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ABSTRACT

In the contemporary landscape of the IT sector, leadership paradigms have
witnessed a notable evolution, particularly with the advent of servant leadership—an ethos
that places primacy on prioritizing the needs of the team over individual interests.
Supervisors in the IT industry have evolved and devised various leadership styles that are
team-focused and involve various techniques to improve team satisfaction and productivity

and in turn, facilitate in achieving organizational goals.

This study sought to examine the collective impact of servant leadership,
intellectual stimulation, and perceived supervisor support on team effectiveness. A cohort
comprising 327 IT professionals across various cities in Pakistan was engaged through
structured survey instruments to gauge their perceptions regarding these leadership

dimensions and their consequential effects on team effectiveness.

The findings present servant leadership as a pivotal driver of team effectiveness,
exerting a statistically significant positive influence. Moreover, this effect was found to be
reinforced by the presence of intellectual stimulation and perceived supervisor support,

thereby contributing to fostering optimal team performance within the Agile IT sector.

This study harbors significant implications for practitioners and stakeholders
within the Pakistani IT domain. It underscores the efficacy of servant leadership as a
catalyst for enhancing team cohesion and productivity, thereby advocating for its
widespread adoption within organizational contexts. Furthermore, the reinforcement of
servant leadership with elements of intellectual stimulation and supervisor support

elucidates the nuanced dynamics underpinning effective leadership within the IT sector.

The findings of this research underscore the imperative for organizational leaders
to adopt a servant leadership style, one characterized by a profound commitment to the
holistic well-being and professional development of their teams. By fostering a culture of
servant leadership alongside intellectual stimulation and robust supervisor support,
organizations can engender a climate conducive to innovation, collaboration, and sustained

performance.

Keywords: Servant leadership, Team effectiveness, Intellectual stimulation, Perceived

Supervisor support, Agile
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CHAPTER 1: INTRODUCTION
1.1 Background

In today’s constantly changing technology market, effective leadership is
essential to drive through challenges leading to organizational success. Among the
various leadership paradigms that have garnered attention in recent years, servant
leadership has emerged as a compelling approach, particularly in knowledge-intensive
sectors such as information technology (IT). Servant leadership, rooted in the ethos of
selflessness and prioritizing the needs of others, is uniquely suited to foster
collaborative environments conducive to innovation and adaptability in the IT industry,
characterized by its fast-paced nature and reliance on cross-functional collaboration,

the relevance of servant leadership becomes even more pronounced.

It is widely discussed in IT project management concepts that iterative
development and effective collaboration are the keys to agile teams' success (Noll et
al., 2017) In this context, the role of leadership in facilitating team effectiveness and
ensuring project success becomes paramount. However, while the principles of servant
leadership align with the values inherent in agile environments, empirical evidence

regarding its impact on team effectiveness within this context remains scarce.

In IT companies, due to its rapid fast-paced nature and dependency on cross-
functional teams, the requirement of servant leadership becomes even more important.
In this context, the role of leadership in facilitating team effectiveness and ensuring
project success becomes paramount. However, while the principles of servant
leadership align with the values inherent in agile environments, empirical evidence

regarding its impact on team effectiveness within this context remains scarce.

Moreover, servant leadership is mostly influenced by a number of contextual
and mediating needs through understanding. Two such factors that merit attention in
the IT context are intellectual stimulation and perceived supervisor support. Intellectual
stimulation, defined as the extent to which leaders encourage creativity, innovation,
and critical thinking among their team members (Jung et al., 2003)is particularly
pertinent in agile environments where adaptability and continuous improvement are

central tenets. Similarly, perceived supervisor support, reflecting employees'



perceptions of the extent to which their supervisors are supportive and caring
(Eisenberger et al., 2002) plays a crucial role in shaping employee attitudes and
behaviors, including their commitment to organizational goals and willingness to exert

discretionary effort.

Although the theoretical importance of these constructs is undeniable, the
interplay between servant leadership, intellectual stimulation, perceived supervisor
support, and team effectiveness must be thoroughly studied in agile development
settings. Therefore, there is a compelling need for empirical investigations to elucidate
these relationships and shed light on the underlying mechanisms through which servant

leadership operates in the context of agile teams.

This study is targeted to address this gap by examining the effect of servant
leadership ethics on agile team effectiveness when it gets reinforced with the mediating
effects of intellectual stimulation and perceived supervisor support. By leveraging a
quantitative approach this research aims to provide a nuanced understanding of the
dynamics at play and offer practical insights for organizational leaders seeking to

enhance team effectiveness in agile settings.

1.2 Research Rationale

The motivation behind this research is critical issues faced by Pakistan’s IT and
software firms that are facing challenges of employee turnover, burnout, and decreased
productivity. With the sector poised for continued growth and innovation, it is
imperative to identify and implement effective leadership strategies that can support
the diverse needs of agile teams and foster a culture of engagement, collaboration, and

innovation.

The introduction of agile methodologies in software development has opened
new horizons and challenges, that made reevaluation of traditional leadership practices
necessary. Servant leadership, with its emphasis on a servant-first mindset, empathy,
and empowerment, offers a promising framework for addressing these challenges and
nurturing high-performing agile teams. By prioritizing the well-being and development
of team members, servant leaders can create environments that inspire creativity,

encourage collaboration, and drive organizational success.



While the theoretical advantages of servant leadership are extensively studied,
there is a notable lack of empirical research specifically focusing on its effects in
software development. This study aims to address this gap by exploring how servant
leadership influences team effectiveness in agile environments, particularly looking at
the mediating roles of intellectual stimulation and perceived supervisor support.
Through providing empirical data and practical insights, this research intends to guide
leadership development programs and organizational strategies that aim to boost
employee engagement, lower turnover rates, and achieve organizational success in

Pakistan's IT sector.
1.3 Research Objectives

Listed below are the research objectives this research will attempt to answer in

the next sections:
1. To analyse the relationship between Servant leadership and Team Effectiveness

2. To analyse the relationship between Perceived Supervisor support and Team

Effectiveness

3. To analyse the relationship between Intellectual Stimulation and Team
Effectiveness

4. To assess whether perceived supervisor support mediates the relationship between

servant leadership and team effectiveness.

5. To assess whether Intellectual stimulation mediates the relationship between
servant leadership and team effectiveness.

6. To assess the impact of intellectual stimulation on perceived supervisor support.
1.4 Problem Statement

The information technology sector of Pakistan in recent years has emerged to
be a vital contributor to Pakistan’s GDP. According to recent statistics, the IT industry
in Pakistan is projected to grow at a rate of 10% annually, with a significant portion of
this growth fueled by the incorporation of agile methodologies in Agile software

engineering and project management (Pakistan’s IT Industry Overview, 2020). Agile



methodologies, characterized by their iterative approach and emphasis on collaboration
and adaptability, have become increasingly prevalent in Pakistani IT organizations,
promising faster delivery of high-quality software products in response to changing

customer needs.

However, although most of the companies have somehow adopted agile
methodologies in their practices, but country’s IT sector still shows a potential gap for
improvement. High turnover rates, employee burnout, and diminished productivity
have become pervasive challenges plaguing the sector. According to a recent survey
conducted by the Pakistan Software Houses Association ("P@SHA Salary Survey
2021,” 2021.) employee turnover rates in the Pakistani IT industry have reached
alarming levels, with an estimated 25% of employees leaving their jobs within the first
year of employment (“P@SHA Salary Survey", 2021)

A deep examination of contributing factors in these problems highlights some
common origins. First and foremost, many employees cite work exhaustion and
burnout as primary reasons for leaving their jobs. The relentless pace of agile project
delivery, coupled with long working hours and unrealistic deadlines, has taken a toll
on employee well-being and morale. Furthermore, the lack of supportive leadership
and mentorship exacerbates the problem, leaving employees feeling isolated and

unsupported in their roles.

Furthermore, since IT professionals are not given enough opportunities that
mentally challenge them it further adds to the challenges faced in this sector. Agile
methodologies, while designed to promote collaboration and innovation, often fall
short in providing avenues for creativity and intellectual challenge. As a result, many
talented professionals feel stifled in their roles, leading to disengagement and

disillusionment.

Therefore, there is a clear need for a refined leadership strategy that addresses
the special demands of agile teams while also cultivating employee engagement,
satisfaction, and growth. Servant leadership, with its emphasis on putting others first
and nurturing a supportive and empowering work culture, presents a promising
framework for addressing these issues. By prioritizing the needs of team members,
providing mentorship, and encouraging intellectual stimulation, servant leaders have

the potential to redefine the working climate and enhance team effectiveness in agile

4



environments.

Although the theoretical framework in relation with servant leadership is
already established, still it requires empirical research that will analyze its impact on
teams and effectiveness in IT organizations in Pakistan. Therefore, this study seeks to
fill this gap by examining the impact of servant leadership on team effectiveness in
agile environments in Pakistan. By investigating the mediating roles of intellectual
stimulation and perceived supervisor support, this research aims to provide actionable
insights for organizational leaders seeking to optimize team performance and foster a

culture of innovation and collaboration within Pakistani IT organizations.
1.5 Research Questions

This thesis will target to answer the following questions:
1. How does Servant Leadership affect Team Effectiveness?
2. How does Perceived supervisor support affect Team Effectiveness?
3. How does Intellectual Stimulation affect Team Effectiveness?

4. To what extent does Perceived supervisor support mediate the relationship

between Servant Leadership and Team Effectiveness?

5. To what extent does Intellectual Stimulation mediate the relationship

between Servant Leadership and Team Effectiveness?

6. Does Intellectual Stimulation have any impact on Perceived supervisor

support?
1.6 Definition of terms

1.6.1 Servant leadership

In 1977, Robert K. Greenleaf introduced the concept of servant leadership, a
revolutionary leadership style characterized by a profound dedication to serving others
and putting their needs before one's own. At its core, servant leadership emphasizes
empathy, compassion, and a strong desire to support and uplift those around them.

Leaders who practice this approach reject conventional top-down management in favor



of cultivating an environment of trust, cooperation, and mutual respect. By adopting a
servant-first attitude, these leaders inspire and motivate their teams to reach shared

objectives while also promoting personal growth and development for each individual.
1.6.2 Team Effectiveness

Team effectiveness refers to the extent to which a group of employees
accomplish their objectives and fulfills the expectations of its stakeholders. It
encompasses various dimensions, including task performance, cohesion,
communication, and satisfaction among team members (Liu & Cross, 2016). The
concept of team effectiveness was introduced by Cohen and Bailey (1997) in their
seminal work, where they emphasized the importance of evaluating teams based on
both quantitative performance metrics and qualitative indicators of teamwork and

collaboration.
1.6.3 Perceived Supervisor Support

Perceived Supervisor Support (PSS) is an employee’s perception of to what
extent their supervisor displays supportive behavior. This perception is by supervisor’s
care for their team’s well-being in an organizational setting. (Eisenberger et al., 2002).
Initially introduced by Eisenberger and colleagues, PSS encompasses various
supportive behaviors, including providing guidance, recognition, and emotional
support, which contribute to fostering a positive work environment and enhancing
employee morale and commitment (Eisenberger et al., 2002). This construct emphasize
the significance of supervisors' role in shaping employees' perceptions of company’s

support and their overall job satisfaction and engagement.
1.6.4 Intellectual Stimulation

Intellectual stimulation, as defined by Bass in 1985, is a behavior demonstrated
by supervisors that induces out-of-the-box thinking, creativity, and mental growth in
their teams. (Jung et al., 2003). This factor encourages challenging assumptions,
fostering a climate of curiosity, and promoting a culture of constant learning within the
organization (Jung et al., 2003; Bass & Avolio, 1994)Leaders who engage in

intellectual stimulation inspire their followers to explore new ideas, challenge the status



quo, and pursue intellectual endeavors that contribute to organizational innovation and
success (Bass & Riggio, 2006)

1.7 Thesis Structure

This thesis is composed of five chapters the details of each chapter are discussed

below.

Chapter 1 begins by providing the context and introductory overview of the
research, along with its historical backdrop. This is followed by an exploration of the
reasons for investigating the impacts of inadequate supervisor support and limited
challenging opportunities within the IT industry. Subsequently, the thesis outlines its
primary goals through research objectives and proceeds to clarify the essential

terminology used in this study.

Chapters 2 In the second chapter, the study establishes its rationale and
conducts a comprehensive review of relevant literature. This section critically assesses
existing knowledge, building upon prior research to deepen understanding of the
subject matter. It adeptly addresses key findings from previous studies, providing
thorough insights into the topic. Additionally, it meticulously outlines the conceptual
framework guiding the research and elucidates the methodologies employed. By
identifying gaps and challenges gleaned from the literature, the study sets the stage for

future research endeavors, proposing hypotheses to further advance scholarly inquiry.

Chapter 3 provides a comprehensive examination of the research
methodology, delving into the study's aims, the development and utilization of research
instruments, and the exploration of potential solutions to the research problem. The
selection of data collection methods and the study's approach were tailored to the
research context. Finally, the chapter addresses the constraints inherent in the research

design
Chapter 4 includes results and their analysis using IBM SPSS

Chapter 5 presents an overview of the study's findings, conclusions, and
suggestions for future research, along with their managerial, theoretical, and practical

significance. Additionally, it addresses the constraints of the current research and

7



outlines areas for future investigation warranting deeper exploration.



CHAPTER 2: LITERATURE REVIEW

This chapter begins with examining the theoretical framework and analyzing
existing literature. It provides concise introductions to the concepts of servant
leadership, team effectiveness, intellectual stimulation, and perceived supervisor
support, illustrating their interconnectedness. The research findings reveal several gaps
warranting further exploration. To deepen understanding of this topic, it assesses
previous studies' contributions and underscores remaining gaps. Furthermore, it
explores various theoretical perspectives to construct the conceptual framework
supporting this dissertation. Additionally, it delineates key points and methodologies
employed in agile environments, which will be scrutinized in the subsequent part of
this thesis. Finally, the hypothesized framework, serving as the foundation for this

research, is delineated towards the chapter's conclusion.

2.1 Theoretical Ground

2.1.1 Servant Leadership Theory

The servant leadership theory as proposed by Robert K. Greenleaf has arisen as
a significant framework in leadership theories due to its special emphasis on putting
others first (Greenleaf, 1998). The basis of servant leadership theory revolves around
the idea of leaders prioritizing the needs and well-being of their teams which in turn

improves the organizational metrics and positive team outcomes.

The foundational basis of servant leadership theory requires an effort from
supervisors to have a deep sense of responsibility and empathy toward their followers
(Sendjaya et al., 2008). This effort comprises humility, mentorship, and a true desire to
serve others in making decisions that are related to common organizational gains. Such
leaders cultivate a culture that boosts ownership, cooperation, and mutual respect

between leaders and their teams (VVan Dierendonck & Nuijten, 2011).

Furthermore, the servant leadership style comprises various core principles that
pave the way for how teams and leaders should interact. These principles include
empathy, awareness, wisdom, mentorship, and commitment to the growth of followers
(Spears & Wagner-Marsh, 1998). Servant leaders by incorporating these principles in

their practice create a sense of support for their teams that encourages their followers

9



to put their best efforts into assigned goals which ultimately enhances the organizational

performance.
2.1.2 Leader-Member Exchange Theory (LMX)

The existing research on Leader-member exchange theory (LMX) underscores
the crucial role of enhancing team effectiveness through enhancing the relationships
between leaders and employees across various organizational contexts. As highlighted
by Uhl-bien et al. (2022), LMX theory stresses the importance of fostering positive
relationships between leaders and employees, despite encountering several inherent
challenges. Establishing high-quality LMX relationships hinges on trust, mutual
respect, and shared goals within teams. These relationships cultivate a sense of
belonging and dedication, ultimately enhancing team productivity (Uhl-Bien et al.,
2022). Additionally, Dulebohn et al. (2012) underscore the importance of cultivating
strong relationships between leaders and team members. By tailoring their interactions
to individual team members, showing concern for their needs and preferences, leaders
create a supportive work environment where each team member feels valued and

contributes optimally toward shared objectives (Dulebohn et al., 2012).
2.1.3 Social Exchange Theory

The latest research made on Social Exchange theory (SET) has also presented a
new perspective to observe team productivity. (Meira & Hancer, 2021). According to
SET, individuals who engage with others with an expectation of mutual benefit, are met
with a similar response. This theory solidifies the concept of servant leadership in which
a leader is reciprocated with trust and commitment if they show genuine concern and

empathy towards their team members.

Furthermore, various scholars have found the importance of mental support for
the applications of SET in the workplace. The research by Chen and Wu (2020)
demonstrated that perceived supervisor support significantly predicts employees’
commitment and productivity. This also supports the idea of employees' perception of
a leader’s support where they feel much obliged and reciprocate the efforts and

engagement of their manager (Chen & Wu, 2020)

10



2.1.4 Path-goal theory

The path-goal theory as a force of enhancing team effectiveness provides a clear
path to achieve goals by clearing out the opposite forces that discourage progress
(House, 1971). According to this theory, the managers with a motivation to ease the
work of their subordinates are assigned to communicate and elaborate the success
factors to their teams. This understanding of end goals effectively motivates the team

members to accomplish their goals (Northouse, 2021).

For instance, if a project manager who is leading a complex development project
observes that their team is struggling with understanding project requirements, they can
adopt a directive leadership approach. They can hold a team session where they can
communicate clear instructions on the project objectives, break down to achieve pieces,
and outline the coding practices to be implemented. This application was observed by
Saide et al., (2019) where the application of path-goal practice resulted in improved
project knowledge in the IT sector.

2.2 Research Gap

The literature review has provided a significant research gap in understanding
team KPIs and their related factors in agile environments. Firstly, existing studies
predominantly focus on traditional hierarchical organizational structures rather than
agile contexts. For instance, Grass et al., emphasize the need to investigate leadership
styles specifically tailored to agile teams to enhance understanding of their unique
dynamics. (2020) Secondly, while servant leadership has been extensively studied, its
direct impact on team effectiveness within agile environments remains relatively
unexplored. Recent research by Ellahi et al (2022) highlights the importance of
examining servant leadership behaviors in agile settings to discern their influence on

team outcomes.

In addition, there is a significant gap in how certain mediating factors will
cooperate or challenge the relationship between servant leadership and team
effectiveness. Although intellectual stimulation and perceived supervisor support are
recognized as essential components of servant leadership, their specific roles as

mediators in the agile context have not been thoroughly examined. By addressing these

11



gaps, this research aims to provide valuable insights into the nuanced interplay between
servant leadership, team effectiveness, and the mediating roles of intellectual

stimulation and perceived supervisor support in agile environments.
2.3 Hypothesis development

The review of the present literature has shown us the potential for further
research in agile settings. This subject has been a topic of interest specifically for
organizations using agile methodologies. Within the dynamic setting of agile
environments, where adaptability, collaboration, and innovation are essential, the effect
of servant leadership on team effectiveness is particularly noteworthy. Building on the
foundational principles of servant leadership, this study proposes that teams led by
servant-oriented leaders will demonstrate heightened levels of effectiveness in agile
settings. This proposition finds support in prior research, which suggests that servant
leadership contributes to positive team outcomes, such as improved cohesion,

motivation, and performance (Chiniara & Bentein, 2016)

This research will focus on the relation of servant leadership and team
effectiveness variables with the mediation of two predictors; intellectual stimulation
and perceived supervisor support in agile companies. Servant leaders are recognized
for fostering intellectual curiosity among team members and promoting critical
thinking, innovation, and continuous learning. Additionally, they are perceived as
supportive figures who offer guidance, encouragement, and necessary resources to their
teams. Drawing upon social exchange theory and existing literature on leadership
mediation, it is hypothesized that the beneficial impact of servant leadership on team
effectiveness will be partly explained by the enhanced intellectual stimulation and
perceived supervisor support experienced within the team (Van Dierendonck &
Nuijten, 2011). The hypothesis developed in this research will open new dimensions
for understanding the relationship between servant leadership and its impacts on agile
team performance, and will also suggest the interplay of mediating factors that have not

been deeply researched before.
2.3.1 Servant leadership and team effectiveness

The assosiation between servant leadership and team effectiveness is widely

12



researched in the context of implementing a productive and healthy work environment.
Eva Nathan in her research for a systematic review of servant leadership has concluded
that the idea of providing teams with necessary resources, guidance, and support leads
them to achieve excellence in their roles (Eva et al., 2019). This supportive environment
levels the ground for a culture of trust and empowerment inside teams which
encourages communication, and knowledge sharing and boosts problem-solving skills

ultimately improving their effectiveness.

Similar research done by Robert C. Liden, which comprised a multi-
dimensional, multi-level assessment proved that servant leaders motivate their
employees by an engaging vision and aligning the team objectives in sync with
organizational goals (Liden et al., 2008). By involving team members in the target-
setting process and focusing on the achievement of a shared company vision a sense of
ownership and commitment flourishes inside team members. This shared sense of
purpose promotes cooperation, interaction, and magnitude of effort, which in turn helps

in achieving organizational goals.

Sendjaya et al in their research also emphasized the importance of learning
growth of the team. By investing in the learning growth and mental satisfaction of the
teams, servant leaders provide them with opportunities for skills improvement, and
career advancement (Sendjaya et al., 2008). This idea of personal satisfaction and
growth is a driving factor for increasing company loyalty and motivates the employees

to perform to their full potential towards company objectives.

2.3.2 Intellectual Stimulation and Team Effectiveness

The available literature on leader-promoted intellectual stimulation is not
available in larger numbers. this concept has appeared as a strategy to increase team
effectiveness in recent years. According to Sony et al., 2020), leaders who encourage
team members to ask questions, explore alternate solutions to problems, and encourage
critical thinking, indirectly promote a mindset of continuous learning and growth.
According to Tanculescu-Popa and Bostan, (2022) teams led by leaders who stimulate
intellectual curiosity demonstrate a good resilience when faced with difficult challenges
and are more equipped in uncertain situations. These observations highlight the

importance of leader-induced intellectual stimulation in fostering a culture of
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innovation and critical thinking and promoting team effectiveness.
2.3.3 Perceived Supervisor Support and Team Effectiveness

Perceived supervisor support has been observed as a key factor in developing
team dynamics and performance. Studies have shown that when team members
perceive strong support from their supervisors, they are probable to undergo high level
of trust, satisfaction, and commitment, which in turn contribute to enhanced team

performance and effectiveness (Eisenberger et al., 1986)

Furthermore, to improve the interpersonal relationships within teams, PSS is a
promoting factor. When team members feel supported by their supervisors, they are
more prepared to engage in cooperative behaviors, communicate openly, and
collaborate effectively with their peers (Kurtessis et al., 2017)This fosters a conducive
team climate characterized by mutual respect, empathy, and shared goals, which are

essential for achieving collective objectives and delivering high-quality outcomes.

In addition, there are credible pieces of evidence of the psychological impacts
of PSS for individual and team performance improvement. Studies have found that team
members who perceive care and empathy from their supervisors are more inclined to
demonstrate proactive problem-solving, initiative-taking, and task engagement within
their teams (Aryee et al., 2007). These proactive behaviors contribute to increased team
productivity, innovation, and adaptability, ultimately bolstering overall team

effectiveness.
2.3.4 Servant Leadership and Perceived Supervisor Support

Servant leadership, characterized by leaders prioritizing the needs of their
followers and fostering their development and success, has garnered attention in
organizational research due to its potential to cultivate positive work environments and
enhance team outcomes. Central to the effectiveness of servant leadership is the concept
of perceived supervisor support (PSS), which refers to employees' perceptions of the
degree to which their supervisors care about their well-being, assist, and are responsive

to their needs.

Studies have demonstrated a significant association between servant leadership
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and perceived supervisor support. For instance, in their analysis of correlation between
servant leadership and employee outcomes, Liden, Wayne, Zhao, and Henderson
(2008) found that servant leadership behaviors, such as empathy and empowerment,
were positively related to perceived supervisor support. Similarly, Hu and Liden (2011)
demonstrated that servant leadership was positively associated with followers'
perceptions of supervisor support, which in turn influenced organizational citizenship
behaviors.(Faller et al., 2020)

Furthermore, research suggests that perceived supervisor support mediates the
relationship between servant leadership and various employee outcomes. In a study by
Liden, Wayne, Liao, and Meuser (2014), perceived supervisor support was discovered
to strengthen the relationship between servant leadership and employee engagement,
indicating that when employees perceive their leaders as supportive, they are more
engaged in their work. Similarly, Rego, Sousa, Marques, and Cunha (2012) found that
perceived supervisor support partially mediated the relationship between servant
leadership and employee performance, highlighting the importance of supportive
leadership behaviors in enhancing employee outcomes.

2.3.5 Servant Leadership and Intellectual Stimulation

The research done on the interrelationship between servant leadership and
intellectual stimulation is non-existent, however, there are few studies on the
psychological impacts of this style. Research by Van Dierendonck and Nuijten (2011)
provides empirical support for the positive relationship between servant leadership and
intellectual stimulation. Their study conducted among Dutch employees demonstrated
that servant leadership behaviors, such as encouraging autonomy, promoting personal
development, and fostering a climate of open communication, were positively

associated with employees' perceptions of intellectual stimulation within the workplace.

Similarly, Chiniara and Bentein (2016) explored the impact of servant
leadership on various team outcomes, including intellectual stimulation. Their meta-
analysis synthesized findings from 54 studies and revealed a significant positive
relationship between servant leadership and intellectual stimulation. Specifically,
servant leaders were found to stimulate creativity, critical thinking, and problem-

solving skills among team members, thereby contributing to overall team effectiveness.
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2.3.6 Intellectual Stimulation and Team Effectiveness

Intellectual stimulation, a fundamental aspect of transformational leadership,
entails encouraging followers to think critically, innovate, and explore new ideas. In the
context of team dynamics, intellectual stimulation has been recognized as a catalyst for
enhanced team performance and effectiveness. By fostering an environment that
promotes creativity, problem-solving, and knowledge sharing, leaders who stimulate
intellectual engagement among team members can facilitate the development of

innovative solutions and adaptive strategies.

Research by Zhang and Bartol (2010) demonstrated a positive relationship
between intellectual stimulation and team innovation, highlighting the crucial role of
leaders in stimulating creativity and idea generation within teams. Similarly, Amabile,
Schatzel, Moneta, and Kramer (2004) found that environments characterized by
intellectual stimulation fostered greater intrinsic motivation among team members,

leading to higher levels of creativity and productivity.

Moreover, intellectual stimulation has been linked to improved team learning
and knowledge creation. By encouraging members to challenge assumptions, explore
new perspectives, and engage in reflective discourse, leaders can facilitate a culture of
continuous learning within the team (Faller et al., 2020). This emphasis on intellectual
growth and exploration not only enhances individual capabilities but also contributes

to collective learning and performance improvement.
2.3.7 Perceived Supervisor Support and Team Effectiveness

Perceived supervisor support (PSS) has garnered attention in organizational
research as a crucial determinant of employee attitudes, behaviors, and outcomes.
Within the realm of team dynamics, PSS has been recognized for its potential impact
on team effectiveness. PSS refers to employees' subjective perception of the extent to
which their supervisors value their contributions, care about their well-being, and
provide the necessary support (Eisenberger, Huntington, Hutchison, & Sowa, 1986). In
the context of teams, PSS extends beyond individual relationships to encompass the
collective perception of team members regarding the supportiveness of their shared

supervisor.
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Several scholars have explored the correlation between PSS and team
effectiveness, shedding light on its implications for team dynamics and performance.
For instance, research by Erdogan, Liden, and Kraimer (2006) found that practice of
promoting PSS were directly related with increased team cohesion and dedication,
ultimately leading to enhanced team performance. Similarly, Nielsen, Randall, and
Albertsen (2007) demonstrated that teams with supportive supervisors exhibited higher
levels of trust, communication, and collaboration, which contributed to improved team

effectiveness.

Moreover, PSS has been linked to various dimensions of team effectiveness,
including task performance, goal attainment, and overall team satisfaction. For
example, Tabak et al (2024) found that PSS positively influenced team members'
motivation and engagement, leading to better task performance and goal
accomplishment. Similarly, studies by Podsakoff, MacKenzie, Paine, and Bachrach
(2000) highlighted the role of PSS in fostering a positive team climate, which in turn

facilitated effective teamwork and goal attainment.
2.3.8 The Mediating Role of Intellectual Stimulation

The mediating effect of intellectual stimulation in agile environments has been
researched in very few studies. Being a critical factor in transformational leadership, it
did not receive much attention on how and if it can be included in the servant leadership
framework. It has been observed that when leaders encourage team members to
question assumptions, explore new ideas, and engage in constructive debates, it
cultivates an environment conducive to learning and innovation, ultimately leading to

improved team performance (Shin & Zhou, 2007)

A research study by Carmeli, Atwater, and Levi (2011) found that intellectual
stimulation partially mediated the association between transformational leadership and
team innovation. Similarly, Huang, lun, Liu, and Gong (2010) demonstrated that
intellectual stimulation mediated the relationship between leadership and team

innovation.

Furthermore, the effectiveness of intellectual stimulation as a mediator may
vary depending on contextual factors such as organizational culture and team

characteristics. For instance, Shin and Zhou (2007) suggested that intellectual
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stimulation may be particularly beneficial in teams with high levels of task

interdependence and a supportive organizational climate.
2.3.9 The Mediating Role of Perceived Supervisor Support

The available literature suggests that PSS plays a mediating role in the
relationship between leadership styles and team outcomes. For instance, a study by
Chen and Wu (2020) found that PSS partially mediated the relationship between
transformational leadership and team productivity, indicating that team members'
perceptions of supervisor support contribute to the positive effects of transformational
leadership on team effectiveness. Similarly, research by Chan (2017) demonstrated that
PSS mediated the relationship between empowering leadership and team creativity,
highlighting the importance of supportive supervisor behaviors in facilitating team

innovation and effectiveness.

Research also indicates that when team members perceive their supervisors as
supportive, they experience higher levels of job satisfaction, organizational
commitment, and trust in their team leaders (Eisenberger et al., 2014). Moreover, PSS
has been linked to increased team cohesion, communication, and collaboration, which

are essential ingredients for enhancing team effectiveness (Adil & Ab Hamid, 2020)
2.4 Research Hypothesis

The following are research hypotheses concluded from the literature review:

H1: Servant leadership positively impacts team effectiveness.

H2: Servant leadership is positively associated with perceived supervisor support.
H3: Perceived supervisor support is positively associated with team effectiveness.

H4: Perceived supervisor support mediates the relationship between servant leadership

and team effectiveness.
H5: Servant leadership is positively associated with intellectual stimulation.
H6: Intellectual stimulation is positively associated with team effectiveness.

H7: Intellectual stimulation mediates the relationship between servant leadership and

team effectiveness.
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H8: Intellectual stimulation from supervisors is positively associated with perceived

supervisor support among employees.

H4
Intellectyat | Perceived
Stimulation Supervisor support
H2 H3 Ho H3
Servant Leadership Il'eam effectiveness
H1 t

Figure 2-1 Hypothesized Framework
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CHAPTER 3: RESEARCH METHODOLOGY

This chapter further provides details on the methodology used in this research
to evaluate our hypotheses. It includes an explanation of the research’s methodology,
design structure, and justifications. It also explains how the opinions of several IT
professionals have been recorded using an online questionnaire, that was further
analyzed using IBM SPSS software by performing several tests. It also includes various
tests to measure the accuracy of the data before it has been found perfect for further
analysis. The demographical nature of the sample, sampling technique, and tests to

determine questionnaire validity are also part of this section.
3.1 Research Paradigm

This research includes a quantitative analysis of 4 variables taken from the
literature. All variables used in this study were measured numerically, however, the
effect of some nominal variables from demographics was also part of the analysis. The
research hypotheses are validated using the data collected via survey questionnaires
using a deductive method. The motivation behind using a deductive research approach
was the theoretical framework provided by previous studies. The data for this research
was collected in 4 months using an online tool called Google Forms. This specific
method was chosen to increase the reach of this survey beyond a single city and to

target employees from all major cities in Pakistan.

The study was based on a questionnaire that used a 5-point Likert scale, that
ranged from 1 (Strongly disagree) to 5 (Strongly Agree). The participants were asked
to record their responses ensuring the anonymity of their responses and use of the
collected data strictly for educational purposes. All variables in the hypothesized model
were analyzed in IT companies that have implemented Agile methodologies in their

organization.
3.2 Research Settings
3.2.1 Sampling
The target sample was selected based on the purposive sampling method. This
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method was chosen to target the participants who possessed engineering or computer
science degrees from various universities. Out of 327 responses collected, 260 of these
participants were working in the IT sector ranging from junior to senior developers,
quality assurance, and technical support department, whereas 50 of these participants
were in managerial positions. And lastly, a short portion of these participants were
customer support representatives and graphic designers who made a total of 17

participants.
3.2.2 Sampling Procedure

The survey questionnaire was distributed among the IT employees working in
various software development companies. It is composed of 4 main variables. The
questionnaire used a 5-point Likert scale adopted from 4 studies to record the ideas of
the sample. the idea behind using this scale was to allow freedom to target the sample
in choosing the intensity of their response. This scale also benefits the audience as it
gives 5 options to select from their level of agreement and in turn helps the researcher

to whom it provides more accurate and detailed insights.

The selection of purposive sampling aligns strategically with the objectives and
characteristics of the study's target sample. Purposive sampling, also defined as non-
probability sampling or selective sampling, is particularly apt for this research endeavor
due to its tailored approach to selecting participants who possess specific attributes or

experiences relevant to the study's focus (Rai & Thapa, 2015)

Given the complex nature of the research topic and the specialized context of
agile companies, the utilization of purposive sampling allows the researcher to select
sample with firsthand experience and command in the subject matter. In this case, the
target sample comprises IT employees working within agile environments, where
servant leadership principles are likely to be implemented and where the dynamics of

team effectiveness are of paramount importance.

Purposive sampling allows for the deliberate selection of participants who can
provide rich insights and perspectives, thereby improving the depth and validity of the
research findings (Palinkas et al., 2015) By specifically targeting IT employees in agile
companies, the researcher can capture nuanced experiences and observations that may

not be accessible through other sampling methods.
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Moreover, compared to random or probability sampling techniques, purposive
sampling offers greater efficiency and cost-effectiveness, as it focuses resources and
efforts on recruiting participants who hold the approprite knowledge and experiences
essential to the study's objectives (Rai & Thapa, 2015) This targeted approach ensures
that the data collected are directly relevant to the research questions, thereby enhancing
the overall effectiveness and rigor of the study. Thus, by employing purposive
sampling, this research aims to generate comprehensive and insightful findings that
contribute meaningfully to the understanding of servant leadership, team effectiveness,

and agile methodologies in organizational settings.
3.2.3 Variables of the study

Four main variables were the focus of this research i.e. SL, TE, IS, and PSS.
The survey questionnaire was designed by using questions from 4 different research
studies. The variable items were collected from research papers published by Ehrhart,
2004), Lin et al (2020), Rhoades et al (2001), and Thuan (2020). The survey consisted
of 33 questions which can be broken down into 4 dimensions (Servant leadership,
perceived supervisor support, intellectual stimulation, and team effectiveness), and one

section that had demographical questions.

e Servant leadership

Servant leadership is a leadership approach where leaders put the needs of their
team members first, encouraging their development and empowerment. This style
emphasizes working together, showing empathy, and serving others, which helps build
a supportive atmosphere that improves team unity and performance. The idea was
introduced by Greenleaf in 1970, who highlighted the leader's role as a servant to their
followers. In the IT industry, research by Choudhary et al. (2013) and Liden et al.
(2008) has examined the impact of servant leadership on enhancing team dynamics and
satisfaction among software development teams. These studies discovered that when
leaders practice servant leadership, team members feel valued and supported, leading
to greater commitment, job satisfaction, and overall team effectiveness. This highlights
the significance of servant leadership in modern organizations, especially in the
dynamic and collaborative settings typical of IT and software development.

e Team Effectiveness
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Team effectiveness encapsulates a team's ability to efficiently accomplish its
goals while upholding superior outcomes. This encompasses various facets including
seamless collaboration, effective communication channels, and the successful
attainment of objectives. Research within the IT domain, as evidenced by studies
conducted by Mathieu et al (2008), and Zhang et al (2020) have extensively explored
the drivers and ramifications of team effectiveness, particularly within the realm of
software development teams. These studies underscore the critical importance of
fostering cohesive teamwork and establishing common objectives for achieving
optimal team performance. In today's dynamic organizational landscape, where agile
methodologies and rapid innovation are paramount, understanding the intricacies of
team effectiveness is essential for ensuring the success and competitiveness of IT

companies.
e Perceived supervisor support

Perceived supervisor support (PSS) pertains to the extent to which employees
perceive their supervisors to provide assistance, guidance, and care. This perception
significantly influences employees' attitudes, behaviors, and job outcomes. Eisenberger
et al. (2001) pioneered research in this domain, elucidating its profound impact on
employee well-being and performance. Within the IT sector, empirical studies
conducted and Zhang et al., (2020) have further explored the effects of PSS on critical
aspects such as job satisfaction and productivity among software professionals. These
studies underscore the importance of supervisor support in shaping employees'
experiences and organizational outcomes, particularly in fast-paced and dynamic
environments like those prevalent in the software industry. By fostering a supportive
work environment, supervisors can enhance employee morale, and job satisfaction, and

ultimately contribute to organizational success.
e Intellectual stimulation

Intellectual stimulation within a team entails actively encouraging team
members to think critically, innovate, and explore novel ideas. This practice cultivates
a culture of creativity and continuous learning, fostering an environment where
individuals feel empowered to contribute innovative solutions. Bass (1985) and
Amabile et al., (2004) underscore the pivotal role of intellectual stimulation in

promoting innovation and problem-solving within teams, emphasizing its positive
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impact on overall team performance. Within the software sector, studies conducted by
Shin et al. (2021) and Anderson and West (1998) have delved into the effects of
intellectual stimulation on the creativity and productivity of software development
teams. These studies highlight the significance of creating an intellectually stimulating
environment to facilitate the generation of novel ideas and the effective resolution of

complex challenges within software development projects.
3.3 Research Methodology

This thesis adopted a quantitative research methodology, specifically using a
survey questionnaire, to examine the influence of servant leadership on team
performance in agile settings, emphasizing the mediating roles of intellectual
stimulation and perceived supervisor support. The survey was distributed to IT
professionals working in agile companies, aiming to collect data on their views
regarding servant leadership behaviors, team effectiveness, intellectual stimulation, and

supervisor support.

This method facilitated the gathering of structured data from a substantial
number of participants, allowing for statistical analysis to explore the relationships
between these variables and test the proposed model. Data analysis employed
regression techniques to investigate both the direct and mediated effects of servant
leadership on team performance through intellectual stimulation and perceived
supervisor support. The quantitative approach ensured systematic data collection and
thorough statistical examination, providing valuable insights into the research topic and

adding to the current understanding of leadership effectiveness in agile environments.
Research Design

The research as mentioned before used a quantitative design. it involved
distributing a survey questionnaire to over 700 IT professionals, primarily targeting the
Capital city but later expanding the radius to include multiple cities across Pakistan.
Out of the distributed surveys, 327 responses were received. Expanding the research
radius was crucial to ensure a representative sample and capture diverse perspectives
within the IT industry across different geographical locations in Pakistan. This
approach enhanced the generalizability of the findings, providing a more
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comprehensive understanding of the impact of servant leadership on team effectiveness

in agile environments within the broader context of the Pakistani IT sector.

The journey to develop this thesis began by selecting a research topic that is
significant both nationally and internationally within the IT industry. This required an
in-depth review of current literature to uncover research gaps, define the research
problem, and highlight the necessity for a feasible solution. During this preliminary
stage, the emphasis was on grasping the intricacies of servant leadership and team
effectiveness, especially in relation to agile methodologies, with a particular focus on

Pakistan's IT sector.
Research Process

Following the identification of the research area, the next step involved
conducting an extensive literature review. This review delved into individual variables
such as servant leadership, team effectiveness, intellectual stimulation, and perceived
supervisor support. Firstly, the research problem was defined, which was in our case to
identify the impact of servant leadership on team effectiveness and measure the
mediation effects of perceived supervisor support and intellectual stimulation in this

relationship in an agile environment.

Furthermore, it explored the interplay between these variables and their
implementation in agile environments. By synthesizing existing knowledge and
theories, this phase provided a solid theoretical foundation for the subsequent stages of

the research process.

With the framework established, the research design was developed, and the
survey questionnaire was drafted to investigate the relationship between SL, TE, PSS,
and 1IS. The questionnaire aimed to gather insights from IT professionals across
Pakistan, focusing initially on the Capital city but later expanding the research radius
to include other cities. Reaching out to potential participants and collecting data
constituted a significant aspect of this phase, ensuring a diverse and representative

sample for analysis.

Subsequently, the collected data underwent rigorous analysis using statistical

methods. Tests were conducted to assess data correctness, reliability, and validity, as
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well as the presence of bias and questionnaire integrity. This critical evaluation ensured
the accuracy and robustness of the findings, enhancing the credibility of the research

outcomes.

In the final phase of the research process, results were extracted, and
conclusions were drawn. These findings were examined in light of the research
objectives, elucidating their significance and implications for IT professionals in
Pakistan. By addressing the research problem and bridging existing gaps, the
conclusions drawn from this study aimed to offer valuable insights and practical
recommendations to enhance leadership practices and team effectiveness within the

Pakistani IT industry.

Define the . . Develop research
Literature Review
research problem framework

Distribute Select an
Questionare and appropriate
Collect responses sample

Validate the
collected data

Draw conclusions

Figure 3.1: Research Process
3.3.1 Research Method

For this research, IBM SPSS software (version 22) was selected for statistical
analysis. The survey data underwent regression testing in SPSS, utilizing the PROCESS
v4.0 macro by Andrew F. Hayes. (PROCESS v4.0 by Andrew F. Hayes) This approach
allowed for the examination of hypotheses. Specifically, macro model number 4
facilitated the articulation of hypotheses, with X representing the independent variable
i.e. Servant leadership, Y indicating the dependent variable, i.e. Team Effectiveness,
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and M symbolizing the mediators' Intellectual Stimulation and Perceived Supervisor
support. This model enabled simultaneous analysis of mediators. Non-mediative
independent variables were subjected to linear regression testing for further

exploration.

3.4 Data Collection

The data collection process commenced with the careful selection of the target
group, primarily focusing on IT professionals within the Pakistani context. This group
was chosen due to its relevance to the research topic and the availability of potential
participants who could provide valuable insights into the impact of servant leadership

on team effectiveness in agile environments.

To gather data from this target group, a survey questionnaire was designed and
distributed using Google Forms. This method was chosen for its accessibility, ease of
administration, and ability to reach a large number of participants efficiently. Given the
dispersed nature of the IT workforce, utilizing an online survey platform facilitated

widespread participation and ensured geographical inclusivity.

In addition to online distribution, efforts were made to reach potential
participants through direct visits to IT companies and targeted searches on LinkedIn.
Direct visits allowed for face-to-face engagement with IT professionals, providing an
opportunity to explain the research objectives and encourage participation. Similarly,
LinkedIn searches enabled the identification and outreach to IT professionals who
might not have been accessible through other channels. Leveraging both online and
offline strategies enhanced the reach and diversity of the participant pool, ensuring a

comprehensive representation of IT professionals across different sectors and job roles.

The survey questionnaire was designed to capture relevant insights into servant
leadership behaviors, team effectiveness, and related variables within agile
environments. Clear instructions and assurances of confidentiality were provided to
participants to encourage candid responses. The combination of online surveys, direct
visits, and LinkedIn outreach facilitated the collection of robust data that contributed to
the thorough examination of the research questions and objectives.
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3.5 Ethical Considerations

Ethics played a crucial role during the research, prioritizing the study's integrity
and safeguarding participants' rights and welfare. The researcher committed to honesty,
transparency, and objectivity, upholding these values throughout data collection and
analysis. All participants were treated with equal respect and fairness, irrespective of
their background or status. To prevent bias, steps were taken to keep participants
anonymous, ensuring the data was used exclusively for educational purposes and not

for profit.

Furthermore, the researcher acknowledged and credited previous studies from
which questionnaire items were adapted, respecting intellectual property rights and
contributing to the academic community. Care was taken to craft survey questions that
were relevant, respectful, and non-intrusive, ensuring that participants felt comfortable
and valued throughout the data collection process. By upholding these ethical
standards, the research aimed to maintain the trust and confidence of participants,
safeguarding their privacy and dignity while advancing knowledge in the field of

leadership and team dynamics within the IT industry.
3.6 Delimitation

The study was delimited to IT professionals in Pakistan, potentially limiting the
generalizability of findings to other industries or geographical locations. Additionally,
the focus was primarily on servant leadership, team effectiveness, and related variables
within agile environments, excluding other leadership styles and organizational
contexts. Time and resource constraints may have influenced the scope and depth of

data collection and analysis.
3.7 Limitations of the Research Design

Despite the meticulous approach taken in designing the research, several
limitations must be acknowledged. Firstly, the reliance on a quantitative survey method
may have limited the depth of understanding regarding participants' experiences and
perspectives. While surveys offer broad insights into attitudes and behaviors, they may

lack the richness of qualitative methods in capturing nuanced insights and contextual
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factors. Additionally, the usage of self-report measures may have introduced survey
bias and social desirability effects, potentially impacting the accuracy of the data
collected. Participants may have been inclined to provide socially acceptable responses
rather than candid reflections, leading to a potential underestimation or overestimation

of certain variables.

Furthermore, the sample size, although substantial, may not fully represent the
diverse range of IT professionals within the Pakistani context. Despite efforts to reach
a broad audience through online and offline channels, certain segments of the
population may have been underrepresented. Geographical constraints and access
limitations could have influenced participation rates, potentially skewing the sample
towards certain demographics or organizational settings. This limitation may restrict
the generalizability of the findings beyond the specific context of the study and

necessitates caution in extrapolating the results to broader populations.

The study's cross-sectional design limits its ability to determine causation or to
provide insights into how servant leadership and team effectiveness change over time.
Since data is collected at one specific moment, the study offers a snapshot of the
relationships between variables without revealing the order of events or the causal
connections. To understand how these relationships develop and to evaluate the long-
term effects of servant leadership on team dynamics in agile settings, longitudinal

research would be required.
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CHAPTER 4: RESULTS AND DISCUSSION
In the results section, a summary of the independent, dependent, and mediator
variables is presented. First, the data was exposed to equal variance and homogeneity
tests of variances followed by reliability and validity tests. After the regression and
validity tests, a mediation analysis is performed to determine the mediation effect of
two variables. In the end, a multi-regression is performed to test the hypothesis.

4.1 Demographics

This study was conducted in the IT sector of Pakistan. The participants were
technical people from various IT and software development firms. A total of 327
participants submitted the online form. The following demographics were included in

the survey’s descriptive analyses.

e Gender
e Education
e Work Experience

e Designation

These factors represent the demographics of the participant’s personal and
professional characteristics. The percentage and distribution of each demographic are

shown in Table 4.1 added below.

Table 4.1 Demographics

Demographics Options Frequencies

30

Percentages



PhD. 2 0.6

0 - 2 years 102 31.2
Work Experience [REERRYEET 124 37.9
6 - 9 years 70 21.4

> 10 years 31 9.5

Technical Staff 202 61.8
Technical Lead 49 15.0
Designation Manager 52 15.9
CXO 2 0.6

Other 22 6.7

The demographics and professional characteristics were collected, grouped, and
sorted to allow us to get a clear picture of our target audience. The minimum criteria
for the education were set to a bachelor's to target only the graduates to participate in
this research. Since our entire target area was focused on people working in the private
IT sector and the research included variables that can only be properly addressed by
people in an employee—supervisor setup, hence we distributed the designations into 4
main categories technical staff, technical leads, managers, and CXOs. An additional
option was added to account for the Non-technical resources that were resources from
the Technical support.

4.1.1 Gender statistics

The gender-based distribution, as described in Table 4.1 suggests that out of 327
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participants who submitted the questionnaire, male participants (76.1%) were in the
majority. The female participants (23.9%) were 3 times less as compared to their male
counterparts. These statistics infer that Pakistan’s IT industry is still dominated by
males, and although females have started to join this sector in large numbers but
majority of the sector is still male-dominated. This also proves the fact that females in

Pakistan are less focused on the technology sector (Idrees, F.,2019).

Gender

Females
24%

M Males H Females

Figure 4-1 Gender Distribution

4.1.2 Education Statistics

The education statistics are concurrent with the normal distribution of graduates
in our IT industry. The results indicate that the maximum percentage of the target
audience had a bachelor's degree (266 respondents and 81.3% of the total). Following
graduates were the postgraduate respondents who made up 18% of the total sample.
While just 2 of the sample had Doctorate degrees, which made up 0.6% of our total
sample. These results deduce that Pakistan’s IT industry has a high demand for entry-
level employees who are freshly graduated from universities. The companies prefer
fresh grads since they are cost-effective, adaptable, and can be trained into future

leaders.
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Education

81.30%

18%
Bachelors Masters PHD

Figure 4-2 Education Statistics

The percentage of master graduates (18%) indicates that the industry has a good
potential for employees having specialized skills and knowledge. The majority of the
master's graduates in this study were Project Managers, who opted for a management

role after a good service in the technology domain.
4.1.3 Work Experience

The work experience statistics from 0 - 2 years (31.2%) suggest a significant
potential for young blood in the IT sector. This result also aligns with our previous
observation of a high prevalence of individuals with bachelor's degrees. The highest
proportion of individuals with medium experience (3 to 5 years, 37.9%) indicates that
our industry has a significant demand for mid-level professionals who are skilled in one

or more domains.
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Work Experience
37.9%

31.2%
21.4%
9.5%

0 - 2 years 3 -5years 6 - 9 years > 10 years

Figure 4-3 Work Experience

The combined percentage of individuals with 6-9 and above 10 years of
experience (30.9%) is relatively low. This percentage suggests that there are fewer
opportunities for senior-level positions in the sector. This percentage is not alarming as
all companies follow a pyramid-shaped hierarchy with maximum junior employees in

the teams and very few senior resources to manage them.
4.1.4 Designation

The distribution of designation in our sample completely aligns with the work
experience and distribution. The sample was composed of 61.8% technical staff, 15%
Technical leads, and 15.9% managers. Additionally, there were 0.6% CXOs (C-level
and high authority individuals) and 6.7% individuals from the Other category, which
mainly comprised Technical support representatives. These results again back to the

pyramid-hierarchy in the IT companies.

Since the IT industry is rapidly changing with the addition of new technologies
and programming languages, it is natural to see many technical resources shifting to
managerial roles. Employees find it safer to shift to a managerial role once they have
served some time in development. This result is coherent with the research made by
Hall et al. (1992), which suggests that engineers are more likely to transition into

managers due to high expectations of compensation and broader career scope.
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4.2 Principle Component Analysis

Before we proceed with the reliability and validity analysis, we have performed
the Principal Component Analysis (PCA) on all variables. The PCA analysis performed
on servant leadership showed that all of the components are strongly correlated with
each other (0.383 to 0.794). the determinant was found to be 0.007 (>0.0001).

The KMO and Bartlett’s measure of sampling adequacy also resulted positively
in the value of 0.925 (at p<0.005). The total variance analysis showed us that the
variable consisted of 1 component which explains 67.63% of the variance.

Table 4.2 Principal Component Analysis - Servant leadership

Component 1

Relationship Building

Selflessness

Conceptual skills

Ethical Conduct

Developmental Support

Empowerment

External Stakeholder Focus

The PCA analysis performed on the dependent variable team effectiveness
showed that all of the components are strongly correlated with each other (0.370 to
0.732). The determinant was found to be 0.005 (>0.0001).

The KMO and Bartlett’s measure of sampling adequacy also resulted positively
in the value of 0.915 (at p<0.005). The total variance analysis showed us that the
variable consisted of 1 component which explains 64.213% of the variance. The results
also showed that the items TE4, TE8, TE6, and TE2 have the strongest positive
correlations with the principle component and they contribute the most to explaining
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the variance captured by this component.

Table 4.3 Principal Component Analysis — Team Effectiveness

0.863
0.853
0.840
0.837
0.815
0.773
0.758

0.648

The results of PCA analysis for servant leadership and team effectiveness show
that both have a single principle component. Since all the items in both variables are
highly correlated, hence they result in one dominant component which represents the

variable themselves.

To test the possibility of multicollinearity, we have calculated correlation on the
next step which resulted in no item having > 0.8 correlation, hence ruling out

multicollinearity.
4.3 Normality test

To assess whether the collected data for this research followed a normal
distribution, a normality test was conducted on the questionnaire data. The results
reveal that all four variables have exhibited negative skewness, depicting that the data
is distributed on the left side of the bell curve. This suggests that the data is clustered at

the lower end of the range for all four variables.

The mediators' perceived supervisor support and Intellect stimulations both

displayed a close to 1 kurtosis value which points toward a normal distribution. The
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normality test also revealed that SL, PSS, and IS have longer tails than normal and are
platokurtic in nature. Whereas, TE which is the dependent variable is found to be
leptokurtic and within the normal range. This test provides several scholarly benefits
and improves the credibility of our data. It suggests that our data now qualifies for the
T-test and ANOVA test and we don’t need to employ non-parametric tests. It also
guides us that our data is more accurate and we can assess the validity using the

traditional parametric tests.. the results of the normality test are added in Table 4.4.

Skewness Kurtosis

-I Statistic Std. Error | Statistic Std. Error

Servant . 1.084
Leadership

Perceived 327 -1.356 0.135 1.077 0.269
supervisor

support
Intellectual 327 -1.144 0.135 0.718 0.269

Stimulation

Team 327 -1.555 0.135 2.493 0.269

Effectiveness

Table 4.4 Normality Test

4.4 Reliability and Validity

Before proceeding with the reliability analysis we tested our data on Bartlett’s
Test for Sphericity (BTS) and Kaiser Meyer-Olkin (KMO)to determine data validity.
The analyses reveal a significant chi-square value of 639.595, and KMO test results in

the value of 0.818. this test reveals that the variables used in the research are correlated.
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The reliability and validity tests for our data set in Table 4.1 result in the Cronbach

alpha value of 0.893 for the collective effect of the variables, which proves good

reliability.

Table 4.5 Results of Reliability test of variables

Mean Std. Deviation Variance Cronbach’s a

3.5775 .58565 0.343
PSS 3.7332 .64061 0.410

0.893
3.5084 70331 0.495
3.7408 .59459 0.354

In the next step, we calculated the reliability of individual variables which

indicates the data set is reliable since all the Cronbach alpha values are higher than 0.70.

Table 4.6 Reliability test of individual components

Mean Std. Deviation Variance Cronbach’s a
3.70 0.777 0.603
3.71 0.789 0.623
3.25 0.867 0.751
3.85 0.650 0.422
3.43 0.904 0.817
0.932
3.67 0.840 0.705
3.79 0.713 0.509
3.70 0.634 0.402
3.81 0.679 0.461
3.80 0.798 0.636
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SL11

SL12

SL13

SL14

PSS1

PSS2

P5S3

PSS4

3.72

3.69

2.81

3.15

3.77

3.70

3.71

3.75

3.68

3.49

3.62

3.71

3.63

S

3.64

3.88

3.80

3.90

0.813

0.811

0.935

0.974

0.660

0.739

0.737

0.940

0.742

0.882

0.880

0.635

0.772

0.836

0.827

0.713

0.778

0.693

39

0.662

0.657

0.874

0.948

0.435

0.547

0.543

0.883

327

327

327

0.403

0.596

0.700

0.684

0.508

0.606

0.480

0.844

0.791

0.919



TES 3.79 0.670 0.449

4.5 Correlation Analysis

Table 4.7 Correlation Analysis

PSS IS TE
1

531" 1

7517 6417 1

The correlation of all variables was found using Pearson product correlation.
According to Table 4.7, it has been found that the direct positive correlation between
servant leadership and Team effectiveness was moderately positive (r = 0.785, p <
0.001). these results confirm the validity of hypothesis 1 (H1).

Similarly, servant leadership in correlation with mediator, perceived supervisor
support was found to be significantly positive (r = 0.804, p < 0.001), which validates
the mediation effect as hypothesized in hypothesis 2 (H2). There observed a positive
correlation among mediator; employees perception of supervisor support and outcome
variable team effectiveness (r = 0.751, p < 0.001), which validates hypothesis 3 (H3)

of mediation.

The intellectual stimulation correlation with the independent variable was
significant (r = 0.616, p < 0.001) which validates the mediation effect and validates
hypothesis 4 (H4). Similarly, there is a postive correlation between Intellectual
stimulation and the outcome variable, team effectiveness which came out to be of high
degree (r = 0.641, p < 0.001), validating hypothesis 5 (H5).

The correlation between mediators; intellectual stimulation and perceived
supervisor support is also significant which was hypothesized to be of moderate degree.
But unlike our inference, the relation is calculated to be in a highly significant category
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(r=0.531, p < 0.0001).
4.6 Correlations Between Individual Components

The correlation between individual components of servant leadership
(Relationship Building, Empowerment, Developmental Support, Ethical Conduct,
Conceptual skills, and Selflessness) as compared to the individual components of team

effectiveness show significant correlations with each other in some cases.

Table 4.8 Correlations between individual components

Py
@
m
<

DS EC CS 58 ESF TS TE3 TE4 DVS  TE6 TES8

[

=\

[N

DS 0559 1

EC 0536 0734 1

CS 0548 0.700 0.778 1

SS 0.534 0.693 0.749 0.794 1

ESF 0383 0.494 0449 0433 0466 1

TS 0.456 0.601 0.650 0.600 0.604 0417 1

L= 0.475 0507 0591 0547 0573 0410 0684 1

TE4 0529 0.617 0655 0.625 0.643 0478 0704 0.718 1

DVS 0.425 0493 0570 0567 0531 0381 0572 0579 0674 1

o o I =3 o I IS] I3 o I3 o
o w» I o 15 S ~ ~ ~ ~ o1
© B ~ bl 5 © o W N N N
= iy a1 o o = o @» i © ~

TE6 0.457 0532 0573 0591 0557 0430 0611 0.653 0.759 0.677 1

=i 0596 0506 0547 0622 0639 0.613 0408 0692 0.626 0726 0656 0726 1

The correlation between relationship building with all components of team
effectiveness was significant (r=0.576, 0.578, 0.675, 0.541, 0.594, 0.596, p<0.01),
which signifies the direct impact of relationship building on effective team outcomes.
These results are concurrent with the results of Suknunan & Bhana, (2022) about the
positive impact of the employee-manager relationship on employee performance and

productivity.

The analysis reveals that the correlation between external stakeholder focus and

all components of team effectiveness was less positive as compared to all others (r=
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0.417, 0.410, 0.478, 0.381, 0.430, 0.408, p<0.01). this result was expected in our case
since the concept of volunteer and community work and its emphasis from IT
organizations on employees is non-existent in Pakistan. A similar result was deduced
by Waheed Chaudhary (2010) in his research about gaps and issues in volunteer

management in Pakistan.
4.7 Validity

4.7.1 Construct Validity

The questionnaire used in this research was subjected to construct validity. In
this step, pre-survey pilot research was run which comprised of 10 participants from
the target population and 3 experts from a software company. This pilot group was
asked to review the questionnaire and rate it in terms of clarity and completeness. As
per the suggestions given by the focus group the questionnaire was improved before its
distribution to final sample. As per focus group’s suggestion, the questions were

grouped in sections and introductory paragraphs were added before each section.
4.7.2 Internal Validity

To ensure internal validity of research findings, it is crucial to ascertain that the
findings accurately reflect the data collected. However, the sampling method employed
in this survey may introduce internal limitations. Utilizing a purposive sampling
approach, while advantageous in reaching diverse participants, could potentially
introduce community bias. To mitigate this limitation, an initial group of participants
was deliberately diversified across various regions of Pakistan. Nevertheless, it is
acknowledged that the surveyed companies and software professionals may not fully
represent the entirety of the software practitioner population. Hence, the sample was
specifically targeted at professionals from all four provinces, aiming to capture a
diverse range of perspectives. It is anticipated that the inclusion of a varied sample has

removed the internal community bias.
4.7.3 Discriminant Validity (HTMT Ratio)
In the next step, we calculated the HTMT ratio of results collected via
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correlation. Upon measurement of the HTMT ratio between 4 variables or constructs,
it was found that all HTMT ratios were below the maximum desirable limit of 0.85
hence the research’s discriminant validity was confirmed. Table 4.9 represents the

results of the discriminant validity test.

Table 4.9 HTMT Ratio of variables

SL PSS IS

0.651

0.746 0.673 0.791

4.8 Independent Sample Test (T-test)

An independent samples t-test was performed to collate the difference in team
effectiveness as reported by Males and Females. There was no significant differences
(t(325)=1.772, p=0.079) in the scores for Males (M=0.15, SD=0.07682) and Female
participants (M=0.15, SD=0.08467). The value of the difference in average meanvalua
was insignificant (mean difference = 0.15, Cl = -0.1775 to 0.31776). Since the
confidence interval includes “0”, we can say that the magnitude of differences was

insignificant.

Table 4.10 Independent sample test

Levene’s Test for Equality of Variances t-test for Equality of Means

Std. 95%
Error | Confidence
Differe | Interval of
nce the

Difference
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4.9 Hypotheses Testing And Justifications

4.9.1 Regression Analysis

The regression analysis between all variables resulted in a strong positive
relationship accepting all hypotheses. the values of mediators are positively related to
partial mediation between the Lower and Upper bound of confidence intervals. The

confidence interval in this case was set up to be 95%.
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Table 4.11 Regression Analysis

Hypothesized B t- 95% Confidence Conclusion

path (coefficient  statistic interval for

value)

Lower Upper
Bound Bound
0.797 22.816 0.728 0.865 Positive

SL — PSS 0.879 24.340 0.808 0.950 Partial
Mediation

0.697 20.477 0.630 0.764 Positive

SL — IS 0.739 14.082 0.636 0.843 Partial
Mediation

0542 15066 0471 0613 Positive
0.484 11.307 0.400 0.568 Positive

The analysis shows that all values of beta are positive which in turn validates

our inference of positive relationships. This thesis aimed to assess the impact of servant
leadership on team effectiveness. It also evaluated the impact of 2 mediating variables;
perceived supervisor support and Intellectual stimulation in the relation between
servant leadership and intellectual stimulation. Another target of this research was to
evaluate if and how intellectual stimulation will affect the perceived supervisor support.

Our results describe a significant control of SL to TE (B = 0.797, t = 22.816),
which proves our first hypothesis. This result validates that the teams that are led by
servant leaders perform better than the ones whose leaders miss one or more of these
qualities. This conclusion is concurrent with Nauman et al (2022) and Gaskova, J.
(2020) who have assessed the relationship between servant leadership with team
performance and work effectiveness respectively.
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The results found during the analysis between servant leadership and perceived
supervisor support also show a strong positive control (p = 0.879, t = 24.340), which
backs up H2. This concurs that servant leadership directly cultivates perceived
supervisor support. This supports the idea that the employees who recognise their
managers as supportive, collaborative, and empathetic towards them feel more

supported by them.

The analyses also reveal an indirect effect of perceived supervisor support on
team effectiveness which is a strong positive relation (p = 0.697, t = 20.477). this result
points towards the concept that whenever a team perceives their supervisor to be
supportive, they tend to perform better in their tasks. This result is also coherent with a
study done by Shanock, L. R., & Eisenberger, R. (2006) that showed a positive relation

between perceived supervisor support with in-role and extra-role performance.

The relationship between servant leadership and intellectual stimulation has
given rise to some interesting results. The two variables are found to be strongly
positively related (B = 0.739, t = 14.082). this highly positive relation confirms the
hypothesis (H4). These results deduce that servant leaders who foster employee
involvement in the decision-making process, give employees responsibility and
authority, and are empathetic towards them, foster an environment that boosts

creativity, growth, and intellectual engagement.

The regression analyses for the impact of intellectual stimulation on team
effectiveness also resulted in strong positive results (B = 0.542, t = 15.066). this result
again validates several studies done in employee-manager combination environments.
As discovered by Sanchez-Cardona et al. (2018), supervisors who challenge their team
intellectually, and assign tasks that promote out-of-the-box thinking results in better

team performance.

Lastly, the regression analysis shows a positive but comparatively weak relation
between intellectual stimulation and perceived supervisor support (B = 0.484, t =
11.307). this result indicates that when employees are given thought-provoking and
intellectually stimulating tasks by their managers, they consider their managers as more
supportive. This relation also suggests that exposing employees continuously to
problem-solving tasks gives them a notion of learning satisfaction, which in turn results

in better behavior towards their manager. Another perspective that validates the same
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result can be autonomy and empowerment. Providing employees with autonomy in
their work and facilitating them further strengthens the perception of supervisor

support.

The overall results show that when servant leaders support their employees and
foster an intellectually stimulating environment, their teams are more effective and are

mentally satisfied.
4.9.2 Mediation Analysis

A mediation analysis was performed using bootstrapping to understand the
effects of servant leadership (SL) on team effectiveness (TE) mediated by perceived
supervisor support (PSS) and Intellectual stimulation (IS). For this purpose, we have
used the SPSS PROCESS macro v4.2, by Andrew F. Hayes. (2022). Model 4 was used
to test this mediation analysis at a 95% confidence interval and 5000 bootstrapping
samples Our initial hypothesis was that servant leadership will positively affect the
team effectiveness, and this relation will be partially mediated by perceived supervisor

support and team effectiveness. This analysis is represented in Table 4.12

Table 4.12 Mediation Analysis

Coefficient Standar t
() d Error
(SE)

Total
Effect

Direct
Effect

Indirect
Effect:
PSS

Indirect
Effect: IS
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The total effect of servant leadership on team effectiveness was found to be
significant, p =.797, SE = .035, t(df) = 22.82, p <.001. Upon decomposing this effect,
the direct effect of servant leadership on team effectiveness remained significant, =
392, SE = .057, t(df) = 6.89, p < .001.

The analysis has revealed significant indirect effects of servant leadership on
team effectiveness through mediators; perceived supervisor support and intellectual
stimulation. The indirect effect through perceived supervisor support was  =.257, SE
=.062, BootLLCI =.135, BootULCI =.376, and the indirect effect through intellectual
stimulation was 3 =.148, SE = .040, BootLLCI =.073, BootULCI = .231.

4.10 Discussion

Servant leadership has emerged as a significant factor in enhancing team
effectiveness within organizational settings. The findings of this research support the
notion that servant leadership behaviors positively impact team outcomes. This
suggests that leaders who prioritize serving their team members tend to foster

environments conducive to high performance.

Moreover, the study revealed that servant leadership's influence on team
effectiveness is also partially mediated by the addition of perceived supervisor support
and intellectual stimulation. This implies that servant leaders not only directly
contribute to team effectiveness but also indirectly through fostering supportive
supervisor-team relationships and stimulating intellectual engagement among team
members. This finding aligns with previous research by Seto and Sarros (2016), which
emphasized the importance of servant leadership in creating a supportive and

intellectually stimulating work environment.

For individuals working in Pakistan's IT sector, these findings hold several key
takeaways. Firstly, they underscore the significance of adopting servant leadership
behaviors among managers and leaders. By prioritizing the needs and development of
their team members, leaders can enhance team effectiveness and performance.
Secondly, cultivating supportive supervisor-employee relationships is crucial.
Employees who perceive their supervisors as supportive are more likely to feel valued

and motivated, which can positively impact their work performance (Panda et al, 2022).
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In addition, promoting intellectual stimulation within teams can lead to greater
innovation and problem-solving capabilities. Intellectual stimulation has a direct
relationship with an increase in critical and out-of-the-box thinking skills. In the
dynamic and rapidly evolving landscape of the IT sector, fostering a culture of
intellectual engagement can be instrumental in driving organizational success. This
aligns with the findings of a study by Chinese research (Zhang et al., 2010), which
demonstrated the positive effects of creative process engagement on employee

creativity.

While this research offers valuable insights, there are still many areas that
warrant further investigation. Future research could examine the precise ways in which
servant leadership impacts team effectiveness. Moreover, exploring how contextual
elements like organizational culture and industry dynamics might moderate these

effects could yield a more thorough comprehension of these relationships.

In summary, the research reveals the importance of servant leadership in
enhancing team effectiveness and the positive impact of mediation by perceived
supervisor support and intellectual stimulation. For professionals in Pakistan's IT
sector, embracing servant leadership principles, fostering a culture of confidence and
support between teams, and giving them tasks that mentally challenge them can be

instrumental in driving organizational success.
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CHAPTER 5: CONCLUSIONS AND FUTURE
RECOMMENDATIONS

The findings of this research as explained in Chapter 4 are summarized in this
chapter. In this chapter, we with provide an executive summary of our research
findings, followed by the direct effect, and indirect effect of the independent variable
on the dependent variable in the presence of predictors. The chapter will also shed light
on the available research on the variables and their intercorrelations, followed by the
organizational implications that software firms should follow to ensure company
success. It will then provide comprehensively extracted results from the study and

suggest future implications for agile software companies.
5.1 Summary

Our study explores how servant leadership, alongside intellectual stimulation
and perceived supervisor support, impacts team effectiveness. The results indicate that
servant leadership significantly enhances team effectiveness. Additionally, intellectual
stimulation and perceived supervisor support play crucial roles in this dynamic, further
strengthening the positive relationship between servant leadership and team
effectiveness.

The findings conclude that servant leadership is an effective mode of leadership
that can significantly improve agile teams' effectiveness in software development
teams. By fostering a relationship of trust, empowerment, and supervised learning,
servant leaders can boost the team's energy to work effectively in fast-paced and
stressful work environments. This behavior not only improves team productivity but
also cultivates a culture of resilience and adaptability, critical for agile software

development.

Moreover, the study highlights the mediating effect of intellectual stimulation,
and how it strengthens the relationship between supervisors and team members. This
finding helps us understand the importance of constant learning opportunities for teams
to perform better in organizations. Organizations should introduce learning programs
in their company that can be in the form of internal coaching sessions or international

certifications like Azure, AWS, and Google. Also, the companies by providing dynamic
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learning opportunities to the employees are investing in their employees, which in turn

improves organizational commitment, employee retention, and productivity.

Furthermore, improving perceived supervisor support is essential for cultivating
a positive working environment. Servant leaders can improve the relationship with their
employees by setting a culture of open communication, feedback process, and
providing constructive feedback. It is also imperative for managers to properly
communicate client expectations and feedback to their teams as it improves task
ownership and decision-making. Another attitude that leaders can develop is the
attitude of assistance, and leading by example. Assistance and support in challenging
tasks help the team in overcoming obstacles that can potentially risk the quality of the

product or even delivery.

The study’s shortcomings, including the self-reported data and small sample
size may create generalization issues, and its findings may not apply to all
organizations, however, it serves as an effective guide for leaders and companies to

improve team engagement and productivity, ultimately improving the success metrics.

5.2 Conclusion

In summary, this study highlights the essential role of servant leadership in
enhancing team performance in agile settings, especially within software companies.
The results clearly show a beneficial connection between servant leadership and team
efficiency, indicating that leaders should embrace this leadership approach to optimize

team productivity.

To successfully apply servant leadership, leaders need to emphasize several
crucial factors. Primarily, they should concentrate on empowering team members and
fostering a culture of cooperation, trust, and mutual responsibility. This requires
actively listening to employees, including them in decision-making, and providing

opportunities for both personal and professional development.

Moreover, the results highlight the significance of providing employees with
challenging work, learning opportunities, and engaging collaborative tasks. When
employees are intellectually stimulated and engaged in their work, they are more

inclined to perform better as a team. Therefore, leaders should strive to create an
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environment that encourages creativity, innovation, and continuous learning.

Another crucial finding is the importance of perceived supervisor support in
driving team effectiveness. When team members perceive their managers to be helpful
and supportive, they are more motivated and committed to achieving common goals.
Leaders should prioritize building healthy relationships with their team members,

offering support, guidance, and encouragement as needed.

Furthermore, this research reveals that the relationship between servant
leadership and team effectiveness is mediated by both intellectual stimulation and
perceived supervisor support. Intellectual stimulation encourages team members to
think critically, innovate, and explore new ideas, thereby enhancing team performance.
Similarly, perceived supervisor support acts as a catalyst, reinforcing the positive
impact of servant leadership on team effectiveness.

Surprisingly, the study also uncovers a positive relationship between intellectual
stimulation and supervisor support. This suggests that when supervisors actively
encourage intellectual growth and provide support for employees' ideas and initiatives,
it fosters a stronger sense of support and trust within the team. This underscores the

interconnectedness of various leadership factors in driving team effectiveness.

In conclusion, this research highlights the multifaceted nature of servant
leadership and its profound impact on team effectiveness in agile environments within
software firms. By embracing servant leadership principles, leaders can create an
environment where team members feel empowered, engaged, and supported, ultimately
leading to improved performance and outcomes. By providing challenging work,
fostering intellectual stimulation, and cultivating supportive relationships, leaders can
maximize the potential of their teams and achieve greater success in today's fast-paced

and competitive business landscape.
5.3 Managerial Implications

The findings of this research offer profound insights for managers in software
firms seeking to optimize team effectiveness and performance. Implementing
intellectual stimulation and supervisor support presents tangible opportunities for

leveraging the principles of servant leadership and creating a conducive work
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environment.

Managers can promote intellectual stimulation by fostering a culture of
continuous learning and development within their teams. This can be achieved through
initiatives such as organizing workshops, training sessions, or seminars focused on
emerging technologies and industry trends. By encouraging team members to explore
new ideas, experiment with different approaches, and share their knowledge, managers
can stimulate intellectual curiosity and creativity. Additionally, facilitating
collaborative problem-solving sessions can provide a platform for open dialogue and
idea exchange, inspiring innovation and fostering a culture of intellectual engagement

among team members.

Supervisor support plays a crucial role in reinforcing the positive impact of
servant leadership on team effectiveness. Managers can demonstrate support by
providing constructive feedback and recognition for employees' contributions. Regular
performance reviews, one-on-one meetings, or informal check-ins offer opportunities
for supervisors to provide guidance, encouragement, and appreciation. Furthermore,
offering mentorship and guidance can empower team members to reach their full
potential. By sharing their expertise, providing career development opportunities, and
serving as role models, supervisors can support employees' professional growth and

development, ultimately fostering a sense of trust and camaraderie within the team.

By incorporating these strategies into their leadership approach, managers can
cultivate a work environment that nurtures intellectual stimulation and supervisor
support. This, in turn, can lead to improved team effectiveness, enhanced performance,
and greater organizational success in the fast-paced and competitive landscape of

software development.
5.4 Theoretical implications

The theoretical implications of this research extend our understanding of
leadership dynamics in agile environments, particularly within software firms. It
reinforces the significance of servant leadership in enhancing team effectiveness,
offering insights into its mechanisms and outcomes. Additionally, the study
underscores the mediating roles of intellectual stimulation and perceived supervisor

support, shedding light on their interplay in driving team performance. By elucidating
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these relationships, the research contributes to leadership theory, emphasizing the
importance of supportive leadership practices and their impact on team dynamics.
These theoretical insights provide a foundation for further research and inform
organizational strategies aimed at optimizing leadership approaches in agile contexts.

5.5 Practical implications

The practical implications of this research are significant for company decision-
makers seeking to enhance team effectiveness and performance within their
organizations. Firstly, the findings underscore the importance of adopting servant
leadership principles among leaders at all levels. Decision-makers can facilitate this by
providing leadership training programs and workshops that emphasize the core tenets

of servant leadership, such as empowerment, collaboration, and support.

Furthermore, companies can implement measures to ensure that employees are
given challenging work, learning opportunities, and engaging collaborative tasks. This
may involve redesigning job roles, introducing educational initiatives and encouraging

an environment of constant and dynamic learning.

Moreover, decision-makers should prioritize building strong relationships
between supervisors and team members. This can be made possible through regular
communication, feedback mechanisms, and creating a workplace that fosters support

and encouragement. where employees feel valued and appreciated.

Additionally, companies can implement strategies to enhance intellectual
stimulation and supervisor support within teams. This may include promoting
knowledge-sharing initiatives, encouraging cross-functional collaboration, and
recognizing and rewarding employees' contributions to intellectual growth and

innovation.

By implementing these measures, company decision-makers can create a work
environment that fosters servant leadership behaviors, supports employee growth and

development, and ultimately enhances team effectiveness and performance.
5.6 Recommendations

Based on our findings, we can provide these recommendations for companies
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and leaders.

For Companies

Leadership development programs should be designed to administer servant
leadership principles, emphasizing collaboration, empathy, and empowerment
among leaders. By nurturing these qualities, companies can cultivate a culture
where leaders prioritize the needs and development of their teams, ultimately

enhancing overall team effectiveness.

Providing employees with challenging work assignments, learning
opportunities, and collaborative projects promotes a culture of constant learning
and innovation inside the organization. This encourages employees to stretch
their capabilities, explore innovative ideas, and add value meaningfully to the

organization's objectives.

Establishing mechanisms for soliciting and acting upon employee feedback
demonstrates a commitment to their growth and development. By actively
listening to employees' concerns and suggestions, companies can address issues
promptly, boost employee morale, and strengthen the bond between employees

and the organization.

For Leaders:

Leaders should embody servant leadership principles in their interactions with
team members, practicing active listening, empathy, and empowerment. By
demonstrating genuine care and support for their team, leaders build trust, foster

collaboration, and inspire higher levels of engagement and commitment.

Encouraging critical thinking, innovation, and experimentation among team
members stimulates intellectual growth and fosters a culture of creativity within
the team. This enables teams to adapt to challenges more effectively, generate

innovative solutions, and drive continuous improvement.

Demonstrating a genuine interest in the physical and professional development
of employees creates a supportive and collaborative work culture, where
employees feel appreciated and motivated to outperform each other. By
investing in the growth and success of their team members, leaders foster

loyalty, retention, and ultimately, organizational success.
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5.7 Limitations

Limitations of this research stem from its quantitative nature, reliance on self-
reported data gathered through questionnaires, and its exclusive focus on software
companies. Firstly, the use of self-reported data may involve response bias, where
participants may have given socially desirable responses or provide information from
their memory, leading to potential measurement errors and affecting the validity of the

research.

Secondly, the research's narrow focus on software companies may limit the
generalizability of the results to other sectors or organizational contexts. Different
industries may have unique dynamics and organizational cultures that influence
leadership styles and team dynamics differently, thus constraining the applicability of

the results beyond the software sector.

Additionally, employing a cross-sectional design restricts the researcher's
ability to develop causal relationships between independent, dependent and mediator
variables. Also, longitudinal studies may offer deeper insights into the dynamics
between among servant leadership, team effectiveness, and other factors over time,

providing a more robust understanding of these relationships.

Moreover, the presence of social desirability bias is a notable concern.
Participants may feel inclined to respond in a socially acceptable manner, particularly
when reporting on their perceptions of leadership and team dynamics. This bias could
potentially inflate the reported levels of servant leadership behaviors, team

effectiveness, or other constructs, thus skewing the results.

Furthermore, the reliance on quantitative methods may overlook nuanced
qualitative aspects of leadership and team dynamics. Future research could benefit from
incorporating qualitative approaches, such as interviews or observations, to gain a
richer understanding of the mechanisms underlying the relationships explored in this

study.

In summary, while this research provides valuable insights into the relationships
between servant leadership, team effectiveness, and related factors in software
companies, its limitations underscore the need for caution in interpreting the findings

and point to avenues for future research to address these shortcomings and deepen our
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understanding of leadership dynamics in organizational settings.

5.8 Future Recommendations

Future research in this domain should consider several avenues to build upon
the findings and address the limitations of this study. Firstly, conducting longitudinal
studies would allow researchers to analyse the long-term effects of servant leadership
on team effectiveness and track changes over time. This longitudinal approach would
provide deeper insights into the causal relationships between variables and capture the

dynamics of leadership and team dynamics more comprehensively.

Additionally, exploring the effectiveness of servant leadership interventions and
training programs in improving team performance and organizational outcomes could
offer practical insights for companies. By evaluating the impact of specific leadership
development initiatives, researchers can identify best practices for implementing
servant leadership principles in real-world settings.

Furthermore, extending research beyond the software industry to include
diverse sectors and organizational contexts would enhance the generalizability of
findings. Comparing leadership dynamics across industries could reveal sector-specific
challenges and opportunities, informing tailored leadership strategies for different

organizational environments.

Lastly, integrating qualitative approach based on expert judgment such as expert
interviews, or case studies combined with quantitative approaches may provide a more
holistic understanding of leadership dynamics. Qualitative research can uncover
nuanced aspects of servant leadership behaviors and their impact on team dynamics,
complementing quantitative findings with rich, contextual insights. By pursuing these
future recommendations, researchers can advance knowledge in this field and offer
practical guidance for organizations striving to cultivate effective leadership and high-

performing teams.

57



References
Adil, M. S., & Ab Hamid, K. B. (2020). Effect of teamwork on employee performance in
high-tech engineering SMEs of Pakistan: A moderating role of supervisor support.
South Asian Journal of Management, 14(1), 122-141.
Afzal, S., Arshad, M., Saleem, S., & Farooq, O. (2019). The impact of perceived
supervisor support on employees’ turnover intention and task performance: Mediation
of self-efficacy. Journal of Management Development, 38(5), 369-382.

https://doi.org/10.1108/JMD-03-2019-0076

Amabile, T. M., Conti, R., Coon, H., Lazenby, J., & Herron, M. (1996). ASSESSING THE
WORK ENVIRONMENT FOR CREATIVITY. Academy of Management Journal,

39(5), 1154-1184. https://doi.org/10.2307/256995

Amabile, T. M., Schatzel, E. A., Moneta, G. B., & Kramer, S. J. (2004). Leader behaviors
and the work environment for creativity: Perceived leader support. The Leadership
Quarterly, 15(1), 5-32.

Anderson, N. R., & West, M. A. (1998). Measuring climate for work group innovation:
Development and validation of the team climate inventory. Journal of Organizational

Behavior, 19(3), 235-258. https://doi.org/10.1002/(S1C1)1099-

1379(199805)19:3<235::AlD-JOB837>3.0.C0O;2-C

Aryee, S., Chen, Z. X., Sun, L.-Y., & Debrah, Y. A. (2007). Antecedents and
outcomes of abusive supervision: Test of a trickle-down model. Journal | of Applied

Psychology, 92(1), 191.


https://doi.org/10.1108/JMD-03-2019-0076
https://doi.org/10.2307/256995
https://doi.org/10.1002/(SICI)1099-1379(199805)19:3%3c235::AID-JOB837%3e3.0.CO;2-C
https://doi.org/10.1002/(SICI)1099-1379(199805)19:3%3c235::AID-JOB837%3e3.0.CO;2-C

Avolio, B. J., Bass, B. M., & Jung, D. . (1999). Re-examining the components of
transformational and transactional leadership using Multifactor Leadership. Journal of
Occupational and Organizational Psychology, 72(4), 441-462.

https://doi.org/10.1348/096317999166789

Ayacko, G. O. M., K’Aol, Prof. G., & Linge, Prof. T. K. (2017). The Influence of
Intellectual Stimulation of Judicial Officers on the Performance of Judicial Staff in
Kenya. American Journal of Leadership and Governance, 1(1), 41-81.

https://doi.org/10.47672/ajlg.222

Bass, B. M. (1985). Leadership: Good, better, best. Organizational Dynamics, 13(3), 26—
40.

Bass, B. M., & Avolio, B. J. (1994). Transformational Leadership And Organizational
Culture. International Journal of Public Administration, 17(3-4), 541-554.

https://doi.org/10.1080/01900699408524907

Bass, B. M., & Riggio, R. E. (2006). Transformational leadership. Psychology press.

https://www.taylorfrancis.com/books/mono/10.4324/9781410617095/transformationa

I-leadership-bernard-bass-ronald-riggio

Bilal, A., Siddiquei, A., Asadullah, M. A., Awan, H. M., & Asmi, F. (2021). Servant
leadership: A new perspective to explore project leadership and team effectiveness.
International Journal of Organizational Analysis, 29(3), 699-715.

https://doi.org/10.1108/1JOA-12-2019-1975

Bragger, J. D., Alonso, N. A., D’Ambrosio, K., & Williams, N. (2021). Developing
Leaders to Serve and Servants to Lead. Human Resource Development Review, 20(1),

9-45. https://doi.org/10.1177/1534484320981198

Carmeli, A., Atwater, L., & Levi, A. (2011). How leadership enhances employees’

knowledge sharing: The intervening roles of relational and organizational


https://doi.org/10.1348/096317999166789
https://doi.org/10.47672/ajlg.222
https://doi.org/10.1080/01900699408524907
https://www.taylorfrancis.com/books/mono/10.4324/9781410617095/transformational-leadership-bernard-bass-ronald-riggio
https://www.taylorfrancis.com/books/mono/10.4324/9781410617095/transformational-leadership-bernard-bass-ronald-riggio
https://doi.org/10.1108/IJOA-12-2019-1975
https://doi.org/10.1177/1534484320981198

identification. The Journal of Technology Transfer, 36(3), 257-274.

https://doi.org/10.1007/s10961-010-9154-y

Chan, S. C. (2017). Benevolent leadership, perceived supervisory support, and
subordinates’ performance: The moderating role of psychological empowerment.
Leadership & Organization Development Journal, 38(7), 897-911.

Chaudhary, W. (2010). 01 Gaps and Issues in VVolunteer Management Evidences from
Civil Society Organizations. Journal of Gender and Social Issues, 8(2).

https://jgsi.fjwu.edu.pk/jgsi/article/view/312

Chen, T.-J., & Wu, C.-M. (2020). Can newcomers perform better at hotels? Examining the
roles of transformational leadership, supervisor-triggered positive affect, and
perceived supervisor support. Tourism Management Perspectives, 33, 100587.

Chiniara, M., & Bentein, K. (2016). Linking servant leadership to individual performance:
Differentiating the mediating role of autonomy, competence and relatedness need
satisfaction. The Leadership Quarterly, 27(1), 124-141.

Choudhary, A. I., Akhtar, S. A., & Zaheer, A. (2013). Impact of Transformational and
Servant Leadership on Organizational Performance: A Comparative Analysis. Journal

of Business Ethics, 116(2), 433-440. https://doi.org/10.1007/s10551-012-1470-8

Chughtai, A. (2019). Servant leadership and perceived employability: Proactive career
behaviours as mediators. Leadership & Organization Development Journal, 40(2),

213-229. https://doi.org/10.1108/LODJ-07-2018-0281

Cohen, S. G., & Bailey, D. E. (1997). What Makes Teams Work: Group Effectiveness
Research from the Shop Floor to the Executive Suite. Journal of Management, 23(3),

239-290. https://doi.org/10.1177/014920639702300303

Coultts, J. J., & Hayes, A. F. (2022). Questions of value, questions of magnitude: An

exploration and application of methods for comparing indirect effects in multiple


https://doi.org/10.1007/s10961-010-9154-y
https://jgsi.fjwu.edu.pk/jgsi/article/view/312
https://doi.org/10.1007/s10551-012-1470-8
https://doi.org/10.1108/LODJ-07-2018-0281
https://doi.org/10.1177/014920639702300303

mediator models. Behavior Research Methods, 55(7), 3772-3785.

https://doi.org/10.3758/513428-022-01988-0

Dulebohn, J. H., Bommer, W. H., Liden, R. C., Brouer, R. L., & Ferris, G. R. (2012). A
Meta-Analysis of Antecedents and Consequences of Leader-Member Exchange:
Integrating the Past With an Eye Toward the Future. Journal of Management, 38(6),

1715-1759. https://doi.org/10.1177/0149206311415280

Ehrhart, M. G. (2004). LEADERSHIP AND PROCEDURAL JUSTICE CLIMATE AS
ANTECEDENTS OF UNIT-LEVEL ORGANIZATIONAL CITIZENSHIP

BEHAVIOR. Personnel Psychology, 57(1), 61-94. https://doi.org/10.1111/j.1744-

6570.2004.tb02484.x

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived
organizational support. Journal of Applied Psychology, 71(3), 500.

Eisenberger, R., Shoss, M. K., Karagonlar, G., Gonzalez-Morales, M. G., Wickham, R. E.,
& Buffardi, L. C. (2014). The supervisor POS—-LMX-subordinate POS chain:
Moderation by reciprocation wariness and supervisor’s organizational embodiment.

Journal of Organizational Behavior, 35(5), 635-656. https://doi.org/10.1002/job.1877

Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I. L., & Rhoades, L.
(2002). Perceived supervisor support: Contributions to perceived organizational
support and employee retention. Journal of Applied Psychology, 87(3), 565.

Ellahi, A., Rehman, M., Javed, Y., Sultan, F., & Rehman, H. M. (2022). Impact of Servant
Leadership on Project Success Through Mediating Role of Team Motivation and
Effectiveness: A Case of Software Industry. SAGE Open, 12(3), 215824402211227.

https://doi.org/10.1177/21582440221122747



https://doi.org/10.3758/s13428-022-01988-0
https://doi.org/10.1177/0149206311415280
https://doi.org/10.1111/j.1744-6570.2004.tb02484.x
https://doi.org/10.1111/j.1744-6570.2004.tb02484.x
https://doi.org/10.1002/job.1877
https://doi.org/10.1177/21582440221122747

Erdogan, B., Liden, R. C., & Kraimer, M. L. (2006). Justice and Leader-Member
Exchange: The Moderating Role of Organizational Culture. Academy of Management

Journal, 49(2), 395-406. https://doi.org/10.5465/amj.2006.20786086

Eva, N., Robin, M., Sendjaya, S., Van Dierendonck, D., & Liden, R. C. (2019). Servant
leadership: A systematic review and call for future research. The Leadership
Quarterly, 30(1), 111-132.

Faller, P., Lundgren, H., & Marsick, V. (2020). Overview: Why and How Does Reflection
Matter in Workplace Learning? Advances in Developing Human Resources, 22(3),

248-263. https://doi.org/10.1177/1523422320927295

Fatima, A., Rehman, A. U., Amin, S., & Ismail, H. (n.d.). Impact of Servant Leadership on
Meaningful Work With Involvement Culture as a Moderator.

Grass, A., Backmann, J., & Hoegl, M. (2020). From Empowerment Dynamics to Team
Adaptability: Exploring and Conceptualizing the Continuous Agile Team Innovation
Process. Journal of Product Innovation Management, 37(4), 324-351.

https://doi.org/10.1111/jpim.12525

Greenleaf, R. K. (1998). The power of servant-leadership. Berrett-Koehler Publishers.

https://books.google.com/books?hl=en&Ir=&id=5KRv7BSVi5gC&o0i=fnd&pg=PR7

&dg=The+Power+of+Servant+Leadership&ots=Exgzl020yH&sig=NCpl1MDE5Uc

x98whsa2e9i3XDE

Greenleaf, R. K. (2002). Servant leadership: A journey into the nature of legitimate power
and greatness. Paulist Press.

https://books.google.com/books?hl=en&Ir=&id=AfjUgMJIDK4C&oi=fnd&pg=PT33

&dg=Greenleaf +R.+K.+(1977.).+Servant+leadership:+A+journey+into+the+nature+

of+legitimate+power+and+greatness.+Paulist+Press.&ots=iDRKNUGkwc&sig=P6or

BuSCiiKm7x9LLrJAwRGVagHM



https://doi.org/10.5465/amj.2006.20786086
https://doi.org/10.1177/1523422320927295
https://doi.org/10.1111/jpim.12525
https://books.google.com/books?hl=en&lr=&id=5KRv7BSVi5gC&oi=fnd&pg=PR7&dq=The+Power+of+Servant+Leadership&ots=ExgzIO2OyH&sig=NCpl1MDE5Uc_x98whsa2e9i3XDE
https://books.google.com/books?hl=en&lr=&id=5KRv7BSVi5gC&oi=fnd&pg=PR7&dq=The+Power+of+Servant+Leadership&ots=ExgzIO2OyH&sig=NCpl1MDE5Uc_x98whsa2e9i3XDE
https://books.google.com/books?hl=en&lr=&id=5KRv7BSVi5gC&oi=fnd&pg=PR7&dq=The+Power+of+Servant+Leadership&ots=ExgzIO2OyH&sig=NCpl1MDE5Uc_x98whsa2e9i3XDE
https://books.google.com/books?hl=en&lr=&id=AfjUgMJlDK4C&oi=fnd&pg=PT33&dq=Greenleaf,+R.+K.+(1977.).+Servant+leadership:+A+journey+into+the+nature+of+legitimate+power+and+greatness.+Paulist+Press.&ots=iDRKNUGkwc&sig=P6or8uSCiiKm7x9LLrJ4wRGVqHM
https://books.google.com/books?hl=en&lr=&id=AfjUgMJlDK4C&oi=fnd&pg=PT33&dq=Greenleaf,+R.+K.+(1977.).+Servant+leadership:+A+journey+into+the+nature+of+legitimate+power+and+greatness.+Paulist+Press.&ots=iDRKNUGkwc&sig=P6or8uSCiiKm7x9LLrJ4wRGVqHM
https://books.google.com/books?hl=en&lr=&id=AfjUgMJlDK4C&oi=fnd&pg=PT33&dq=Greenleaf,+R.+K.+(1977.).+Servant+leadership:+A+journey+into+the+nature+of+legitimate+power+and+greatness.+Paulist+Press.&ots=iDRKNUGkwc&sig=P6or8uSCiiKm7x9LLrJ4wRGVqHM
https://books.google.com/books?hl=en&lr=&id=AfjUgMJlDK4C&oi=fnd&pg=PT33&dq=Greenleaf,+R.+K.+(1977.).+Servant+leadership:+A+journey+into+the+nature+of+legitimate+power+and+greatness.+Paulist+Press.&ots=iDRKNUGkwc&sig=P6or8uSCiiKm7x9LLrJ4wRGVqHM

Hall, J. L., Munson, J. M., & Posner, B. Z. (1992). Training engineers to be managers: A
transition tension model. IEEE Transactions on Engineering Management, 39(4),
296-302.

Hayes, A. F. (2012). PROCESS: A versatile computational tool for observed variable
mediation, moderation, and conditional process modeling. University of Kansas, KS.

https://www.researchgate.net/profile/Ludmila-Zajac-Lamparska/post/How-can-I-

analyze-baseline-measures-as-predictors-of-change-in-longitudinal-

designs/attachment/59d61de779197b807797c2a0/AS%3A273843497701387%40144

2300786437/download/Hayes+process.pdf

House, R. J. (1971). A path goal theory of leader effectiveness. Administrative Science
Quarterly, 321-339.

Hu, J., & Liden, R. C. (2011). Antecedents of team potency and team effectiveness: An
examination of goal and process clarity and servant leadership. Journal of Applied
Psychology, 96(4), 851.

Huang, X., lun, J.,, Liu, A., & Gong, Y. (2010). Does participative leadership enhance work
performance by inducing empowerment or trust? The differential effects on
managerial and non-managerial subordinates. Journal of Organizational Behavior,

31(1), 122-143. https://doi.org/10.1002/job.636

Idrees, F. (2019). Exploring the Glass Ceiling Factors for Females in the IT Industry of
Pakistan. International Conference on Gender Research, 759-XVIII.

https://search.proguest.com/openview/c44a01449b0bbae5c6e40763737h62¢9/17pg-

origsite=gscholar&chl=4451209

Idris, Idris, & Adi, K. R. (2019). Transformational Leadership and Team Performance: The
Role of Innovation in Indonesia Property Agent Industry. Proceedings of the 2018

International Conference on Islamic Economics and Business (ICONIES 2018).


https://www.researchgate.net/profile/Ludmila-Zajac-Lamparska/post/How-can-I-analyze-baseline-measures-as-predictors-of-change-in-longitudinal-designs/attachment/59d61de779197b807797c2a0/AS%3A273843497701387%401442300786437/download/Hayes+process.pdf
https://www.researchgate.net/profile/Ludmila-Zajac-Lamparska/post/How-can-I-analyze-baseline-measures-as-predictors-of-change-in-longitudinal-designs/attachment/59d61de779197b807797c2a0/AS%3A273843497701387%401442300786437/download/Hayes+process.pdf
https://www.researchgate.net/profile/Ludmila-Zajac-Lamparska/post/How-can-I-analyze-baseline-measures-as-predictors-of-change-in-longitudinal-designs/attachment/59d61de779197b807797c2a0/AS%3A273843497701387%401442300786437/download/Hayes+process.pdf
https://www.researchgate.net/profile/Ludmila-Zajac-Lamparska/post/How-can-I-analyze-baseline-measures-as-predictors-of-change-in-longitudinal-designs/attachment/59d61de779197b807797c2a0/AS%3A273843497701387%401442300786437/download/Hayes+process.pdf
https://doi.org/10.1002/job.636
https://search.proquest.com/openview/c44a01449b0bbae5c6e40763737b62c9/1?pq-origsite=gscholar&cbl=4451209
https://search.proquest.com/openview/c44a01449b0bbae5c6e40763737b62c9/1?pq-origsite=gscholar&cbl=4451209

Proceedings of the 2018 International Conference on Islamic Economics and Business

(ICONIES 2018), Kota Malang, Indonesia. https://doi.org/10.2991/iconies-18.2019.67

Jung, D. 1., Chow, C., & Wu, A. (2003). The role of transformational leadership in
enhancing organizational innovation: Hypotheses and some preliminary findings. The
Leadership Quarterly, 14(4-5), 525-544.

Kalidass, A., & Bahron, A. (2015). The relationship between perceived supervisor support,
perceived organizational support, organizational commitment and employee turnover
intention. International Journal of Business Administration, 6(5), 82.

Kalyar, M. N., Usta, A., & Shafique, I. (2020). When ethical leadership and LMX are more
effective in prompting creativity: The moderating role of psychological capital. Baltic
Journal of Management, 15(1), 61-80.

Katzenbach, J. R., & Smith, D. K. (1993). The rules for managing cross-functional
reengineering teams. Planning Review, 21(2), 12-13.

Khan, I. U., Amin, R. U., & Saif, N. (2022a). Individualized Consideration and Idealized
influence of transformational Leadership: Mediating Role of Inspirational Motivation
and Intellectual stimulation. International Journal of Leadership in Education, 1-11.

https://doi.org/10.1080/13603124.2022.2076286

Khan, I. U., Amin, R. U., & Saif, N. (2022b). The contributions of inspirational motivation
and intellectual stimulation in connecting individualized consideration and idealized
influence. International Journal of Leadership in Education, 1-11.

Kiernan, L., Ledwith, A., & Lynch, R. (2021). How task conflict can support creative
problem solving in teams by stimulating knowledge sharing, critical and creative
thinking and meta-cognition. In Organizational Conflict-New Insights. IntechOpen.

https://books.google.com/books?hl=en&Ir=&id=rsCFEAAAQBAJ&oi=fnd&pg=PA1l



https://doi.org/10.2991/iconies-18.2019.67
https://doi.org/10.1080/13603124.2022.2076286
https://books.google.com/books?hl=en&lr=&id=r8CFEAAAQBAJ&oi=fnd&pg=PA15&dq=Intellectual+stimulation+fosters+innovation+and+problem-solving&ots=mBQzLGT4QQ&sig=yRlTNbbX3_ZDJWydzSzl9p8hJOM

5&dag=Intellectual+stimulation+fosters+innovation+and+problem-

solving&ots=mBQzLGT400&sig=yRITNbbX3 ZDJWydzSzI9p8hJOM

Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A., & Adis, C. S.
(2017). Perceived Organizational Support: A Meta-Analytic Evaluation of
Organizational Support Theory. Journal of Management, 43(6), 1854-1884.

https://doi.org/10.1177/0149206315575554

Kusharyanti, R., Setyadi, D., & Tricahyadinata, I. (2020). THE EFFECT OF TRUST AND
SATISFACTION AND COHESIVITY ON TEAM EFFECTIVENESS IN THE
HUMAN RESOURCES DEVELOPMENT AGENCY OF EAST KALIMANTAN
PROVINCE. International Journal of Economics, Business and Accounting Research

(IJEBAR), 4(03). https://doi.org/10.29040/ijebar.v4i03.1331

Latif, K. F., Machuca, M. M., Marimon, F., & Sahibzada, U. F. (2021). Servant
Leadership, Career, and Life Satisfaction in Higher Education: A Cross-Country
Study of Spain, China, and Pakistan. Applied Research in Quality of Life, 16(3),

1221-1247. https://doi.org/10.1007/s11482-019-09809-x

Liden, R. C., Wayne, S. J., Liao, C., & Meuser, J. D. (2014). Servant Leadership and
Serving Culture: Influence on Individual and Unit Performance. Academy of

Management Journal, 57(5), 1434-1452. https://doi.org/10.5465/amj.2013.0034

Liden, R. C., Wayne, S. J., Zhao, H., & Henderson, D. (2008). Servant leadership:
Development of a multidimensional measure and multi-level assessment. The
Leadership Quarterly, 19(2), 161-177.

Lin, C.-Y., Huang, C.-K., & Ko, C.-J. (2020). The impact of perceived enjoyment on team
effectiveness and individual learning in a blended learning business course: The
mediating effect of knowledge sharing. Australasian Journal of Educational

Technology, 36(1), 126-141.


https://books.google.com/books?hl=en&lr=&id=r8CFEAAAQBAJ&oi=fnd&pg=PA15&dq=Intellectual+stimulation+fosters+innovation+and+problem-solving&ots=mBQzLGT4QQ&sig=yRlTNbbX3_ZDJWydzSzl9p8hJOM
https://books.google.com/books?hl=en&lr=&id=r8CFEAAAQBAJ&oi=fnd&pg=PA15&dq=Intellectual+stimulation+fosters+innovation+and+problem-solving&ots=mBQzLGT4QQ&sig=yRlTNbbX3_ZDJWydzSzl9p8hJOM
https://doi.org/10.1177/0149206315575554
https://doi.org/10.29040/ijebar.v4i03.1331
https://doi.org/10.1007/s11482-019-09809-x
https://doi.org/10.5465/amj.2013.0034

Liu, W.-H., & Cross, J. A. (2016). A comprehensive model of project team technical
performance. International Journal of Project Management, 34(7), 1150-1166.

Mathieu, J., Maynard, M. T., Rapp, T., & Gilson, L. (2008). Team Effectiveness 1997-
2007: A Review of Recent Advancements and a Glimpse Into the Future. Journal of

Management, 34(3), 410-476. https://doi.org/10.1177/0149206308316061

Mcquade, K. E., Harrison, C., & Tarbert, H. (2021). Systematically reviewing servant
leadership. European Business Review, 33(3), 465-490.

Meira, J. V. de S., & Hancer, M. (2021). Using the social exchange theory to explore the
employee-organization relationship in the hospitality industry. International Journal
of Contemporary Hospitality Management, 33(2), 670-692.

Memon, J. A, Aziz, A., & Qayyum, M. (2020). The Rise and Fall of Pakistan’s Textile

Industry: An Analytical View. https://doi.org/10.7176/EJBM/12-12-12

Nauman, S., Bhatti, S. H., Imam, H., & Khan, M. S. (2022). How Servant Leadership
Drives Project Team Performance Through Collaborative Culture and Knowledge
Sharing. Project Management Journal, 53(1), 17-32.

https://doi.org/10.1177/87569728211037777

Nielsen, K., Randall, R., & Albertsen, K. (2007). Participants’ appraisals of process issues
and the effects of stress management interventions. Journal of Organizational

Behavior, 28(6), 793-810. https://doi.org/10.1002/job.450

Noll, J., Razzak, M. A., Bass, J. M., & Beecham, S. (2017). A Study of the Scrum Master’s
Role. In M. Felderer, D. Méndez Fernandez, B. Turhan, M. Kalinowski, F. Sarro, &
D. Winkler (Eds.), Product-Focused Software Process Improvement (Vol. 10611, pp.

307-323). Springer International Publishing. https://doi.org/10.1007/978-3-319-

69926-4 22

Northouse, P. G. (2021). Leadership: Theory and practice. Sage publications.


https://doi.org/10.1177/0149206308316061
https://doi.org/10.7176/EJBM/12-12-12
https://doi.org/10.1177/87569728211037777
https://doi.org/10.1002/job.450
https://doi.org/10.1007/978-3-319-69926-4_22
https://doi.org/10.1007/978-3-319-69926-4_22

P@SHA Salary Survey 2021. (2021). P@SHA. Retrieved April 14, 2024, from

https://www.pasha.org.pk/publications/psha-salary-survey-2021/

Paais, M., & Pattiruhu, J. R. (2020). Effect of motivation, leadership, and organizational
culture on satisfaction and employee performance. The Journal of Asian Finance,
Economics and Business, 7(8), 577-588.

Pakistan’s IT Industry Overview (2020). Retrieved from

https://moitt.gov.pk/Sitelmage/Misc/files/Pakistan%275%201T%201ndustry%20Repor

t-Printer.pdf

Palinkas, L. A., Horwitz, S. M., Green, C. A., Wisdom, J. P., Duan, N., & Hoagwood, K.
(2015). Purposeful Sampling for Qualitative Data Collection and Analysis in Mixed
Method Implementation Research. Administration and Policy in Mental Health and

Mental Health Services Research, 42(5), 533-544. https://doi.org/10.1007/s10488-

013-0528-y

Panda, A., Sinha, S., & Jain, N. K. (2022). Job meaningfulness, employee engagement,
supervisory support and job performance: A moderated-mediation analysis.
International Journal of Productivity and Performance Management, 71(6), 2316—
2336.

Patterson, K. A. (2003). Servant leadership: A theoretical model. Regent University.

https://search.proguest.com/openview/060158h52¢355bdd0a31e67bc006f6f5/17pg-

origsite=gscholar&chl=18750&diss=y

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B., & Bachrach, D. G. (2000).
Organizational Citizenship Behaviors: A Critical Review of the Theoretical and
Empirical Literature and Suggestions for Future Research. Journal of Management,

26(3), 513-563. https://doi.org/10.1177/014920630002600307



https://www.pasha.org.pk/publications/psha-salary-survey-2021/
https://moitt.gov.pk/SiteImage/Misc/files/Pakistan%27s%20IT%20Industry%20Report-Printer.pdf
https://moitt.gov.pk/SiteImage/Misc/files/Pakistan%27s%20IT%20Industry%20Report-Printer.pdf
https://doi.org/10.1007/s10488-013-0528-y
https://doi.org/10.1007/s10488-013-0528-y
https://search.proquest.com/openview/060158b52c355bdd0a31e67bc006f6f5/1?pq-origsite=gscholar&cbl=18750&diss=y
https://search.proquest.com/openview/060158b52c355bdd0a31e67bc006f6f5/1?pq-origsite=gscholar&cbl=18750&diss=y
https://doi.org/10.1177/014920630002600307

Rai, N., & Thapa, B. (2015). A study on purposive sampling method in research.

Kathmandu: Kathmandu School of Law, 5(1), 8-15.

Rego, A., Sousa, F., Marques, C., & e Cunha, M. P. (2012). Authentic leadership

promoting employees’ psychological capital and creativity. Journal of Business Research,

65(3), 429-437.

Rhoades, L., Eisenberger, R., & Armeli, S. (2001). Affective commitment to the
organization: The contribution of perceived organizational support. Journal of
Applied Psychology, 86(5), 825.

Saide, S., Indrajit, R. E., Trialih, R., Ramadhani, S., & Najamuddin, N. (2019). A
theoretical and empirical validation of information technology and path-goal
leadership on knowledge creation in university: Leaders support and social media
trend. Journal of Science and Technology Policy Management, 10(3), 551-568.

Saleem, F., Zhang, Y. Z., Gopinath, C., & Adeel, A. (2020). Impact of Servant Leadership
on Performance: The Mediating Role of Affective and Cognitive Trust. SAGE Open,

10(1), 215824401990056. https://doi.org/10.1177/2158244019900562

Sanchez-Cardona, I., Salanova Soria, M., & Llorens-Gumbau, S. (2018). Leadership
intellectual stimulation and team learning: The mediating role of team positive affect.
Universitas Psychologica, 17(1), 221-236.

Sandeep Chowdhry & Renata Osowska. (2017). In Search of Intellectual Stimulation:
Understanding the Relationship Between Motivation, Deep Learning and Stimulation
in the Higher Education Classroom. Journal on Today’s Ideas - Tomorrow’s

Technologies, 5(1), 9-29. https://doi.org/10.15415/jotitt.2017.51001

Sendjaya, S., Sarros, J. C., & Santora, J. C. (2008). Defining and Measuring Servant
Leadership Behaviour in Organizations. Journal of Management Studies, 45(2), 402—

424. https://doi.org/10.1111/j.1467-6486.2007.00761.x



https://doi.org/10.1177/2158244019900562
https://doi.org/10.15415/jotitt.2017.51001
https://doi.org/10.1111/j.1467-6486.2007.00761.x

Servant Leadership: A Journey Into the Nature of Legitimate Power and Greatness—
Robert K. Greenleaf—Google Books. (n.d.). Retrieved February 25, 2024, from

https://books.google.com.pk/books?hl=en&Ir=&id=AfjugMJIDK4C&o0i=fnd&pg=PT

33&dg=Greenleaf,+R.+K.+(1977.).+Servant+leadership:+A+journey+into+the+natur

e+of+leqgitimate+power+and+greatness.+Paulist+Press.&ots= iDRKNUGkwc&sig=P6

or8uSCiiKm7x9LLrJAwRGVgHM&redir esc=y#v=onepage&g&f=false

Seto, S., & Sarros, J. C. (2016). Servant Leadership Influence on Trust and Quality
Relationship in Organizational Settings. International Leadership Journal, 8(3).

https://www.researchgate.net/profile/Adobi Timiyo/publication/309406518 Universa

lity of Servant Leadership/links/58170a8908aedc7d8967768f/Universality-of-

Servant-

Leadership.pdf? sg%5B0%5D=started experiment milestone&origin=journalDetail

& rtd=e30%3D#page=24

Shanock, L. R., & Eisenberger, R. (2006). When supervisors feel supported: Relationships
with subordinates’ perceived supervisor support, perceived organizational support,
and performance. Journal of Applied Psychology, 91(3), 689.

Shin, M., & Bolkan, S. (2021). Intellectually stimulating students’ intrinsic motivation:
The mediating influence of student engagement, self-efficacy, and student academic
support. Communication Education, 70(2), 146-164.

https://doi.org/10.1080/03634523.2020.1828959

Shin, S. J., & Zhou, J. (2007). When is educational specialization heterogeneity related to
creativity in research and development teams? Transformational leadership as a

moderator. Journal of Applied Psychology, 92(6), 1709.


https://books.google.com.pk/books?hl=en&lr=&id=AfjUgMJlDK4C&oi=fnd&pg=PT33&dq=Greenleaf,+R.+K.+(1977.).+Servant+leadership:+A+journey+into+the+nature+of+legitimate+power+and+greatness.+Paulist+Press.&ots=iDRKNUGkwc&sig=P6or8uSCiiKm7x9LLrJ4wRGVqHM&redir_esc=y#v=onepage&q&f=false
https://books.google.com.pk/books?hl=en&lr=&id=AfjUgMJlDK4C&oi=fnd&pg=PT33&dq=Greenleaf,+R.+K.+(1977.).+Servant+leadership:+A+journey+into+the+nature+of+legitimate+power+and+greatness.+Paulist+Press.&ots=iDRKNUGkwc&sig=P6or8uSCiiKm7x9LLrJ4wRGVqHM&redir_esc=y#v=onepage&q&f=false
https://books.google.com.pk/books?hl=en&lr=&id=AfjUgMJlDK4C&oi=fnd&pg=PT33&dq=Greenleaf,+R.+K.+(1977.).+Servant+leadership:+A+journey+into+the+nature+of+legitimate+power+and+greatness.+Paulist+Press.&ots=iDRKNUGkwc&sig=P6or8uSCiiKm7x9LLrJ4wRGVqHM&redir_esc=y#v=onepage&q&f=false
https://books.google.com.pk/books?hl=en&lr=&id=AfjUgMJlDK4C&oi=fnd&pg=PT33&dq=Greenleaf,+R.+K.+(1977.).+Servant+leadership:+A+journey+into+the+nature+of+legitimate+power+and+greatness.+Paulist+Press.&ots=iDRKNUGkwc&sig=P6or8uSCiiKm7x9LLrJ4wRGVqHM&redir_esc=y#v=onepage&q&f=false
https://www.researchgate.net/profile/Adobi_Timiyo/publication/309406518_Universality_of_Servant_Leadership/links/58170a8908aedc7d8967768f/Universality-of-Servant-Leadership.pdf?_sg%5B0%5D=started_experiment_milestone&origin=journalDetail&_rtd=e30%3D#page=24
https://www.researchgate.net/profile/Adobi_Timiyo/publication/309406518_Universality_of_Servant_Leadership/links/58170a8908aedc7d8967768f/Universality-of-Servant-Leadership.pdf?_sg%5B0%5D=started_experiment_milestone&origin=journalDetail&_rtd=e30%3D#page=24
https://www.researchgate.net/profile/Adobi_Timiyo/publication/309406518_Universality_of_Servant_Leadership/links/58170a8908aedc7d8967768f/Universality-of-Servant-Leadership.pdf?_sg%5B0%5D=started_experiment_milestone&origin=journalDetail&_rtd=e30%3D#page=24
https://www.researchgate.net/profile/Adobi_Timiyo/publication/309406518_Universality_of_Servant_Leadership/links/58170a8908aedc7d8967768f/Universality-of-Servant-Leadership.pdf?_sg%5B0%5D=started_experiment_milestone&origin=journalDetail&_rtd=e30%3D#page=24
https://www.researchgate.net/profile/Adobi_Timiyo/publication/309406518_Universality_of_Servant_Leadership/links/58170a8908aedc7d8967768f/Universality-of-Servant-Leadership.pdf?_sg%5B0%5D=started_experiment_milestone&origin=journalDetail&_rtd=e30%3D#page=24
https://doi.org/10.1080/03634523.2020.1828959

Smothers, J., Doleh, R., Celuch, K., Peluchette, J., & Valadares, K. (2016). Talk Nerdy to
Me: The Role of Intellectual Stimulation in the Supervisor-Employee Relationship.
Journal of Health and Human Services Administration, 38(4), 478-508.

Sony, M., Antony, J., & Douglas, J. A. (2020). Essential ingredients for the
implementation of Quality 4.0: A narrative review of literature and future directions
for research. The TQM Journal, 32(4), 779-793.

Spears, L. C., & Wagner-Marsh, F. (1998). Insights on leadership: Service, stewardship,

spirit, and servant-leadership. https://commons.emich.edu/mgmt_facsch/81/

Suknunan, S., & Bhana, A. (2022). Influence of employee-manager relationship on
employee performance and productivity. Problems and Perspectives in Management,

20(3). https://papers.ssrn.com/sol3/papers.cfm?abstract_id=4164625

Swann, C., Rosenbaum, S., Lawrence, A., Vella, S. A., McEwan, D., & Ekkekakis, P.
(2021). Updating goal-setting theory in physical activity promotion: A critical
conceptual review. Health Psychology Review, 15(1), 34-50.

https://doi.org/10.1080/17437199.2019.1706616

Tabak, F., Shkoler, O., Lebron, M., & Rabenu, E. (2024). Team-member and leader-
member exchange, engagement, and turnover intentions: Implications for human
resource development. Human Resource Development International, 27(2), 169-194.

https://doi.org/10.1080/13678868.2023.2217731

Tanculescu-Popa, L., & Bostan, C. M. (2022). Values and their Congruence as Predictors

for Organizational Commitment. https://www.researchsquare.com/article/rs-

1802354/latest
Thuan, L. C. (2020). Motivating follower creativity by offering intellectual stimulation.

International Journal of Organizational Analysis, 28(4), 817-829.


https://commons.emich.edu/mgmt_facsch/81/
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=4164625
https://doi.org/10.1080/17437199.2019.1706616
https://doi.org/10.1080/13678868.2023.2217731
https://www.researchsquare.com/article/rs-1802354/latest
https://www.researchsquare.com/article/rs-1802354/latest

Uhl-Bien, M., Carsten, M., Huang, L., & Maslyn, J. (2022). What do managers value in the
leader-member exchange (LMX) relationship? Identification and measurement of the
manager’s perspective of LMX (MLMX). Journal of Business Research, 148, 225—
240.

Van Dierendonck, D., & Nuijten, I. (2011). The Servant Leadership Survey: Development
and Validation of a Multidimensional Measure. Journal of Business and Psychology,

26(3), 249-267. https://doi.org/10.1007/s10869-010-9194-1

Yang, Y., Li, Z., Liang, L., & Zhang, X. (2021). Why and when paradoxical leader
behavior impact employee creativity: Thriving at work and psychological safety.

Current Psychology, 40(4), 1911-1922. https://doi.org/10.1007/s12144-018-0095-1

Yildiz, H., & Yildiz, B. (2015). THE EFFECT OF SERVANT LEADERSHIP ON
PSYCHOLOGICAL OWNERSHIP: THE MODERATOR ROLE OF PERCEIVED
ORGANIZATIONAL SUPPORT. Journal of Global Strategic Management, 2(9),

65-65. https://doi.org/10.20460/JGSM.2015915574

Zahid, A. H., Liagat, A., Faroog, M. S., & Naseer, S. (2020). Requirement elicitation
issues and challenges in pakistan software industry. VFAST Transactions on Software
Engineering, 8(1), 28-36.

Zeeshan, S., Ng, S. I., Ho, J. A., & Jantan, A. H. (2021). Assessing the impact of servant
leadership on employee engagement through the mediating role of self-efficacy in the
Pakistani banking sector. Cogent Business & Management, 8(1), 19630209.

https://doi.org/10.1080/23311975.2021.1963029

Zhang, Y., Rasheed, M. I., & Lugman, A. (2020). Work—family conflict and turnover
intentions among Chinese nurses: The combined role of job and life satisfaction and

perceived supervisor support. Personnel Review, 49(5), 1140-1156.


https://doi.org/10.1007/s10869-010-9194-1
https://doi.org/10.1007/s12144-018-0095-1
https://doi.org/10.20460/JGSM.2015915574
https://doi.org/10.1080/23311975.2021.1963029

Zhou, Q., Hirst, G., & Shipton, H. (2012). Context matters: Combined influence of
participation and intellectual stimulation on the promotion focus—employee creativity
relationship. Journal of Organizational Behavior, 33(7), 894-909.

https://doi.org/10.1002/job.779



https://doi.org/10.1002/job.779

