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Purpose: The research examines the relationship between transformational leadership, team
cohesion, and project objectives' achievement rate in public organizations.
Design/methodology/approach: The survey selected 18 offices in Poland's voivodeship
capitals and included all 269 departments and faculties. Directors nominated employees for
a questionnaire focusing on projects needing diverse skills. 70 employees (and projects) were
selected, with 50 responding to the subsequent survey conducted via computer-assisted
telephone interviewing (CATI).

Findings: Understanding and implementing transformational leadership is essential in public
administration for fostering team cohesion and project success. Although team cohesion is
currently lacking, enhancing communication and collaboration can improve it.
Transformational leadership encourages idea generation and team representation, yet its direct
impact on project objectives is minimal. Public organizations should invest in leadership
development to address project needs and navigate bureaucratic challenges effectively.
Research limitations/implications: Limitations of research include potential self-selection
bias among participants and unaccounted external variables like political pressures, funding
constraints, and policy changes that could affect the relationship between leadership styles,
team cohesion, and project success. Future research should address these factors for a more
comprehensive understanding of effective leadership in public administration.

Practical implications: Practical implications suggest investing in leadership development
programs to cultivate transformational leadership qualities, fostering team cohesion,
and aligning goals with organizational missions. Leaders should prioritize integrity,
transparency, and accountability to navigate the unique challenges of the public sector,
enhancing project performance through collaborative and supportive team environments.
Social implications: Socially, promoting transformational leadership fosters collaboration and
inclusivity within public organizations, enhancing team dynamics and potentially improving
service delivery to the public. Encouraging leadership qualities like empowerment and
transparency contributes to a more accountable and socially responsible public sector.
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Originality/value: This paper contributes by highlighting the significance of transformational
leadership in public administration, shedding light on its positive impact on team cohesion and
suggesting avenues for organizational improvement in project performance.

Keywords: transformational leadership, public sector innovation, team cohesion.

Category of the paper: Research paper.

1. Introduction

In the dynamic area of innovation within the public sector, distinct from the profit-oriented
private sector, the spotlight is on fostering collaborative government and adopting post-
bureaucratic organizational structures. Public sector entities, driven by a mission to enhance
public services and deliver social value, differ from their private counterparts. This shift has led
to the prominence of multidisciplinary teams with complementary skills and high
interdependence, addressing the complex challenges faced by public organizations.

In this context, the significance of leadership styles cannot be overstated, as they play
a crucial role in influencing organizational effectiveness. The hierarchical structure of the
public sector places ethical leadership at the forefront, with leaders serving as vital sources of
ethical guidance. Transformational leadership, marked by the ability to inspire and motivate
followers toward organizational progress, emerges as a powerful style for achieving
institutional targets. Specifically in the area of public service management, transformational
leadership aligns organizational goals with community-oriented missions, emphasizing vision,
mission, and personalized attention to employees.

This paper deals with the research methodology and findings of a study examining the
connections among transformational leadership, team cohesion, and the achievement of project
objectives within the framework of project management in public administration. The purpose
for this paper is to investigate the relationships among transformational leadership, team
cohesion, and project objectives' achievement within the context of project management in
public administration. The research, funded by the National Science Center, explores the
maturity of local government public administration in implementing solutions related to team
self-management processes in Poland. The paper presents three hypotheses and six research
questions, with the aim of unraveling the dynamics between leadership styles, team cohesion,
and project success. Findings explain the complex interplay of these variables and offer
valuable insights for researchers and practitioners in the public sector. This paper makes
a significant contribution by emphasizing the importance of transformational leadership within
public administration. It illuminates how such leadership positively influences team cohesion

and proposes strategies for enhancing organizational performance in project delivery.
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2. State of the art

In contrast to the private sector, innovation in the public sector is not driven by the pursuit
of profit but rather by the goal of improving public services and delivering value to society
(Feltynowski, 2012; Moore, Hartley, 2008; Torfing, Triantafillou, 2016). This shift towards
collaborative government and post-bureaucratic organizational structures has led to
an increased emphasis on multidisciplinary teams. These teams are characterized by their
complementary skills and high interdependence, making them well-suited to tackling the
complex challenges faced by public organizations (Van der Voet, Steij, 2021).

In this evolving landscape, the significance of leadership styles comes to the forefront due
to their profound impact on organizational effectiveness (Warrick, 1981; Van Eeden et al., 2008;
Yahaya, Ebrahim, 2016). Telukdarie (2018) contends that effective leadership involves self-
regulation and a natural commitment to correctness for the benefit of the organization (Sosik,
Dionne, 1997; Politis, 2001; Skogstad, 2007). Scholars such as Du et al. (2013),
Nanjundeswaraswamy and Swamy (2014), and Bag et al. (2021) emphasize a leader's
responsibility to cultivate positive relationships with organizational stakeholders, fostering
motivation, commitment, and sustainability. Dhamija and Bag (2020) further explore the
positive correlation between leadership, organizational commitment, and performance
(Dhamija et al., 2023). Ethical leadership gains prominence in the public sector, given its
hierarchical structure. Trevifio et al. (2005) argue that leaders in public organizations serve as
critical sources of ethical guidance due to their influential role within the hierarchical
framework. The literature underscores the importance of ethical leadership, referencing
authentic leadership (Van Eeden et al., 2008; Munir et al., 2013; Yahaya, Ebrahim, 2016),
servant leadership (Brewer, 2010), and transformational leadership (Ali et al., 2015; Ardi et al.,
2020) as integral components.

Transformational leadership, characterized by inspiring and motivating followers to
contribute to organizational progress (Bass, 1999; Bass et al., 2003, Hill et al., 20212), emerges
as a potent style for achieving institutional targets. Regardless of individual demographics,
transformational leadership proves effective in organizational strategies related to manpower
management, influencing workforce behavior toward adopting transformative, charismatic, and
visionary leadership (Saeed et al., 2014; Ali et al., 2015; Novak et al., 2020). Moreover,
participative and authoritative leadership styles exhibit positive correlations with interpersonal
skills (Bass et al., 2003). A study by Abasilim et al. (2019) reveals a positive relationship
between employee commitment and transformational leadership, contrasting with a slightly
negative link between commitment and transactional leadership. Role ambiguity and role
conflict are identified as detrimental to work performance. Hasan Al Khajeh (2018) finds that
charismatic, transactional, and bureaucratic leadership styles negatively impact organizational

performance, while transformational, autocratic, and democratic styles have positive effects.
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In the specific context of public services management, transformational leadership proves
crucial, aligning organizational goals with community-oriented missions. Bass's model of
transformational leadership identifies four dimensions, emphasizing vision, mission, and personal
attention to employees. Public management research underscores the significance of
transformational leadership behaviors, resulting in enhanced individual, group,
and organizational performance. Trust in leaders, intrinsic motivation, and team cohesion emerge
as mediating variables in the relationship between transformational leadership behaviors and
follower behaviors. Transformational leaders, capable of addressing both material and
psychological needs, play a pivotal role in fostering teamwork and team performance.
While transformational leadership has been linked to enhanced team performance, little research
delves into the specific mechanisms by which transformational leaders influence team interaction.
Team cohesion, influenced by transformational leaders, becomes a crucial factor in achieving
higher perceived performance and satisfaction within teams.

3. Research Methodology

The article results from a research project financed by the National Science Center
(Miniatura 5 number: 2021/05/X/HS4/00171). The research project was designed to gain
knowledge on the maturity of local government public administration to implement solutions
related to team self-management processes in Poland. The selection of units to be surveyed
from the general population was complete; consequently, surveys were planned in 18 offices in
the capital cities of voivodeships in Poland. The study covered all 269 departments and
faculties. In the beginning, the first questionnaire survey was sent to directors or deputy
directors of all departments. Their task was to identify a project that required the involvement
of a team with various skills, experience, and knowledge, and to select a person from this team
to conduct further research. Managers selected a total of 70 employees (and 70 projects) who
met the adopted assumptions. Then a second questionnaire survey was sent to them. A total of
50 responses were received. The choice of where to conduct the research is dictated by city
offices that are the capitals of voivodeships should implement advanced organizational and
functional solutions in their activities. The designed research was quantitative and was carried
out using the computer-assisted telephone interviewing (CATI).

In addition to the author's methodologies, leadership and team cohesion scales were used
when constructing the survey (Tuckman, Jensen, 1997; Super, 2020; Turaga, 2022). A -2 to 2
scale was used for Leadership and team cohesion-related expressions: -2 = Very Poor, -1 = Poor,
1 = Good, 2 = Very Good. Moreover, A Likert type 1 to 5 scale was used for project objectives'
achievement rate-related expression: 1 = 20%, 2 = 40%, 3 = 60%, 4 = 80%, 5 = 100%.
In this regard, the main research questions were evaluated using mean, median, and correlation
analysis.
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The primary research goal for this paper is to investigate the relationships among
transformational leadership, team cohesion, and project objectives' achievement within the
context of project management in public administration. In contemporary project management,
the successful realization of project objectives is of paramount importance for organizations
striving for competitiveness and excellence. However, the dynamic nature of projects often
demands effective leadership and cohesive teamwork. The interplay between leadership styles,
team cohesion, and project success has drawn the attention of researchers and practitioners

alike. Three hypotheses and six research questions were formulated (Table 1).

Table 1.
Research questions and hypotheses

Research Questions Hypotheses

RQL1. To what extent has the project objectives' achievement

rate been realized?

RQ2. Is there a significant level of team cohesion observed in

project management?

RQ3. Is transformational leadership adopted as the

predominant leadership style during project management?

RQ4. Can team cohesion be identified as a determining factor

influencing project objectives achievement rate?

RQ5. Is there a discernible correlation between leadership

style and team cohesion in the project setting?

RQ6. Can the leadership style be recognized as a factor

potentially affecting the project objectives' achievement rate?
Source: own compilation.

H1: The presence of transformational
leadership in project management positively
contributes to team cohesion

H2: Team cohesion plays a pivotal and
statistically significant role in realizing
project objectives.

H3: The application of a transformational
leadership style contributes positively to the
achievement of project objectives.

4. Findings

Research Model

The figure 1 visually delineates the investigation's findings on the interplay among
Transformational Leadership, Team Cohesion, and Attaining Project Objectives.
In our research, we used factor analysis because encompasses diverse multivariate statistical
methods with the primary objective of elucidating the underlying structure inherent in a given
data matrix (Alpar, 2011). To assess the suitability of the dataset, two distinct methods are
employed: the Bartlett test (Bartlett, 1937) and the Kaiser-Meyer-Olkin (KMO) test (Kaiser,
1970). The Bartlett sphericity test provides insights into the presence of a satisfactory level of
correlation among variables. If the p-value derived from the Bartlett test is below the 0.05
significance threshold, it signifies a notable relationship among variables, indicating suitability
for conducting factor analysis. The KMO value, ranging from 0 to 1, evaluates the sampling
adequacy and the appropriateness of inter-variable correlations for factor analysis.
A KMO value equal to or exceeding 0.50 is considered acceptable, indicating sufficient
sampling adequacy (Durmus, Yurtkoru, Cinko, 2013; Kalayci, 2014).



552 J. Trippner-Hrabi, A. Kam, K. Mokra, P. Horvathova

Transformational
Leadership

Attaining Project
Objectives

Team Cohesion /

Figure 1. Research Model.

Source: Own prepared.

The gathered data were analysed in two ways: exploratory factor analysis using the principal
component analysis method and descriptive statistics using the frequency and correlation
analyses (see figure 2 below).

Adopted Data Analysis
Methods

Principal Correlation

Component Analysis
Analysis

Figure 2. Adopted methods for analysing data obtained from surveys.
Source: own prepared.



Mastering project management... 553

5. Results

Exploratory Factor Analyses

In this part, factor analysis will be employed to delineate the underlying structure of the
study's data matrix.

Transformational Leadership

The eligibility of the data for factor analysis was assessed through the Kaiser-Meyer-Olkin
coefficient and the Bartlett Sphericity test, revealing a KMO value of 0.744 and significant
results for the Bartlett Sphericity test (y2 = 127.480, p < 0.001). Given these outcomes,
it was deemed appropriate to proceed with factor analysis for the data about Transformational
Leadership construction. To this end, Principal Component Analysis (Pearson, 1901) served as
the estimation method, complemented by the Varimax Rotation Method (Kaiser, 1958).

Table 2.
Results of the Exploratory Factor Analysis Related to Transformational Leadership
Corresponding Items Transformational
Leadership

Encouraged employees to come up with their ideas 0.851
Encouraged you to look for better ways of doing things and to come up with your ideas 0.783
He/She was a source of new ideas, thought-provoking; you could learn a lot from him/her 0.747
Encouraged group discussions and implemented solutions adopted by the group 0.741
He/She was a good representative of the interests of the team he was leading towards 0.678
higher superiors
Able to defuse tensions and misunderstandings within the team 0.585
Ensured that employees were informed about the goals of the team and their role in the 0.504
organization
Total Variance Explained 49.99%

Source: own prepared.

A total of 7 expressions related to the one-dimensional construction in the study were
subjected to factor analysis. The analysis revealed the existence of one dimension with
an eigenvalue exceeding 1. This dimension accounts for a total variance of 49.99%.

Team Cohesion

The eligibility of the data for factor analysis was assessed through the Kaiser-Meyer-Olkin
coefficient and the Bartlett Sphericity test, revealing a KMO value of 0.718 and significant
results for the Bartlett Sphericity test (2 = 86.533, p < 0.001). Given these outcomes, it was
deemed appropriate to proceed with factor analysis for the data about Team Cohesion
construction. To this end, Principal Component Analysis (Pearson, 1901) served as the
estimation method, complemented by the Varimax Rotation Method (Kaiser, 1958).
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Table 3.
Results of the Exploratory Factor Analysis Related to Team Cohesion
Corresponding Items Team Cohesion

Most people identified with the group 0.900
There was cooperation and synergy in the work 0.821
Team members willingly and emotionally expressed personal opinions and views 0.782
People expressed similar views on how to achieve the objective 0.769
Total Variance Explained 67.17%

Source: Own prepared.

A total of 4 expressions related to the one-dimensional construction in the study were
subjected to factor analysis. The analysis revealed the existence of one dimension with
an eigenvalue exceeding 1. This dimension accounts for a total variance of 67.17%.

Table 4.

Reliability of Research Instruments
Instruments Cronbach's Alpha Value
Transformational Leadership 0.821
Team Cohesion 0.825

Source: Own prepared.

Upon scrutiny of the Cronbach Alpha values provided above for the instruments utilized in
this study, it becomes apparent that each dimension demonstrates reliability in terms of internal
consistency. In addition, Attaining Project Objectives has been evaluated regarding
independent expression ‘In your opinion, to what extent has the project's objective been
achieved?’. Therefore, it was excluded from the factor and reliability analyses.

In this part, the main research questions and hypotheses are evaluated in the order presented
in Table 1. In the following, the project objectives' achievement is evaluated, and results are
presented in Table 5.

Table 5.

Evaluation of project objectives achievement
Corresponding Item Mean Median Skewness Kurtosis Std Dev.
Project Objectives' Achievement 4.40 5.00 -0.79 -0.67 0.72

Source: own prepared.

According to mean and median values (frequency analysis), public organizations'
Project Objectives Achievement is very high. In other words, public organizations execute
a significant portion of the project goals effectively. This finding lets us positively answer
research question 1 (RQ1. To what extent has the project objectives' achievement rate been
realized?) that the project objectives' achievement rate is high in public organizations.
In the following, team cohesion is evaluated, and results are presented in Table 6.
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Table 6.

Evaluation of the team cohesion
Corresponding Item Mean Median Skewness Kurtosis Std Dev.
Team Cohesion -0.97 -1.00 1.60 2.97 0.66

Source: own prepared.

The findings show that public organizations’ team cohesion is insignificant during project
implementation, and there is room for improvement. In this regard, research question 2
(RQ2. Is there a significant level of team cohesion observed in project management?) was
negatively evaluated. Leadership style is evaluated in the following, and results are presented
in Table 7.

Table 7.

Evaluation of the leadership style
Corresponding Item Mean Median Skewness Kurtosis Std Dev.
Transformational Leadership -1.28 -1.42 1.12 0.61 0.57

Source: own prepared.

The result exhibits that transformational leadership is not the predominant leadership style
in public organizations. In this regard, research question 3 (RQ3. Is transformational leadership
adopted as the predominant leadership style during project management?) was negatively
evaluated. In the following, correlation analysis is presented to evaluate the relationship
between research variables in Table 5. Tabachnick and Fidell (2013) and George (2011)
indicate that If Skewness and Kurtosis's results are between +1.5 and -1.5, it can be concluded
that data has normally been distributed. In the study, only the Team Cohesion variable is
unsuitable for this criterion. In addition, when a small sample size is considered, it is seen that
non-parametric tests can be appropriate for the study. Therefore, Spearman correlations have
been applied.

Table 8.
Correlation analysis regarding research variables

Variables Mean Median SD 1. 2.

1. Project Objectives' Achievement 4.40 5.00 0.72

2. Team Cohesion -0.97 -1.00 0.66 -0.148

3. Transformational Leadership -1.28 -1.42 0.57 -0.142 0.428**

Note: Spearman’s correlation applied, ** p < 0.01, n = 50.
Source: own prepared.

The findings show that a significant and positive relationship exists between team cohesion
and transformational leadership (r = 0.428, p > 0.01). In addition, no significant relationship
exists between other variables. According to correlation analysis results, research question 4
(RQ4. Can team cohesion be identified as a determining factor influencing project objectives
achievement rate?) has negatively evaluated that team cohesion is not a determining factor
influencing project objectives achievement rate. On the other hand, research question 5
(RQ5. Is there a discernible correlation between leadership style and team cohesion in the
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project setting?) has been positively evaluated that there is a discernible correlation between
transformational leadership style and team cohesion in the project setting (r = 0.428, p > 0.01).
Lastly, research question 6 (RQ6. Can the leadership style be recognized as a factor potentially
affecting the project objectives’ achievement rate?) has been negatively evaluated, and there is
no significant relationship between leadership style and the project objectives' achievement
rate.

As a result, only Hypothesis 1 (H1: The presence of transformational leadership in project
management positively contributes to team cohesion) has been verified that transformational
leadership in project management positively impacts team cohesion. Hypothesis 2
(H2: Team cohesion plays a pivotal and statistically significant role in realizing project
objectives) and Hypothesis 3 (H3: The application of a transformational leadership style
contributes positively to achieving project objectives) has been rejected because there is no
significant relationship between related variables.

6. Conclusion and discussion

The findings demonstrate the importance of understanding and implementing
transformational leadership in order to promote team cohesion and achieve project objectives
in public administration. The study used multiple correlation analysis to investigate the complex
interplay between leadership styles, team cohesion, and the achievement of project objectives.
It was found that team cohesion in public organizations during project implementation is
currently insignificant and requires improvement. This indicates that there is a need for
organizations to focus on enhancing team cohesion in order to enhance project performance.
It can be achieved through fostering open communication, promoting collaboration,
and creating a supportive team environment (Levasseur, 2017).

The study reveals no significant relationship between team cohesion and the achievement
rate of project objectives. However, when teams have a high level of cohesion characterized by
members identifying with the group, cooperating and synergizing at work, and expressing
similar views on achieving objectives, they can be more likely to focus on project goals
altogether (Kozlowski, Ilgen, 2006, 2018).

Furthermore, the research acknowledged that transformational leadership is not the
predominant leadership style in public organizations. This suggests that there may be a gap
between the leadership practices in the public sector and the optimal leadership style required
for successful project management. The findings revealed that transformational leadership
positively contributes to team cohesion. This suggests that when leaders exhibit
transformational qualities such as encouraging employees to come up with their own ideas,
being a source of new ideas and thought-provoking discussions, and representing the interests
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of the team, it fosters a sense of cohesion among team members. This finding aligns with
previous research indicating that transformational leadership enhances team dynamics and
collaboration. (Sihite et al., 2020; Hapsari et al., 2021). Public organizations should invest in
leadership development programs that promote transformational leadership qualities, such as
inspiring and motivating employees, fostering empowerment, and aligning goals with the
organization's mission.

Additionally, the research highlighted no significant relationship between transformational
leadership and the achievement rate of project objectives. In other words, adopting
a transformational leadership style neither positively nor negatively contributes to achieving
project objectives. However, when leaders employ transformational leadership techniques,
it creates an environment that promotes team cohesion. Public organizations should prioritize
leadership approaches that value integrity, transparency, and accountability (Herasymiuk et al.,
2020). Leaders should also be mindful of the public interest and foster a sense of social
responsibility. The unique nature of the public sector requires a tailored approach to project
management. Public organizations should consider the specific challenges and dynamics of the
public administration context, such as bureaucratic structures, regulatory requirements,
and stakeholder involvement. Project management methodologies and practices should be
adapted to suit the public sector's needs. However, further research is needed to explore these
factors in different contexts and across a larger sample size. This would enrich the
understanding of effective leadership strategies and project management practices in the public
sector. Participants who volunteered to participate in the study may differ systematically from
those who did not participate, leading to potential self-selection bias. Research limitations
encompass potential self-selection bias among participants and unaddressed external variables
such as political pressures, funding constraints, and policy changes, which could impact the
interplay between leadership styles, team cohesion, and project outcomes. Future studies ought
to tackle these factors to attain a more holistic grasp of effective leadership within public
administration. The study may not have accounted for all relevant external variables or
contextual factors that could influence the relationships between leadership styles, team
cohesion, and project success. Factors such as external political pressures, funding constraints,
or changes in public policy could confound the results and should be considered in future
research.

Acknowledgement

The research was financed by the National Science Center (Miniatura 5 number:
2021/05/X/HS4/00171).



558 J. Trippner-Hrabi, A. Kam, K. Mokra, P. Horvathova

References

10.

11.

12.

13.

14.

15.

Abasilim, U.D., Gberevbie, D.E., Osibanjo, O.A. (2019). Leadership styles and employees’
commitment: Empirical evidence from Nigeria. Sage Open, 9(3), 2158244019866287.

Al Khajeh, E.H. (2018). Impact of leadership styles on organizational performance. Journal
of Human Resources Management Research, 2018, 1-10.

Ali, N.M., Jangga, R., Ismail, M., Kamal, S.N.L.M., Ali, M.N. (2015). Influence of
leadership styles in creating quality work culture. Procedia Economics and Finance, 31,
161-169.

Alpar, R. (2011). Applied multivariate statistical methods. Ankara: Detay, 10-29.

Ardi, A., Djati, S.P., Bernarto, I., Sudibjo, N., Yulianeu, A., Nanda, H.A., Nanda, K.A.
(2020). The relationship between digital transformational leadership styles and knowledge-
based empowering interaction for increasing organizational innovativeness. International
Journal of Innovation, Creativity and Change, 11(3), 259-277.

Bag, S., Gupta, S., Kumar, S. (2021). Industry 4.0 adoption and 10R advance manufacturing
capabilities for sustainable development. International journal of production economics,
231, 107844.

Bartlett, M.S. (1937). Properties of sufficiency and statistical tests. Proceedings of the Royal
Society of London. Series A-Mathematical and Physical Sciences, 160(901), 268-282.
Bass, B.M. (1999). Two decades of research and development in transformational
leadership. European journal of work and organizational psychology, 8(1), 9-32.

Bass, B.M., Avolio, B.J., Jung, D.I., Berson, Y. (2003). Predicting unit performance by
assessing transformational and transactional leadership. Journal of Applied Psychology,
88(2), 207.

Brewer, C. (2010). Servant leadership: A review of literature. Online Journal for Workforce
Education and Development, 4(2), 3.

Dhamija, P., Bag, S. (2020). Role of artificial intelligence in operations environment:
a review and bibliometric analysis. The TQM Journal, 32(4), 869-896.

Dhamija, P., Chiarini, A., Shapla, S. (2023). Technology and leadership styles: a review of
trends between 2003 and 2021. The TQM Journal, 35(1), 210-233.

Du, S., Swaen, V., Lindgreen, A., Sen, S. (2013). The roles of leadership styles in corporate
social responsibility. Journal of Business Ethics, 114, 155-169.

Durmus, B., Yurtkoru, E.S., Cinko, M. (2013). Data Analysis in Social Sciences with SPSS.
Istanbul: Beta Publishing (5th Print).

Feltynowski, M. (2012). System informacji przestrzennej jako narzedzie podejmowania
decyzji w gminach-badania wsrdod pracownikéow urzedéow miast Lodzkiego Obszaru
Metropolitalnego. Acta Scientiarum Polonorum. Geodesia et Descriptio Terrarum, 11(1),
29-38.



Mastering project management... 559

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

George, D. (2011). SPSS for Windows step by step: A simple study guide and reference,
17.0 update, 10/e. Pearson Education India.

Hapsari, D., Riyanto, S., Endri, E. (2021). The Role of transformational leadership in
building organizational citizenship: The civil servants of Indonesia. The Journal of Asian
Finance, Economics and Business, 8(2), 595-604.

Hartley, J., Moore, M. (2008). Innovations in governance. Public Management Review,
10(1), 3-20.

Herasymiuk, K., Martselyak, O.V., Kirichenko, Y.N., Zhmur, N.V., Shmalenko, I.I. (2020).
Principles of integrity and good governance in public administration. International Journal
of Management, 11(4).

Hill, N.S., Seo, M.G., Kang, J.H., Taylor, M.S. (2012). Building employee commitment to
change across organizational levels: The influence of hierarchical distance and direct
managers' transformational leadership. Organization Science, 23(3), 758-777.

Kaiser, H.F. (1960). The application of electronic computers to factor analysis. Educational
and psychological measurement, 20(1), 141-151.

Kaiser, H.F. (1970). A second generation little jiffy.

Kalayct, S. (2014). Applied Multivariate Statistical Techniques with SPSS. Asil Publishing.
Kozlowski, S.W. (2018). Enhancing the effectiveness of work groups and teams:
A reflection. Perspectives on Psychological Science, 13(2), 205-212.

Kozlowski, S.W., llgen, D.R. (2006). Enhancing the effectiveness of work groups and
teams. Psychological science in the public interest, 7(3), 77-124.

Levasseur, R.E. (2017). People skills: Building the perfect team—a change management
perspective. Interfaces, 47(3), 270-272.

Munir, Y., Malik, M.E., Javaid, B., Arshad, A., Khalid, M., Nawaz, R., Nazir, S. (2013).
Empirical investigation of ethical leadership, job turnover, job satisfaction, organizational
commitment, and organizational citizenship behavior. Far East Journal of Psychology and
Business, 10(2), 12-20.

Nanjundeswaraswamy, T.S., Swamy, D.R. (2014). Leadership styles. Advances in
management, 7(2), 57.

Novak, A., Breznik, K., Natek, S. (2020). How leaders can initiate knowledge management
in organizations: Role of leadership style in building knowledge infrastructure. Human
Systems Management, 39(1), 37-50.

Pearson (1901). LIII. On lines and planes of closest fit to systems of points in space.
The London, Edinburgh, and Dublin philosophical magazine and journal of science, 2(11),
559-572.

Politis, J.D. (2001). The relationship of various leadership styles to knowledge
management. Leadership & Organization Development Journal, 22(8), 354-364.



560 J. Trippner-Hrabi, A. Kam, K. Mokra, P. Horvathova

32. Saeed, T., Almas, S., Anis-ul-Haqg, M., Niazi, G.S.K. (2014). Leadership styles: relationship
with conflict management styles. International journal of conflict management, 25(3),
214-225.

33. Sihite, O.B., Andika, C.B., Prasetya, A.B. (2020). A Literature Review:
Does Transformational Leadership impact and Effective in the Public Bureaucratic.
International Journal of Social, Policy and Law, 1(1), 44-50.

34. Skogstad, A., Einarsen, S., Torsheim, T., Aasland, M.S., Hetland, H. (2007).
The destructiveness of laissez-faire leadership behavior. Journal of Occupational Health
Psychology, 12(1), 80.

35. Sosik, J.J., Dionne, S.D. (1997). Leadership styles and Deming's behavior factors. Journal
of Business and Psychology, 11, 447-462.

36. Super, J.F. (2020). Building innovative teams: Leadership strategies across the various
stages of team development. Business Horizons, 63(4), 553-563.

37. Tabachnick, B., Fidell, L. (2013). BG Tabachnick. LS fidell using multivariate statistics.
Boston: Pearson.

38. Telukdarie, A., Buhulaiga, E., Bag, S., Gupta, S., Luo, Z. (2018). Industry 4.0
implementation for multinationals. Process Safety and Environmental Protection, 118,
316-329.

39. Torfing, J., Triantafillou, P. (Eds.) (2016). Enhancing public innovation by transforming
public governance. Cambridge University Press.

40. Trevino, L.K. (1986). Ethical decision making in organizations: A person-situation
interactionist model. Academy of Management Review, 11(3), 601-617.

41. Tuckman, B.W., Jensen, M.A.C. (1977). Stages of small-group development revisited.
Group & organization studies, 2(4), 419-427.

42. Turaga, R. (2022). A Leader's Role in Team Development. IUP Journal of Soft Skills, 16(4).

43. Van der Voet, J., Steijn, B. (2021). Team innovation through collaboration: How visionary
leadership spurs innovation via team cohesion. Public Management Review, 23(9), 1275-
1294,

44. Van Eeden, R., Cilliers, F., Van Deventer, V. (2008). Leadership styles and associated
personality traits: Support for the conceptualization of transactional and transformational
leadership. South African Journal of Psychology, 38(2), 253-267.

45. Warrick, D.D. (1981). Leadership styles and their consequences. Journal of Experiential
Learning and Simulation, 3(4), 155-172.

46. Yahaya, R., Ebrahim, F. (2016). Leadership styles and organizational commitment:
literature review. Journal of Management Development, 35(2), 190-216.



