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The present study examines the transfor-
mational role of leaders that impacts orga-
nizational climate with a view to draw on
the deeper influences it carries on the cul-
ture of the organization. One hundred and
thirty-nine participants took part in the study,
answering Transformational Leadership
Style and Organizational Climate Question-
naires. Leadership Style data earlier sub-
jected to Principal Axis Factoring Technique
with varimax rotation procedure yielding 6
factors were related to 5 organizational cli-
mate factors obtained in the present study.
The findings revealed unequivocal influence
of transformational leadership styles over
organizational climate dimensions suggest-
ing theoretically a manoeuvring capability
of organizational climate with its backward
influence over transformational leadership
behaviour. Perhaps a more sophisticated
design of research is needed to confirm
latter’s backward influence over organiza-
tional leaders’ transformational role.
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Transformational
Leadership

Transformational leaders
encourage followers to become
part of the overall organizational
environment and its work cul-
ture. They empower followers
through persuasion and em-
pathic understanding to propose
new and controversial ideas
without fear of chastisement or
ridicule (Kelly 2003, Stone,
Russell & Patterson 2003).
They tend to nurture the idea of
receptivity to organizational
transformation process widely
and also tend to successfully
bring the process to an end.
Leadership can be defined as a
social process of influencing
other people’s orientation to-
wards achievement of goals, it
is a style that evolves itself
around organizational change
process directly and transforms
individuals (Greenberg et al
2000, Johns & Saks 2001, Yukl
2002). Transformational lead-
ership emerged strongly with
the advent of conceptualizing
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charisma as one of the leadership styleability to engender confidence in leader’s
that use emotional upsurge of followers/ision and values. 3) Intellectual consid-
for producing results (Burn 1978, Brymaneration The leader coaches and men-
1992, Bass 1985). The main frameworkors. He provides continuous and crucial
of transformational leadership mostly refeedback for subordinate development
lies on trust and commitment created andesides serving linking-pin functions
sustained in the organization (Jung &mongst his organizational members so
Avolio 1999). Transformational leader-as to lead them forcefully with organiza-
ship makes profound positive influenceiional mission in sight. 4) Intellectual
on the subordinates’ effort and satisfacstimulation:The leader stimulates follow-
tion with their various abilities like cre- ers to rethink about old ways of doing
ativity, teamorientation, appreciation of things and to reassess their basic values
others, teaching/coaching responsibility tand beliefs.

others, recognition of work done by sub-

ordinates etc. (Bass & Avolio 1990,0rganizational climate

Bycio, Hackett & Allen 1995, Parry

2000). Organizational climate is a construct

that leverages internal processes. It is

[ ransiormational _teadersnip  2Eed 22 govalimpresson of e’

makes profound positive influence agcl:t of the work environ%gnt It tends

on the subordinates’ effort and sat- Itoo influence employees’ work béhavio rs
isfaction with their various abili- u ploy u

and perceptions towards organization

ties. thereby linking their work performance
and job related attitudes (Pritchard &

Transformational Leadership Karasick 1973, Litwin & Stringer 1968).
Dimensions It also reflects workers’ emotional re-

sponses to the characteristics of the work
Bass and Avolio (1989) identified environment (Glisson & James 2002,
components of transformational leaderJames & Sells 1981). Climate is a di-
ship as significant and contributing im-mension of organizational characteristics
mensely to the nucleated core of the othat influence employees’ attitudes either
ganization. They are: 1) Idealized influ-directly or through some medium of or-
ence or charismalhe leader provides ganizational processes (Aarons &
vision and a sense of mission, instils prideSawitzky 2006, Carmazzi & Aarons 2003,
gains respect and trust. Such leaderGlisson & James 2002). The various ap-
excite and inspire subordinates (Stonegyroaches that have defined organizational
Russell & Patterson 2003). 2) Inspiraclimate comprises several schools of
tional motivation: The leader acts as ahoughts such as structuralist, objectiv-
model for subordinates; communicates &t, subjectivist, interactivist etc. (Moran
vision and uses symbols to focus efforts& Volkwein 1992, Forehand & Gilmer
This dimension is a measure of his/het 964, Powell & Butterfield 1978,
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Furnham & Gunter 1993, James, Joycdons (Singh & Bhandarker 19%0 Or-
& Slocum 1988, Ashforth 1985), but ir- ganizational climate, change agent lead-
respective of a given framework organi-ership, and decision of change, all the
zations can easily be perceived for theithree influence the change process in
created impact on organizational memwhich if employee response being ad-
bers as implied above. In line with someequate the transformational leadership
of the schools of thoughts organizationaplays an important role in guiding change
climate has been measured through cetElving 2005, Lines 2004, Horwitz &
tain defined dimensions, such as StrudNeville 1996, Phelan 2005). Transforma-
ture, Responsibility, Risk, Reward,tional leaders use their effective inter-
Warmth and Support, (Litwin andventions after considering underlying
Stringer 1968). Organizational climateneeds and values of followers, which can
is very much influenced by the in-role andbe addressed by understanding employ-
extra-role social interaction that takeses’ cultural background (Brown &
place in consequence of individuals’ in-Eisenhardt 1997, Eisenbach, Watson &
teractions within organizational bound-Pillai 1999).
aries (Organ 1988).

As literature suggests, transforma-

| Organizational limace s very (208 S00Ers by S vy meorenL o
much influenced by the in-role and yorg g€ p

extra-role social interaction that ?onét/htgi?%g; Oé?i?]ﬁ::'sotgﬁ:jﬂ'mgftfe?/:i
takes place in consequence of in- b 9

dividuals’ interactions within orga- a_tgmgfthroggh cultl(er_aI an.teXt' Irrﬁspec(-j
nizational boundaries \ tive of various studies being conducte
on transformational leadership styles
and organizational climate, there is
Leadership & Organizational dearth of research in this area combin-
Climate ing two levels of measurement: one is
the assessment of leader characteristics
Transformational leaders visualizedone by self and the other being organi-
the need for change in organization andational characteristics assessed by
operate as per the characteristic situahose who experience it.
tion thrown upon them with its unique
expression of climate (Bass 1997). Each The present study is set out to ex-
component of transformational leadershiplore transformational leadership styles
is manifested differently in different or- and organizational climate to establish
ganizational climates/cultures (Ardichvili empirical connections among these vari-
& Gasparishvili 2001). The success ofables and then provide support to the
change strategy of a transformationajheory (Sayeed and Shanker 2009) as to
leader thus depended upon his sensitiwhat is a likely outcome in the process
ity to culture-specific complexities andof transforming an organization when its
nuances operating within their organizateaders show up some or several of the
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transformational characteristics in variedo influence transformational leadership

organizational contexts. if the existing Organizational Climate is
fully toned up for its sustained effect in
Objectives of the Study organization.

In view of the above, main objectives  H1. Resolute and Empowering Lead-
of the study were framed as follows: ership Style will positively correlate with
Organizational Power Direction and
1. To define Organizational Climate di-Espirit de corpglimensions of organiza-
mensions through Factor Analytictional climate.
Approach.
H2: The past researches have dem-

2. To establish relationship betweerbnstrated some of the qualities of trans-

various dimensions of transforma- . . . .
: X formation leadership being creativity,
tional leadership styles and the Or- P g y

o ; . team orientation, appreciation of oth-
gamzayonal C_:Ilm_ate perceived byers, teaching responsibility and recog-
subprdl_natels n _dlverse types of OThition of others’ work etc (Bass and
ganizational settings. Avolio 1990, Howell & Frost 1989,

3. To find out how Organizational Cli- Kirkpatrick & Locke 1996, Parry 2000)
mate that has been transformed expesides a point of view that visionary
erts influences backwardly in the dedeaders may put the goal very high to
velopment of transformational lead-be achieved as time passes. It is there-
ers for future research. fore, hypothesized that Visionary and

Futuristic Leadership Style dimensions

will show positive relationship with

team-centeredness and goal setting

Various challenges of organizationakreeqom dimensions of Organizational
culture/climate for transformational 'ead'climate

ers include empowering employees, le-
veraging internal and external knowledge, {3 | eaders use their effective in-

synthesizing external information, anteyentions after considering underlying
encouraging creativity (Dess & Pickenneeqs and values of followers, which can
2000). The review briefly noted thatye g4qressed by understanding employ-
transformational leadership is more likelyg o 5* cultural background (Brown &
to correlate with the components of Orgjgenhardt 1997). In view of the above
ganizational Climate (Bass 1997, it is hypothesized that Unconven-
Ardichvili & Gasparishvili 2001). Specific tional and Innovative and Achievement-
hypotheses are, therefore, drawn froff,csed styles projected by Transforma-
above noted objectives of the study 1Gionq| Leadership will positively correlate

test relationship between the two majoy, ity Goal-setting Freedom and Organi-
dimensions of the study besides theoriz; 5tional Power Direction.

ing how Organizational Climate is likely

Hypotheses
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H4: Nurturant-task leaders, as demattributes and behaviours, inspirational
onstrated by Sinha (1980), are considemotivation, intellectual stimulation and
ate and affectionate and at times beconiadividual considerations we made an at-
benevolent if subordinates are task oritempt to redefine, in the Indian context,
ented, responsive and hard-working. what has been proposed elsewhere re-
view of the abovd is hypothesized that garding transformational leadership
Nurturing-task focused leadership stylestyles. Our effort of redefining and re-
will positively correlate with Trusting labelling the Transformational Leadership
Relationship and Team-centeredness dineasures through factorial approach re-
mensions of Organizational Climate. sulted into five main components: 1.

Resolute and Empowering Style, 2. Nur-
Sample turing Task-focused Style, 3.Visionary
Style, 4. Futuristic Style, 5.Unconven-

The study was conducted in organitional and Innovative Style, and
zations located in Western India. Thes.Achievement Focused Style (Sayeed &
sample was obtained in a manner thehanker 2009). For the purpose of hav-
ensured sticking to the probability samding right items in the subscales, the cri-
pling method but with some degree of opteria adopted by the researchers of
portunity sampling bias. The sample repIransformational Leadership Model
resented a cross-section of industries witfdung & Avolio 1999, Gellis 2001, Kelly
varied background and differing functional2003, Stone, Russel & Patterson 2003,
groupings of managers. Some degree ¢fackman & Johnson 1991) were con-
heterogeneity of the sample ensured vargidered crucial. Thus, the 50 items were
ing levels of attainments of leaders at diffjudged whether or not they are perceived
ferent hierarchal levels of the organizaas items of Transformational Leadership.
tion. In all, 139 executives responded td he items were rated on a 7-point scale
the questionnaire, of which 21 per centanging from 1 “Not at all true of me” to
belonged to upper and 79 per cent to thé “A great extent true of me”. The data
middle management cadre. The age of theere then subjected to Principal Axis
respondents varied from 22 years to 66actoring Technique with varimax rota-
years with median age being 37 yeardion procedure. After a great deal of ex-
The work experience ranged from 4 to 2®erimentation, using different number of

years (median=16 years). factors to find an acceptable solution, six
dimensions were finally extracted, rotated
Instruments to a varimax criterion and retained for

the purpose of interpretation.
Development of Transformational
Leadership Styles Scaldising the Development of Organizational
framework of Multiple Leadership Ques-Climate Scale
tionnaire originally developed by Bass
(1985) with various dimensions of trans- The scale consisted of 20 items.
formational leadership, namely, idealizedBased on the contents of Manifest Need
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Questionnaire developed by Steers antthe attributes of Organizational Climate,
Braunstein (1976), Pandey (1992) modiwhich, in the final analysis, resulted in
fied and adapted the questionnaire itemfive unique but related dimensions of or-
to organizational situations reflecting or-ganizational climate as described below.
ganizational needs and presses. The

items were rated on a 7-point scale rang- Factor |: Trusting Relationship:
ing from 1 “Not at all true of my organi- This factor comprised six items and ex-
zation” to 7 “A great extent true of my plained Organizational Climate in terms
organization”. The data collected fromof widespread trust experienced by mem-
various levels of managers in the preserters of the organization. The subordi-
study were subjected to a Principal Axisates perceived to be respectfully treated,
Factoring Technigue with varimax rota-their competencies are considered as a
tion procedure. A series of factor analy<contributing factor to relate profession-
ses were performed which allowed us tally with each other and develop trusting
sift, eliminate, classify and reclassifyrelationship within the group. Subordi-
those items which were appropriate agates perceived their superiors as trust-
per the defined semantic space of orgawvorthy and approachable for discussing
nizational climate. While setting the cri-and solving a variety of work related
terion value of factor loading being .40problems.

and above for acceptance as a valid and

acceptable loading, a five factor solution  Factor II: Espirit de corps:This
with all the 20 items was accepted. Theskactor comprised 5 items and explained
factors were defined and labelled asiow organization is perceived at the
Trusting RelationshipEspirit de corps macro level representing its strong iden-
Team-centeredness, Goal-setting Fredity as a corporate body that maintains
dom, and Organizational Power Direc4ts prestige and provides organizational

tion. leadership to other corporate bodies. In-
dependent of the above characteristics
Results the organization is infused with humane

culture with emphasis on continuously
Organizational Climate Measure: improved performance standards.

Table 1 presents Varimax rotated factor
structure comprising five major dimen-  Factor Ill: Team-centeredness:
sions of Organizational Climate. The fac-This factor is labelled as team
tor structure was extracted several timesenteredness in consequence of per-
using varying number of factors so as t@eived importance emphasized by the
accept a given internal structure of oritem contents. Team orientation was
ganizational climate items that explaingerceived to be a common base for la-
maximum percentage of variance andbelling this dimension. How the task per-
also reflects higher degree of semantitormance is attained and the group at-
closeness of items within a given factomosphere evolved itself to be cohesive
structure. This strategy helped definindgor higher performance goals was the
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Table 1: Principal Axis Factor Analysis of Organizational Climate Items with Varimax Rota-

tion

Iltem Trusting Espirit de dam- Goal-setting Organizational
Relationship corpscenteredness  freedom power direction

05) Subordinates trust

statements of superiors .98 .-.02 .08 .08 .22

06) Superiors listens to

subordinates problem .84 7 .05 .05 .03

01) Superiors treat their

subordinates with respect .67 .04 A1 .01 .13

03) Control assigned in

the area of authority .60 .01 .04 12 .25

13) Superiors are friendly

and easy to approach .36 .19 .16 .21 ..00

18) Great deal of freedom

to decide how we do our job 37 17 .15 .08 .19

04) Organization strives to be
in command while interacting

with other organization 31 .51 17 .15 .14
09) Organization prefers to

be its own boss .02 .79 .10 .09 .01
10) It is up to us to decide how

our job best be done .15 .69 .27 .12 .02
12) Status symbols are

important for this organization .13 .60 .06 12 .03
02) Feeling of pressure

to improve continuously .26 .40 .00 12 .32
14) Discourages taking

increased responsibilities .07 .18 .92 .04 .09
19) Superiors to pay attention

to what their subordinates say .02 13 .56 .09 .20
11) Organization wants

team players .09 .43 .55 11 .04
07) This organization

stimulates innovation .22 .10 42 .14 .14
15) People are free to set

performance goals .03 .05 .17 .90 14
16) There are opportunities for

independent thought and action .04 .15 .19 .89 .08

20) Provides lot of power and
control to upper level of

management .16 .08 .06 .07 91
17) Organizations directs and

organizes activities of its members .14 .21 .00 .00 72
08) Organization sets higher

standard of performance .13 .24 .30 .16 42

476 The Indian Journal of Industrial RelationsglvV47, No. 3, January 2012



Role of Transformational Leaders as Change Agents

major consideration here. Since organitents of three items, signifies direction of
zation seemingly gives high importancgower in channelizing organizational en-
to having team players in the organizaergies. Similarly, due to great show of
tion, the label of this factor is justified. power or power possessiveness it tends
to assign more power to its upper ech-
Factor 1V: Goal-setting Freedom: elon and sets higher standards of perfor-
This factor comprised only two itemsmance so as to lead other organizations
mainly referred to the perception ofin the same field as that of the organiza-
people related to performance goals antion itself.
opportunities for independent thoughts
and actions that can help them and the Table 2presents summary of item
organization alike. In view of the con-analysis carried out on the finally ac-
tents being suggestive of goal setting procepted items of Organizational Climate.
cess and the degree to which autonomyhe reliabilities ranged from a low of .56
is seen vested in this process, Goal-seter Organizational Power Direction to a
ting Freedom is considered to be the rightigh of .80 for Trusting Relationship. The
semantic label for this factor. other dimensions such dsspirit de
corps,Team-centeredness and Goal-set-
Factor V: Organizational Power ting Freedom have Alpha Reliabilities of
Direction: This factor, based on the con-.69, .72 and .77 order respectively.

Table 2 Summary of Item Analysis on Extracted Factors of Organizational Climate

Accepted Factors No. of Items Scale Mean Scale SD  Alpha Reliability
Trusting Relationship 6 4.93 .95 .80
Espirit de corps 5 4.43 .97 .69
Team- orientedness 4 4.96 1.05 .72
Goal-setting freedom 2 4.35 1.37 77
Organizational Power Direction 3 4.66 1.13 .56

Table 3 presents stepwise regressiorather than the significance of R-square
results between Transformational Leadgenerally reported to signify goodness of
ership styles and Organizational Climatdit of an equation. It may be noted that
dimension labelled as Trusting RelationResolute and empowering style, Nurtur-
ship. The information reported here inding task focused style, Visionary style and
cludes regression coefficients, their sigFuturistic style entered into the equation
nificance levels and incremental changen that order, explaining 39.8, 8.8, 2.6 and
in R-square when each of the transfori.4 per cent of variance (Incremental
mational leadership dimensions is includedhange in R-square) and they were tested
in the equation in a stepwise modeto be significant. The overall explanatory
Hence, contents of each table depigbower of four styles taken together
change in R-square tested for statisticalhowed 52.6 per cent of variance, sig-
significance at the entry of a variablenificantly well beyond the .01 level of
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confidence. A closer look on standard<ally significant and followed the pattern
ized regression coefficient also showeaf explanatory power referred to above.
strength of the coefficient being statisti-

Table 3: Step-wise Regression Analysis between Transformational Leadership Styles and
Organizational Climate Dimension of Trusting Relationship

Model Unstandardized Coefficients Standardizédcremental

Coefficients R-square
B Std. Error Beta

Constant 3.927 2.206

RESOLUTE AND

EMPOWERNG STYLE 2.092 476 .351 .398**

NURTURING TASK

FOCUSED STYLE 1.366 .455 .248 .088**

VISIONARY STYLE 743 .360 .138 .026**

FUTURISTIC STYLE .978 491 A71 .014*

a. Dependent Variable: TRUSTING RELATIONSHIP

Table 4 present Stepwise regressioand explained, in particular, 22.3 percent
results between Transformational leadef variance for Visionary style and 8.7
ership styles and Organizational Climate@ercent for Futuristic style (p.<01).
dimension ofEspirit de corpsRegres- Taken together both the transformational
sion coefficients were significant beyondstyles explained 31 per cent of variance
the confidence level of one per cent fosignificantly well beyond the .01 level of
the Transformational leadership stylesonfidence.

Table ( 4) : Step-wise Regression Analysis between Transformational Leadership Styles and
Organizational Climate Dimension espirit de corps

B Std. Error Beta Incremental
R-square
Constant 7.196 2.001
VISIONARY STYLE 1.541 .362 .338 .223**
FUTURISTIC STYLE 1.575 .386 .324 .087**

a. Dependent Variable: ESPIRIT DE CORPS

Table 5 portrays regression resultpercent and 3.6 per cent of variance re-
between Transformational leadershigpectively. The regression coefficients
styles and Organizational Climate dimenalso followed the same hierarchical pat-
sion using Team-centeredness dimensiotern as that of their explanatory power.
Findings revealed that Futuristic and Vi-The overall percentage of variance was
sionary styles qualified to enter into thefound to be 29.7 significantly well beyond
equation in that order explaining 26.1the .01 level of confidence.
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Table 5 : Step-wise Regression Analysis between Transformational Leadership Styles and
Organizational Climate Dimension Team-centeredness

Model Non-standardized Coefficients StandardizedIncremental
Coefficients R Square
B Std. Error Beta
Constant 8.860 1.231
FUTURISTIC STYLE 1.258 .237 425 .261**
VISIONARY STYLE .578 .223 .208 .036*

**p>.01; * p<.05

Table 6 presents stepwise regressiospective regression coefficients were sig-
results obtained between Transformanificant at the .01 level of confidence,
tional leadership styles and Goal-settinguggesting that these styles have created
freedom dimension of Organizational cli-strong impact on organizational climate
mate. Out of the 6 leadership factorsnuch more than the other leadership di-
only two that entered into the equatiormensions. Comparing the two styles,
were Unconventional and InnovativeUnconventional and Innovative styles
styles and Nurturing Task-focused styleshowed stronger influence than Nurtur-
explaining 19.9 and 5.2 per cent of variing task focused style.
ance in the dependent variable. The re-

Table 6: Regression Analysis between Transformational Leadership Styles and Organiza-
tional Climate Dimension Goal-setting Freedom

Model Non-standardized Coefficients StandardizedIncremental

Coefficients R Square
B Std. Error Beta

Constant 4.207 .819

UNCONVENTIONAL AND

INNOVATIVE STYLE .644** .189 .304 .199**

NURTURING TASK

FOCUSED STYLE .529** 175 .268 .052**

**p<.01

Table 7 provides regression resultgent) was obtained for Nurturing task-
between Leadership styles and Organiocused style, whereas lowest percent-
zational climate dimensions labelled asge of variance was obtained for Futur-
Organizational power direction in aistic style. The regression coefficients
stepwise mode. All the six styles entere@vere all positive and significant except
into equation explaining 40.5 per cent olUnconventional and Innovative style that
variance (p<.01) together of which thetended to show strong negative impact
highest percentage of variance (24.1 peyn Organizational power direction.
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Table 7: Step-wise Regression Analysis between Transformational Leadership Styles and
Organizational Climate Dimension Organizational Power Direction

el Unstandardized Coefficients  Standardized t Sig. Incremental

Coefficients R-square
B Std. Beta

Error

(Constant) 274 1.647 .166 .868

NURTURANT TASK

FOCUSED STYLE 912 317 279 2.881 .005 .241**

VISIONARY STYLE .678 .260 .213 2.603 .010 .077*

RESOLUTE AND

EMPOWERNG STYLE .693 .322 .196 2.155 .033 .030*

ACHIEVEMENT

FOCUSED STYLE .565 .233 .181 2.430 .016 .019*

UNCONVENTIONAL

AND INNOVATIVE STYLE -.712 .303 -.203 -2.352 .020 .019*

FUTURISTIC STYLE .680 .335 .200 2.028 .045 .019*

a. Dependent Variable: Organizational Power Direction

Discussion freedom, and (5) Organizational power
direction. It is recognized that if the
In the present study Organizationalmanaging components of leadership po-
Climate (variables reflecting various cu-sitions in an organization are fully infused
mulative perceptions of interaction amongvith transformation centric behaviour/
people) were factor-analyzed in order t®tyle, these may create a rewarding work
define the unique pattern that is likely teenvironment in which seniors’ roles are
be influenced by a leader’s attempt tgerceived not necessarily as ‘action ori-
be transformational and change orientednted for results alone’ but as caring,
Thus, there was a patterned perceptioempathy exuding and compassionate.
of climate as well as the transformationrhis process of compassion, empathy
and change initiated by the organizationand helpfulness make the transformation
leaders. The leadership pattern is enypractically easy and pragmatically effec-
merated as Nurturing task-focused styletjve. The evidence obtained through
Visionary style, Resolute and empower-
ing style, Achievement-focused style
Unconventional and Innovative style andl |t the managing components of

Futuristic style (Sayeed & Shanke leadership positions in an organi-
2009). The pattern of organizational cli- zation are fully infused with trans-
mate, based on factor analysis, includedigrmation centric behaviour/style,
five dimensions termed as: (1) Trusting these may create a rewarding wor
relationship, (2)Espirit de corps (3)  environment
Team-centeredness, (4) Goal-setting
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Tables 4 to 7 confirmed the hypothesizeavhich is qualitatively different and
linkages between transformational leadehanging over a period of time. Simi-
ership behaviour and the pattern of Orlarly other dimensions of Transforma-
ganizational Climate perceived by subtional leadership (namely, Nurturing task
ordinates. focused style, Visionary style, Resolute
and empowering style, Achievement fo-
Transformation in organizations maycused style and Futuristic style) carry
also follow another route through HRmore or less identical impacts on individu-
level policies implemented in organiza-als’ behaviour whose interactions ulti-
tions. One of them could be developingnately set the mode of Organizational
frontline leaders, strengthening seconflimate to be value laden.
line of leadership through behavioural
skills and augmenting conceptual and It is expected that in a changed/
thought leadership role on the top. Thigransformed organization, Organizational
framework transformation would simply Climate with its unique dimensions exert
embody itself like a leadership mode oinfluence over the new leaders that en-
style or intervention in the organization.ter into organization. They tend to bring
Since the present study does not seem &bong with them whims and fancies of
assess all levels of leadership, it can onltheir previous organizations, a style of
be said to have created its leadershifunctioning that may not be appropriate
impact through individual level attemptsto the transformed organization, and
at bringing about change and transformways of adapting to a less vibrant Orga-
ing organization through subordinatesnizational culture that was their previous
The result will be favourable for the or-doings. The transformed organization
ganizations due to constant interventionsould seemingly stop them from prac-
made by each level of leadership or thécing what is undesirable and introduce
leadership clusters. those elements of practices at the level
of leaders that are perceived to be part
The factors of Transformational lead-of the inner values of the organization.
ership clearly suggested that across allhe result therefore, is that of backward
the dimensions certain binding and influinfluence of Organizational Climate lash-
encing mechanisms exist that tend ting out in the open for everybody’s ben-
transform the behaviour of people into &fits. In the present study, it is surmised
factor of desirability. For example Resothat since Transformational leadership
lute and empowering style clearly deterstyles had very strong relationship with
mines the degree of firmness within thédrganizational Climate it has deeply per-
group and the degree of freedom allowetheated down the inner core of organiza-
in getting things done. While perceivingtional values. Thus, it would eventually,
the above noted style they will be moti-generate recessive influence over the
vated to set the ball of transformatiomewcomers (or new leaders) and make
process rolling. The resultant is the dithem take a quantum jump mainly due to
rect impact on Organizational Climatethe dynamism of transformation with
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strong leanings for new agenda to be seteet the new challenges of growth and
for their effective leadership role in thedevelopment. It is equally significant that

near future. leader must efficiently perceive, examine
and comprehend the Organizational Climate
Conclusion of the type existing in their organization.

The present study provides the likely scope

Understanding Organizational Cli-for such managers who want to bring about
mate is a key contributing factor for thechange and sustain it as a way of life
leaders to use their leading strategies tinrough leadership influences. It was pro-
bring about changes in organization. Orposed that leaders should be able to under-
ganizational climate perceptions are distand various dimensions of transformation
rectly influenced by the leaders dueso that these could be prioritized. The suc-
mainly to their involvement. The inclina- cess of change strategy of transformational
tion for accepting the suitable style tdeaders is dependent upon leaders’ under-
work in diversity and make individuals standing of complexities and nuances as-
change and transform to the core is theociated with the pattern of climate per-
major goal of transformational leadersceived in organizations and the likely change
The findings revealed a five factor struche may like to infuse into the existing orga-
ture of Organizational Climate compris-nizational processes.
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