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ABSTRACT

Team leaders and their leadership styles are the key to improving team effectiveness. In this study, we aim to
discuss organization culture, team interactions, team effectiveness and their relationships with leadership styles. Our
results showed that overall, there are positive correlations between organization culture, team interactions, team
efficiency and paternalistic leadership. In organizational culture, team spirit and innovation have positive effects on
reforming leadership. The organization culture of team spirit and innovation have positive effects on team effectiveness.
In addition, team interactions and team effectiveness have positive effects on reforming leadership, while vertical
interactions have negative effects on reforming leadership. We have further discovered that reforming leadership has a
mediating role in organization culture, team interactions and team effectiveness. Thus, to improve team effectiveness,
apart from strengthening organization culture and team interactions, one should look for a reforming leader.
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INTRODUCTION

Resear ch Background and Motive

With the flattening of organizational structure gmlver divisions becoming more and more apparbatgtobal
competitiveness of information technology has fdresany corporations to reconstruct their intern@jaaizations.
Many scholars have already begun to notice thesagsds in management, and are actively discussarg-based
organizational structural problems to search foatvmakes a team a success (Nohria, 1991). Lawlehridan, &
Ledford (1995) discovered in a survey of 313 Amemicorporations that almost 60 percent of corpareganizations
will use teams in the future to face the rapidhamging clientele needsFortune reported that approximately 68
percent of the 1,000 large corporations in the dvouse teams to operate (Lawler et al., 1995). Andrit
Ephraim(2005)and Wang (2010) stated different custs had different demand of information systemy t&m
work, brainstorm and opinion exchange, the teameshthe professional knowledge with the members sdimaulate
creativity to solve the customers’ problems. Muebkearch has shown that organizations operatingaimg will reach
appropriate team effectiveness (Parker,199¢llins, Byham, & Dixon,1994). Thus, the formatiand operation of
teams becomes key; how to let teams perform to maxi effectiveness in corporation organization aekuand how
to make it possible for team members to learn feoh cooperate with each other and work to theirpiodentials and
strengths to achieve organizations' goals undéerdiit leaderships and styles are important is&uesll organizations.

Surprisingly, in past research on team effectivenéise importance of leadership has often beenlanied
(Hirokawa,1983). Wageman (2001) discovered thamntésadership is the key influence of team effectess. The
planning and clear directions of a team leader mlke it possible for team members to work togetbexccomplish
set tasks (Parker, 19905honk, 1982 Zaccaro et al., 2001 Huang, 2003).

Many past papers have mentioned that an organistiulture influences its team leaders' leadersiytes
(Chang, 2004 Wu, 2006), and different leadership styles willulesn different team atmospheres, interactions and
effectiveness. Kahai, Sosik & Avolio (1997) proptdkat the communication of "people” is what matebreaks team
operations, and not the skills of the team memtiemselves. This is why members of a team are ahfosm all units
and departments. Their interactions, organizatimh@nnections are what makes the team work (1989). However,
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apart from horizontal interactions among team masj)lieam interactions also include vertical intéoas between the
members and their leader-this is "leadership." [2200) expresses that "leadership" is a processt@n that exists in
teams through the leaders’ influence and use ofuress to accomplish organizations' goals. Thusrdier to structure
an effective team and accomplish tasks, it is irgdrfor the leader to provide a clear view, adyiearticipate in all
affairs, and have good interactions with the tea@mivers (Shonk, 1982).

Aims

The main aim of this study is to dissect the catiehs between organization culture, team intevactteam
effectiveness, and team leaders and their stybes fhe team leaders' points of view. We also wastutther discuss the
relationships of organization culture and leadgrstyles, and leadership styles and team intersctie well as team
effectiveness. To sum up, our aims are: (1) toudisorganization culture and its effect on tearerattions and team
effectiveness, and (2) to dissect the mediatinditipsmof leadership styles in and its relationstiprganization culture,
team interactions and team effectiveness.

LITERARY REVIEWSAND HYPOTHESES

This study aims to discuss leadership styles freamt leaders' points of view and dissect organizatidture,
team interactions, team effectiveness and theitioaahips with team leaders and their leadersiytes. Detailed
explanations are provided below.

Literary Reviews
1. The meaning of "teams"

A "team" is a supplementary group of people with $ame aim and responsibility toward a group opfeadrhe
members of a team must work together and solvelgmbas well as plan and control their work. Sh(r82) labeled
a team as "two or more people that influence angkd@ on one another to accomplish the same tasie" most
important thing for teams is to gather a group efgle with similar capabilities so that their cotlge capabilities may
be gathered and shown through group operationshadng of knowledge, skills and experiences. heotwords, a
team is a group of people who can trust each othleare information and make decisions togetherutiito
communication to accomplish a task.

2. About "leadership styles"

When discussing the issue of a team leader's robirFosey & Klein (1990) think that: 1) afhation of correct
use of resources, 2) training and leading memhersotve problems, 3) inspiring members to reachsgand 4)
allowing members to grow and mature should be oty Leaders must play a different role to trad#éiomanagers in
that leaders must not only take care of complicatgdrnal situations, but also overcome externanges by
cooperating, communicating and negotiating withshpng, and listening to others (Thomas & Kennefi96). This is
why the ability to communicate and guide otherssisential for successful team leaders.

Hypothetical Inferences
1. Organizational culture, leader leadership stytel team interaction

Schultz & Yang (1997) and Flamholtz & Randle (199&)lieved that successful organizations have good
organizational cultures with values that providem® and common beliefs for organization membersa(@h 2004).
Ebert & Griffin (2000) suggested that organizatiowalture can direct organization members and ifatd new
members’ learning towards the accomplishment ofomroon organizational goal. Lee & Tsai (2005) fouthdt
organizational cultures that tend to have mutuairnimg, interaction and participation by personpeler-sharing, and
internal cooperation are of great benefit to orgatibnal performance; Scheim (1985) believed thrgawizational
culture and leadership are two sides of the same teaders must understand that organizationaliailis highly
important, particularly in providing a clear direet for organizational culture (Debbie, 2005). Undmich an
organizational culture, members understand, comecatmiwith, and trust each other.
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A study by Lin (2005) suggested that greater skanrorganizational culture allows members to tarsd rely on
each other and to innovate and learn. Dirks (20@@Q),(2003) and Tung (2006) each suggested thatnaatonal
culture and leadership form are significantly ameatly related. Chang (2004) noted that organireti culture and
manager leadership form are mutually connectedadidition, Chen (1997) raised the point that différleadership
styles are closely tied to different organizatiosaltures. The studies described above demonstnatempact of
organizational culture on leaders’ leadership f@md style as well as interaction between membdrerefore, this
study establishes the following hypotheses:

H1: Organizational culture has a significant effectteam interaction.
H3: Organizational culture will affect team intetiaa through the mediating effect of leaders’ laatig style.
2. Organizational culture, leaders’ leadershipestylind team effectiveness

The leadership will straight influence organizatibreffectiveness (Hung, 2010). Leaders are the feeyor
influencing team effectiveness (Parker, 1990). keesidleadership forms will affect organizationalltate and
organizational performance and that organizatianélure will also affect leaders’ leadership stydesl organizational
performance. In other words, organizational cultlieaders’ leadership forms, and organizationaigperance mutually
affect each other. Peter & Waterman (1982) belietved organizational culture will affect employeehavior and
organizational performance. Robbins (2001) alsoedhothat employees will have subjective perceptiads
organizational characteristics; these subject jptiaes will form organizational culture. The pogdi or negative
perceptions of employees will affect employee panfance and job satisfaction.

Sarros, Gray & Densten (2003) suggested that afganizational culture reflects leaders’ leadersdtige, the
mutual influence between organizational culture datership style will improve organizational penfiance. In
addition, Sosik, Avolio, and Kahai (1997) suggdsdteat different leaders’ leadership styles wilV@aarying impacts
on different organizational effectiveness. Patastial leadership and reforming leadership have itifeience of
difference for team effectiveness (Tang, 2009).tédg by Lin (2000) showed that organizational cudtthas a
significant impact on team effectiveness; Xie(200&)ed that organizational culture is the key tocsss or failure of
organization effectiveness. The studies descriliexen demonstrate the impact of organizational cellan leaders’
leadership form, style, and effectiveness. As stiih,study establishes the following hypotheses:

H2: Organizational culture has a significant impaicteam effectiveness.
H4: Organizational culture has an impact on tedetdfeness through the mediating effect of leddeaslership style.

RESEARCH METHOD

This chapter established the research frameworkhisrstudy based on the research motivations,gsa&p and
literature examination described above. Then, @awollected using the survey method to demonstndiether the
research hypotheses are valid. The research frarkewasearch hypotheses, research subjects, ansumesent of
research variables are described below.

Resear ch Framework

As a result of the literature examination and higptital inferences described above, this study tsam
members as the subjects of study in the examinafitime connections between organizational cultie@m interaction,
team effectiveness, and team leaders’ leadersyip. §the concept framework is shown in Figure 1figure 1, "
indicates the direction of impact. Figure 1 shoWwattteam interaction and team effectiveness aileein€ed by
organizational behavior. Team leaders’ leadersiyfes act as a mediating variable in the connestibretween
organizational culture, team interaction, and tedfectiveness.

Resear ch Subjects

This study focuses on teams as a subject of rdseArcthe unit of analysis is the team, the conepless of
surveys retrieved from the entire team is of coaisitlle importance. Based on the consideration isfftttor, this
study employed snowball sampling and used persorisigd, telephone communication, or introductiemgonfirm the
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participation of highly cooperative teams in thiseéstigation. The numbers of visited teams and te@mbers were
ascertained prior to the distribution of the sustely addition, in order to ensure the completernéssam data, each
team member in every team was used as a respofwidghe survey. Following the completion of thesys, surveys
were requested to be returned in different enveldgyeeach team.

M easurement of Research Variables

Team leaders’ leadership style: primarily referehtmaders’ leadership style scales of Cheng (198&)sakoff,
MacKenzie, Moorman, & Fetter (1990), and Larry & 6Py (2000) and was measured in terms of transadtion
leadership, transformational leadership, and patia leadership with a total of 40 questions. @izational culture:
based on the organizational culture scales of CH&8§5) and Zhong (1998), measured in terms of vation
excellence and team spirit with a total of 15 giogst Team interaction: based on the cooperatiatesaf Tjosvold
(1988) and the internal team communication scal€leéng, Jen, & Cheng (1993) with a total of 19 tjoas. Team
effectiveness: referenced the studies of JeremyMadtesh (2001) and Tseng (2001) and measured wittabof 10
guestions.

Team interaction

Organizational culture The leaders’ leadership styles s Overall interaction
% Horizontal interaction
. . . % Vertical interaction
% Innovation excellence % Reforming leadership

% Paternalistic leadership

% Team spiri % Exchange leadership \

Team effectiveness

Figure 1. Research Framework
DATA ANALYSISAND RESEARCH RESULTS

Basic Sample Characteristics

This study distributed 800 surveys to 70 teams Gndi#fferent companies. After subtracting incomplete
unanswered surveys, 642 effective surveys remdioea 62 teams in 16 different companies. The teatmaval rate
was 88.57% and the personal retrieval rate was 80.2% 62 teams, the average number of individuatstgem was
4-6 people. Most teams were assigned with reseanchdevelopment-related tasks and had existed -fryédars.
Among retrieved personal samples, 424 individuaésewmale (66.04% of the total sample) and 218 wenaale
(33.96% of the total sample). A large number ofgampled individuals were between the ages of 26e3011.74% of
the total sample; most individuals had bachelorsmaster’s degrees, for 30.84% and 28.97% of thd $ataple,
respectively. Most respondents had backgroundsuginbss management and science/engineering, wib%2and
38.78% of the total sample, respectively.

Factor Analysis Results and Reliability and Validity Analysis

There were a total of nine aspects in this stu@jiaRility was measured using the Cronbackalue; each aspect
had a value exceeding 0.75 (overall interaction.#60horizontal interaction = 0.88; vertical intetian = 0.94;
transformational leadership = 0.98; transactiopaldership = 0.94; patriarchal leadership = 0.8&mtapirit = 0.92;
innovation excellence = 0.94; team effectivenes§.84), demonstrating that each aspect possessesidemble
reliability. This study used the largest variataxis method for factor analysis and extracted #utofs with attribute
values greater than 1 in each scale while rematviagjuestions with excessively low factor loadssits showed that
the factor loads of questions composed by factoeets extracted in factor analysis were each grézde 0.65; the net
explained variances were all greater than 68.22%. guestions composed from factor aspects extratied) factor
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analysis were consistent with the original desifnhe study, demonstrating that the research dspafcthe survey
possessed considerable construction validity.

Correlation Between Research Variables

According to the correlation analysis of Table fieam spirit,” “innovation excellence,” and “transfeational
leadership” showed direct correlation. In other dggrwhen the organizational culture consisted afmtespirit and
innovation excellence, it was better for the lealgr styles of leaders to be transformational |estdp.
“Transformational leadership” and “overall inteiiact’ as well as “horizontal interaction,” “verticahteraction,” and
“team effectiveness” also showed direct correlatibnother words, transformational leadership sty to better
overall team interaction, horizontal interactioertical interaction, and team performance. “Vetticderaction” and
“transactional leadership” were significantly negely related. In other words, transactional leatigr style leads to
poor vertical interaction. “Vertical interaction’nd “patriarchal leadership” were directly relatdd. other words,
vertical interaction in a team would be better whwnleadership style of leaders was patriarchal.

Table 1: Pearson correlation analysis Table

Research Variable 1 2 3 4 5 6 7 8
1.Team spirit 1.00
2.Innovation excellence 54** 1.00
3.Reforming leadership S .28** 1.00
4.Exchange leadership -.01 .06 -.34%* 1.0(
5.Paternalistic leadership -.01 -.08 34*f 12 1.0D
6.Overall interaction .56** .30* .30* .02 .24 1.00
7.Horizontal interaction .70** 54** 37** .05 .00 54** 1.00
8.Vertical interaction .39%* .25 .78** - 44%* 40** 46** 41 1.00
9.Team interaction .90** .58** .56** -12 .04 62%*%|  82** 56**

Annotation: " *” means p<0.1 "*” means p<0.05 “*” means p<0.01

Table 2: Hierar chical regression analysis of team interaction, Team spirit & Refor ming leader ship(N=62)

Overall interaction Horizontal interactigWertical interaction Team effectiveness

Variable Model Model 1] Model 2 | Model 3 | Model 4 | Model 5 | Model 6 | Model 7 | Model 8

Dependent variable | 4. 0.01 0.70 | 0.69* | 0.39* | -0.007| 0.90*| 0.83*

Team spirit
Mediating variable 0.56* 0.02 0.78% 0.13%
Reforming leadership|

AR? 0.31 0.30 0.49 0.48 0.14 0.59 0.80 0.8]

F value 5.78* 13.80**| 58.90** | 28.98** | 10.78* | 44.67* | 250.31** | 133.83**

Annotation: """ means p<0.% "* “ means p<0.05 "**” means p<0.01

Hierarchical Regression Analysis

Hierarchical regression analysis was applied tcewstdnd the relationships between organizationalire, team
interaction, and team effectiveness. Data in Tallesnd 3 show that, in organizational culture, tegmirit and
innovation excellence had significant impacts oerail interaction, horizontal interaction, and et interaction in
teams g values were 0.30, 0.70, 0.39, 0.29, 0.54, and)0a&5 shown in Models 1, 3, 5, 9, 11, and 13. Theee
Hypothesis 1 was supported. Data in Tables 2 asto8v that team spirit and innovation excellence $igdificant
impacts on team effectivenegs alues were 0.90 and 0.58), as shown in Modeledr1%. Therefore, Hypothesis 2
was supported.
1. Organizational culture and team interactione-rttediating effect of team leader leadership styles

According to Baron & Kenny (1986), a mediating effenust meet the following requirements to be distlabd:
first, the independent variable must have a sigaift impact on the mediating variable; secondntkdiating variable
must have a significant impact on the dependenabta; finally, the relationship between the indegent variable and
the dependent variable should be weaker following introduction of the mediating variable than lbefoThe
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correlation analysis found in Table 1 shows tharehis a significant correlation between team fspinnovation
excellence, and transformational leadership; aifstgnt direct correlation also exists between $farmational
leadership and overall interaction, vertical int¢i@n, horizontal interaction, and team effectiveeThese correlations
satisfy the first two conditions determined by Ba® Kenny. As for whether the third condition is tnplease see the
following explanation:

To test for whether transformational leadershifhés mediating variable between team spirit and tedenaction
(overall interaction, horizontal interaction, anertical interaction), team interaction was use@ aependent variable;
team spirit was introduced as the independent bigiafter which the transformational leadershigalde was finally
introduced. Results showed that team spirit wasifsigntly directly related to overall interactioand vertical
interaction  values were 0.56 and 0.78), as shown in modelsd2aTheB values of team spirit decreased from 0.30
(p<0.05) to 0.01 (insignificant) and from 0.39 (p8D) to -0.007 (insignificant), fulfilling the thdr condition required
by Baron & Kenny. As a result, this study foundtttransformational leadership does perform a midjsffect in the
correlation of team spirit with overall interactiand vertical interaction. Therefore, Hypothesisnv&s partially
supported.

In order to test whether transformational leadgrshithe mediating variable between innovation Benee and
team interaction (overall interaction, horizontateraction, and vertical interaction), team intécat was used as a
dependent variable; innovation excellence was dhtced as the independent variable, after whichstommational
leadership was introduced. Results showed thawatian excellence was directly related to ovenratiiaction, vertical
interaction, and horizontal interactiop ¥alues were 0.23, 0.24, and 0.77), as shown indl4oti0, 12, and 14. The
values of innovation excellence were reduced fro2® @p<0.05) to 0.23 (p<0.01), from 0.54 (p<0.01Pt48 (p<0.01),
and from 0.25 (p<0.1) to 0.04 (insignificant), megtBaron & Kenny’s third condition. As a resuljg study found
that transformational leadership does possess @timgpeffect in the connection of innovation exeete with overall
interaction, vertical interaction, and horizontatieraction. Hypothesis 3 was therefore partiallypsarted.

2. Organizational culture and team effectivenettse-mediating effect of team leader leadershigestyl

In order to test whether transformational leadgrskias the mediating variable between team spirt &@am
effectiveness, team effectiveness was used as endept variable; team spirit was introduced as ralependent
variable, after which transformational leadershisvntroduced as a variable. Results showed that gpirit and team
effectiveness were significantly directly relat@dvalue was 0.13), as shown in Model 8. Bhealue of team spirit was
reduced from 0.90 (p<0.01) to 0.83 (p<0.01), flifg the third condition set by Baron & Kenny. Agesult, it was
found that transformational leadership has a medjaeffect in the connection between team spiritl aaam
effectiveness. Therefore, Hypothesis 4 was paytalpported.

Also, in order to test whether transformationateahip is the mediating variable between innovegircellence
and team effectiveness, team effectiveness waassetdependent variable; innovation excellenceimiesduced as an
independent variable, after which transformatideadership was introduced as a variable. Resutiseth that there
was significant direct correlation between innowatexcellence and team effectivengssdlue was 0.43), as shown in
Model 16. Thef value of innovation excellence was reduced froB8(Qp<0.01) to 0.48 (p<0.01), fulfilling the third
condition required by Baron & Kenny. It was thusurd that transformational leadership has a medjadiffect
between innovation excellence and team effectiverégpothesis 4 therefore
received partial support.

CONCLUSIONSAND SUGGESTIONS
The key to whether a team can succeed lies inghdefship style of team leaders. The leadershipsstf

leaders can facilitate internal team interactiod #ve improvement of overall team performance; thjggc has become
an important one. We explain the results and suigesof this study below:

The Journal of International Management Sudies, Volume 5, Number 2, August, 2010 195



Table 3: Hierarchical regression analysis of team interaction,innovation excellence
& Reforming leader ship (N=62)

Overall interaction | Horizontal interaction Vertical interactin | Team effectiveness

Variable Model Model 9| Model 10| Model 11| Model 12| Model 13| Model 14| Model 15| Modell6

Independent variable | 5o, | o3 | ggae | 04 | 0.25+ 004 | 058 | 0.48%
Innovation excellence

Mediating variable

. . 0.23 0.24* 0.77* 0.43**
Reforming leadership
AR® 0.07 0.11 0.28 0.32 0.05 0.59 0.33 0.4%
F value 5.78* 4.71* 24.88**| 15.60** 3.99* 44.93** | 30.89** | 30.47**
Annotation: ” © “means p<0.1 ™" means p<0.05; "**" means p<0.01
Conclusions

1. The relationship between organizational culamd team interaction

This study found that both team spirit and innamatxcellence have a significant and positive ihpacoverall
team interaction, horizontal interaction, and \watinteraction. In other words, an organizatiotisture emphasizing
overall team spirit will improve overall interactio team interaction, and vertical interaction withthe team.
Encouragement of innovation excellence will also deneficial to overall interaction, horizontal irgetion, and
vertical interaction within a team. As can be semganizational cultures of team spirit and innawatexcellence can
improve overall interaction, horizontal interacti@md vertical interaction within a team.
2. The relationship between organizational culamd team effectiveness

Data analysis showed that both team spirit and vation excellence have a significant impact on team
effectiveness. In other words, an organizationélioet emphasizing team spirit and innovation exaele can improve
overall team effectiveness. As can be seen, a agreatlue placed on team spirit and innovation d&oek in
organizational culture will lead to greater teareetiveness.
3. The mediating effect of team leader and leadierstiyles

The results of this study show that transformatideadership does indeed have a mediating effecthen
relationships of team spirit and team interactidthweam effectiveness and innovation excellencéraAsformational
leadership style has a significant positive imgatteam interaction and team effectiveness in garozational culture
emphasizing team spirit. In other words, a tramefdional leadership style facilitates the improvatef overall,
horizontal, and vertical interaction in an orgatimaal culture of team spirit. In addition, team migers will have a
greater recognition of a team spirit organizationdture under a transformational leadership stidam effectiveness
will be improved as a result. Furthermore, transfational leadership also exerts a significant argltive influence on
team interaction and team effectiveness in an dzgtaonal culture of innovation excellence. As ¢Bnseen, when the
leadership style in a team is that of transfornmatioleadership and the organizational culture atditalues of
innovation excellence, overall, vertical, and honital interaction as well as team effectivenessrapgoved.

Suggestions

Based on the discussions above, this study preslemtfollowing suggestions to aid in improvementgobup
advantage:
1. Establish belief in team spirit and innovatioweallence in organizational culture

Organizational culture is the primary factor infheing the success of company operations; it isttated by the
values, beliefs, norms, and motivations commonlid lend shared by organization members. Generakaldpg,
greater overall team spirit in organizational crédtwvill lead to greater team interaction. Consedjyerthis study
suggests the creation of valuing team spirit oruation excellence in organizational culture inerdo improve
overall organizational effectiveness. For exampléow organizational members to believe other memtage their
partners; use a team model of mutual cooperatigrutsue improvement of overall effectiveness. Aadively, allow
team members to have an innovation thought modgfafd imaginations and create values of emphasisrmvation
excellence in organizational culture.
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2. Strengthen the leadership styles of team leaders

Leader leadership styles as well as team spiritiandvation excellence in organizational culturdl whpact
team interaction. The first element of leaders'dkyahip style is to create a transformational lesidp style. We
suggest that leadership should plan, on a locas basyanizational vision, effective communicatiamd establishment
of common vision, use of positioning and establishtmof trust, and self-development as a way ofngfitgening
transformational leadership style. Doing so wiltiféate the establishment of organizational cudtwith team culture
and innovation excellence and increase interadigtween members and the organization, leaderspesids, thereby
improving team effectiveness.
3. Research limitations and directions for futigsearch

This study was limited by the number of samples smdnly employed hierarchical regression analgstest the
research hypotheses. If future studies can overcthveproblem of sample quantity, they can use thractural
Equation Model (SEM) analysis method to test madalsther, this study used snowball sampling and thas unable
to meet the demand for randomness; the externdlityabf the research results may have been liméted result.
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