities will be gustibset of leadership qualities and these fadtake been discussed inthis
paper.

KEYWORDS: Strategy, Group Performance, Transformational Lealip, Resource-Based View, Sustainable Competitive
Advantage, Skill Development, Empathy, and Persiste

INTRODUCTION
Conflict and Performance in Workgroups

When inside the organization, working in a groupwtthe outcome may vary due to the presence oflpaophe
group has been discussed in this paper thoroughtyn the very personal experience, initially, itbmes a hectic part to
participate in a group and work in a single projbere people from various backgrounds, varioutupellor even from
various upbringings may arrive. And these multigdeiations actually create the mess. Lot of tirhe, thanagement levels
face challenges to resolve the internal team angroisunderstandings first, and to resolve theisefevel challenges. So,

it consumes a lot of time as well to face and hamdyroup of people in a project inside the orgstion.
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But we should remember there are some positivectsps well as working in a group. There mightéwe people
who are new joiner or fresh graduates and for tlgathering knowledge is an important aspect of waykn an organization.
Now, if the information has to be gathered acrbssteam, then it is very tough for those set ofppoBecause it needs
the courage to go ahead and discuss the requirenres the team, identifying the correct set ofgbe@evho can actually
help them sharing the information which may takedbtime sometimes. Also, they need to know howltoeffective
communication and define their exact requirememiaBse sometimes too much information may affectcti@sity of
learning the new things. But if they are workingaigroup, it becomes much easier to understancethérement and reach

out to the person who is most experience in thamgro

But so far, we have discussed the positive anchéwative things of working in a group. Here idiscussed
now what are the good models or processes followihigh we can say that working in a group createmity, not the
misunderstandings or problems. And one of the magpects of this diversity would be creating geretprality inside the
group and diversity towards the information is vienportant to maintain the interest towards workdAne more important
area of the diversity would be Value. Creating arantaining the value inside the organization teamsalso important. All
these three diversify natures are very importaorganizations groups to maintain employee morsleell as lowering the
intragroup competition. As per the research, isghg low task conflicts across the team leadsgio integrity and improves

team performance as well. At the same time, higfopmance also leads to high morale.

And, if we need to understand the value diverdigntit needs to be always low-value diversity amthaggroup
individuals because that is the way to be moreieffit in the groups and higher the satisfactiopllé&vin the group or team.
So, basically when the group is fighting over thaltenges like gender, value, age and other séaitébrs which are the
serious challenges to be in a team and work, theioosly the effectiveness of the group increasekieelp to achieve most
of the targets on time. So, any social factor emges are not good for group diversity and affeetgroup badly to make
anovercall good experience being in a group. Angléfconsider the same from the leadership aspesehsand what is
the learning out of this, it would be the managersthe group leaders always need to take a stepdato maintain these
diversify factors inside the group and maintaineéhgployee work morale. In terms of doing that teders need to have the
communication with every individual of the groupstie regular intervals and needs to understaffith@iout the damages
if there is any and should resolve those damagssasas possible with the efficiency level. Beeah®se are the one what

makes a situation vulnerable and start develogiegtack of creating a bigger impact.

Transformational Leadership and Organizational Culture

Before we reach to the direct discussion towarddrdnsformational leadership, it would be reathpd to under-
stand the definition of the transformational leadethe beginning. So, who is a transformationatiés and what does this

mean by the transformational leader?

From the naming convention, it is quite easy toarathnd that transformational leaders are thosplge&do help
to transform his/her followers. It is a fine contepleadership style where the leaders do not @ilgw the specific rules

set by the organization. They understand the exagctirement of the rules and regulations for thefeeople inside the
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organization and based on that, they also transfbenminsider preferences and choices for the iddafis. And, basically,
these scientific changes help to bring the trams&tion for the individuals and finally help themdmw. There is a huge
difference between the transformational leaderdlamttansactional leaders. Transactional leadarsmmauled the situation
by themselves and always follow the conventiondl@ready set rules by the organizations. In trasmer, it becomes tough
for an individual to understand the other indivilduand this generic nature of the leaders don’héadp their subordinates
to grow as per their own interest. But transforovadl leaders not only transform the environment,this process also has
a huge direct effect on the individual's growthveedl as help them to perform differently being hetsame organization.
That's the characteristics of a transformationatiks.

And what we understand from this article underssathé most important factors which help to becorteader as
a transformational leader. Mostly we all know, éoleader, two important tasks would be tactical stnategically thinking
as well as culture building for the overall imprawent of the organization. But, beyond that whattheeother important
factors which are important for the developmenthef organization as well as its subordinates, thase been identified.

And those four factors are —

Idealized influence

* Inspirational motivation

Intellectual simulation

Individualized consideration

And, these factors can only be fulfilled with thergistence and sheer interest towards holisticargment. So,
these days, an organization is connected to thoée ahd those are identified as leadership, org#aoiz culture and
performance and all these three terms are very rmielconnected with each other. So far, with thgaaization culture,
two things have been quite related, and they agardzation culture and performance. When we usedim culture, it
includes a vast area where we can include the HRRegs, organization individual growth plan, manedestrength,
effectiveness of the managers’ role towards theleyaps. But the term leadership, it is quite spedd a certain level,
rather we can denote it as a small sector. Bectigséeadership qualities of a specific sector makesdifference here,
where a set of managers or leads prepare the gewetd plan for their individual team. The efficigrievel of that plans or
decisions makes the difference. So, this is tha atd@ch makes a lot of difference with the tranisazl leadership and the
transformational leadership. If the organizaticadiers continue with the transactional leadership riot possible to have so
much growth as it only follows the conventional waf leadership and this process doesn’t allow exgating much with
an ongoing condition of the organization. But ifstthe transformational leadership, it createstaf change inside the
organization. It creates more values to the empsyand helps to make them understand the impaghatever they do
being the organization. This particular realizatisrvery important to all individuals. Everybodyside an organization,

whatever they do, it is very important that thaasks get properly evaluated and finally bring tHfecence.
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If the employees feel they are valuable resourgethe organization, then their dedication towdsdsomes higher,
integrity is higher and that works as a motivatfonthe employees. So, transformational leadershipuly important
these days to change the conventional nature natlyfigive more value to the employees or subotdmand work with

integrity.

Choosing Strategies for Change

So far, we have discussed how to manage a groigeias organization and how to be the leadershaitgjufor
the organization. But here it is more about thategy that organizations or leaders or any ind&idhelieve/s in and those
which are chosen to continue the different openatiaf the organization. So, here we discuss maehanization strategy
and how it has evolved with years. Now buildingtiip strategy for the organization no dauntedly afrtbe toughest works
to do. Because the strategy is the one which iaywlanned to be effective and efficient than jones. But no one knows
how it actually starts to work. It is one of the shanpredictable operations which are only realiakdr the operation is
executed and realize the mistakes out of it. Smrdinuous process of validation and evaluatiothefstrategies during its
implementation is required to achieve the besobiit

But one thing is quite often out of it and thatwd)enever there is a change in the strategy or evgamizations
shows their interest towards changing the stratiégffects the organization culture as well asléselopment. Because there
are people who are always scared of any change.

They always feel change only happens when thingsat working and starts removing people from wiearer
they feel like. Basically, it creates a lot of cosibn with the spreaded information, or sometimmemfthe fake information
as well. And this confusion can be only avoidechwite proper communication with the subordinatesnelver necessary.
Due to these reasons, a lot of organizations gfiatthange proposals fail to be implemented, evenetimes they're not
even initiated as the managers face a lot of harelstto confess the changes in a positive manrktrgro ignore the risk
of losing people from the departments. But whemetlige an initiation of strategy level change, waia the differentaspects

which needed to be taken care of by the organizatithose areas would be as below —

» Educate the employees and communicate with themtahe recent changes going to be made

» There should be continuous support from the manageand make the subordinates feel like they atle thie safe

hands

» Negotiation should take place to make the changdsoace the confirmation is received from the otteaty, there

should be an agreement for the trust and as a twik@rteptance

* Participation and what can be a better and effectiay to bring the changes other than involving éh#loyees
towards the process of change. Once people arb/@djdhey can observe the change that has be&nddsand they

can understand the need for it.
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So, these are the most effective steps an org#nizedn initiate during the strategic change an#enthings better
today. But how to realize time has come to makectiange in the strategy, what type of strategibahge is required, and
from when it should be applied, these are the vergortant stages which should be realized and amrsivas well.
Otherwise, things might not work accordingly. Agatimere are few factors which define the best mosiof the change in

strategy and those factors would be —

» Do the person has enough data to make the undérststimate and bring the changes into the system.

* What is the current position of the person whooigg to initiate the change? Is that person tryonmake the changes

just because he thinks the existing processesistragt working or, he truly believes in changéhas situation?

» For what set of people, changes are required tgbWhat is there current situation and how theylmaaffected, that

risk analysis should be done as well.

So, these are the factors which should always bectty evaluated and taken into an action plathdse options show the

green light, then the strategy can be placed to@kerwise, it brings up a lot of unexpected itssu

Engage and Empower the Employees

Leaders are set of people who help to bring theleeia the front and showcase their work. Beingadkr, it is a
huge task to understand the individual. And, toersthnd, it needs time, it needs direct commuminatiith the individuals
and recognizes their capabilities. If there is mgmn design for all the employees in a group, tihés not possible to
understand the individual capabilities and exphetliest result from them. Between a manager areoyee, there is
always a fine relation of trust which is requiresinzell.

And the employees also work unitedly for the manatat he/she does not face any upper-level aigdlend help
to make things proceed smoothly. So, preparingnanton goal for these employees and make them wotkderstand
them individually and identify their individual ietest and design the goal sheet for them indivigutdese two differences
in behavior create the difference between justdaimanager and a leader. So, it is the duty e&ddr or a manager, that
the employees should never be bored in their wadelIf they are getting bored, that means thédrést is something else
and that needs to be recognized and plans neededdeveloped accordingly.

Interrelations between RBV and building Leadershktmtegic development, group performance, anat&fte ca-
pabilities.

Leadership, strategic development, group performamz effective capabilities are interrelated. filvaace orga-
nizations with these qualities there is a strateggd by many leading organizations which are veputar and known as
Resource-based view. RBV’s development happeneteleat 1984 and the mid-nineties. In today’s competitvorld it is
very difficult for organizations to survive in tikempetition. To survive an organization should dhailcompetitive advantage
over other organizations. Organizations should &dbldevelop the system in their organizations whiéh help them to
gain sustainable performance. Human capital isflethe success of the organization. A contributtbhhuman capital and

importance is huge in organizational growth. (Higs&995; Bae and Lawler 2000; Inchniowaki 1997; Blband Steenevald
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1999). Human capital plays a strategically actole in the success of organizations. Impact of huoapital is huge and it is
considered a valuable asset when it comes to magghe firm’s performance and creating efficieriBarney 1996, Wright,
Dunford, Snell 2001).

RBV approach helps organizations to build capagditvhich helps them to gain sustainable competavantage.
Building Leadership, strategic development, groegfgrmance and effective capabilities are possibth the help of the
RBV approach.

The approach is based on the concept that firmsistoof various types of tangible and intangiblsotgces — as-
sets, processes, skills, information, knowledge, \wthen these resources are combined, they cigasiness Capabilities’
(viewed as a special type of resource), some ofhylgither individually, or in combination, creatset of “Core Competen-
cies”, that provide a sustainable competitive athg to the firm. Combined ‘Business Capabilitiesids to new business
Capabilities’.

The resource-based view is much more flexible tharer’s prescriptive approach to strategy formoratHooley

et al. suggest the following classification of caatifive positions.

» RBV Price positioning for gaining sustainable cotitpe advantage

» RBV Quality positioning for gaining sustainable qoetitive advantage

* RBV Innovation positioning for gaining sustainablampetitive advantage
* RBV Service positioning for gaining sustainable petitive advantage

* RBV Benefit positioning for gaining sustainable quetitive advantage

* RBV Tailored positioning (one-to-one marketing) éaining sustainable competitive advantage

LITERATURE REVIEW

» Huselid and Becker (1997) found the organizatiohs are able to implement the operational excellemzkaligned

the business strategic goals able to achieved mamifinance returns.

» According to Ulrich (1998), One of the importanta® for HR personnel is to become a strategic lessipartner.
Youndt and Snell (1996) find out firms who effeeliy follow HR practices as per business strategyaate to deliver

better performance.

» Kazmi and Ahmad (2001) given importance to focusstmategy, content, implementation approach. Wriayd
McMahan (1992: 298) given importance to a planneaidn resource with a focus on helping organizatiorszhieve

their goals.

* Human capital research study in the Australian stwent banking industry by Royal (2003), Royal aithauser
(2002), Royal (2001), Royal (2000) and anotherymidUS human capital (Kalleberg, Knoke, Marsded &paeth
1996) found that people people-centered practioes) term relationship with employees, building amgational
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membership leads to High-quality product developimenovation, attraction of new resources in oigation and

retention of good staff and improved financial perfance.

A Boston Consulting Group study 100 companies im@ay covering ten industrial sectors over a seygar-period
from 1987-1994 Bilmes, Wetzker and Xhonneux 1983)nd that successful companies were on buildingleyee

capacity. Myloni et al. (2004) found that also HRMys a very important role in the strategy devalept of the firm.

A study by the American Management Association §)96dicated a strong correlation between incredsading

budgets and larger profits and productivity flowfingm workforce reductions.

(Dunphy 2000) told organizations performed bettbewthey face changing the environment and theneésl of
survival and it is only possible with matching tieange and doing necessary modifications in thegriat environment

to match and complete successfully in the extengironment.

HRM plays a very important role in the organizatiomchieve organizational success (Barney 19%ksda & Schuler

2000; Pfeffer 1994).

To achieve sustained competitive advantage it iy waportant to map HRM strategy with organizatibgaals.
(Arthur 1994; Gerhart&Milkovich 1992; Huselid 1999acduffie 1995; Terpstra&Rozall 1993).

As a result, it is important that a firm adopts HRW¥ctices that make use of its employees. RozhdrZakaria’s
(1996) done a study on Malaysian firm which progi@widence of HR mangers active involvement indtnategy

formulation process.

Extensive research by Cox and Blake (1991) findspetific human capital is closely related to orgational perfor-

mance.

Literature on strategic HRM identify multiple timése importance of HRM practices and systems aeid dontribu-
tion in achieving and creatingsustained competisislgantage for the firm. (Arthur 1994; Gerhart&Milkch 1992;
Huselid 1995; Macduffie 1995; Terpstra&Rozall 1993)

The study on different firms done by Becker andhaer (1996), Becker and Huselid (1998), and DyeR&eves’
(1995) clearly indicates the firms which are ablalign their HRM practices with their businessitgy will achieve

superior outcomes.

Fey, Carl F.; Bjorkman, Ingmar; Pavlovskaya, Ant@n{2000) in their investigation on “The Effecttiiman Resource
Management (HRM) on Firm Performance in Russia” €amt with a model including HR outcomes (motivatio

retention development) as a mediating variable bettHRM practices and firm performance.
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PROPOSITIONS
Proposition 1

Designing the group is not an easy task to doedds time and needs to identify a few things effelgt There
should be gender equality inside the group ancethbould be enough scope of direct communicatisidénthe group. It
should be handled sensitively because a grouptisisioa set of employees, it is also the mixturdifferent nature, different
culture, different educational background. So, iilitses would be very high that they mess up lbedw themselves, there
might be a situation where individuals will feethwork is getting overlooked and most importandfter some time people
may feel, there is no scope of riding the laddeteiims of position appraisal. So, being a leades, éxtremely important
to have effective communication, understand théviddal in a group and finally, take the group atiscuss with them in
together that is their thought or their take orttfer development. Where they feel they are lagb#tgnd. It may help others
to think wisely and boost their character and findevelop as a team. Once the personal goalschieveed and people are

happy to work, an organizational goal would beillel for sure.

Proposition 2

A strategy is something which should always beda#d and revised with time. And, with time, theright be a
need for changing the strategy and define a newfsmgierational procedures. But at the same tim&,things needed to be
taken care of. This new strategy development maserfeel old people less important in the organimgtcreate some doubt
with cross-communication or intra-team communigatmd finally, it creates a whole lot of doubts qewple get scared.
So, engagement and appraisement is important dtivengreparation of the strategy and make peopéetbat this is only
for making things good and profitable. Once the leiyges are engaged with the strategy developmeneps, they will
understand the importance of it and they will fipalupport the change.

Proposition 3

Building Leadership, strategic development, groeggrmance and effective capabilities are possilifle the help
of RBV. Routes of strategic development initiatiaes connected with resources in organizations.yMaerational problems
which organizations are facing as of today canesslved if there is involvement of the Human Reseudepartment in
strategy and decision-making process. If orgaronatiare able to build a team of resources who @exted based on
keeping a goal of building a sustainable competiidvantage for organizations, the day to day ¢ipeea challenges can
be minimized. Challenges which many organizatiatefsuch as change management, lack of leadenshijies, poor
performance from team members, lack of effectivatsyy etc, can be resolved and overcome with iweaavolvement of

hiring and decision making management team.

In today’s competitive world organizations also aee¢o be flexible in terms of modifying the way yheperate

based on the latest business requirements. Resquiéde an edge to the organizations to surniexireme competitive
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business environment. Resources with multiple d¢&deskills provide an edge to organizations toeemmito new business

opportunities with confidence.
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