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Abstract

Motives predict cognitive styles of Indian executives and add to
sustainable development. Thig study acclaims that motives have
1mpact on team effectiveness too. A comparative analysis across Indian
Manufacturing and IT-ITES industries shows predictive agsociations
of need pattern and team effectiveness as a combination of team and
tagk function. Data collected using standardized items revealed
prominent associations through step wise regression analysis on a
sample on Indian executives (N<407). The design of the study 15 based
onresearch publighed in PBRI1n November 2014, yet the originality of
current study 1s vested 1 choice of unique criterion variable of team
and tagk functions ag a function of secondary psychological motives.

Introduction

Employmg above 10 million Indians, the Indian IT (Information
Technology) and IT enabled Services (ITeS) mdustry 15 presently and
potentially contributory to social trangformation in the country, (IBEF,
2014). ‘Make 1n India’ program launched by contemporary Prime
Minister Mr. Narendra Modi has placed India on the world map as a
manufacturing hub. The manufacturing output 15 to contribute 25 per
cent of Gross Domestic Product (GDP) by 2025 (IBEF, 2016). With
above prospects, rigorous researches on effectiveness are required 1n
the mdustries. McGrath’s Input-Process-Output (I-P-O) framework
(Mathieu et al., 2008) direct Team Effectiveness (TE) researches to
diagnose the 1mpact of Inputs (Member related, Team related, and
Organization related) on Processes (member mteractions directed
towards tagk accomplishment), or on Outputs (e.g. Performance,
Satisfaction, improvement i processes etc). Present study’s objective
15 to explore predictors of team functions and task functions across
Indian ITES (Information Technology Enabled Service) and
Manufacturing 1ndustries. Framework includes four secondary
motives/needs (Verma, 2014) namely Need for Achievement (nAch),
Need for Affiliation (nAff), Need for Power (nPower) and Need for
Security (nSec), and TE ag a combination of team functioning (TF) and
team empowerment (TEmp).

Literature Review and Hypotheses
Team Effectiveness

Personality characteristics can be significant variables m TE
researches (Mannix & Neale, 2005). Advancing the argument of Ross
et al., (2008) that identifying predictors of TE can be a proactive
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strategy for making effective teams, Decision making
styles stood as significant predictor of TE (Verma et al.,
2016). Motives are yet to be explored as predictors of TE
across the aforesaid industries. The TF and TEmp
processes (Pareek, 2002b) may be understood as team
functions (processes that denote interaction amongst
members of team to facilitate task) and task functiong
(processes those are foremostly undertaken to fulfil tagks).
Volmer & Sonnentag (2011) have similar attributions of TE
while exploring the impact of member expertise on TE.
Team functioning 13 the combination of Cohesion
(tendency to stick together and stay united regardless of
difficulties and set-backs), Collaboration (smooth
communication enhancing help exchanges and voluntary
tagk sharing) and Confrontation (open, positive and healthy
discussion on 1ssues). Team Empowerment 15 the
combination of Task Clarity (sense of clarity about
mdividual roles and tagks), Autonomy (degree of discretion
and independence to determine own way of working),
Support (sufficient material and human resources, and
conductve and favorable environment), and Accountability
(willingness or compulsion to accept responsibility for
one's actiong). Both TF and TEmp are not mutually
exclusive, rather have strong inter- linkages (Verma et al.,
2016).

Motives

Needs or Motives determine the direction of an individual’s
behavior towards goal as precursors to motivation.
Different needs are distinctively valued by different
mdividuals (Gomes, 2011). Employees demonstrate goal-
driven behavior to satisfy needs (Carpenter et al., 2009).
David McClelland’s three 1mportant motives of
achievement, affiliation and power are well recognized and
relate to goal striving motivation and performance
outcomes (Bipp & Dam, 2014). Security motive 15 another
important motive relevant 1n organizations. The
measurement of these four psychological needs/motives
has become a concern at workplace (Pareek 2002a; Pareek
& Purohit, 2010). Needs/motives are primary (physiolo-
gical) and secondary (social and psychological).
Secondary needs are the needs of mind and gspirit
conditioned by experience, vary in type and intensity
among people, change within any individual, work m
groups rather than alone, and are nebulous unlike primary
needs (Sanghi, 1998, Verma, 2014).

Research Hypotheses

Need for achievement, power, affiliation and security are
secondary motives/needs learned over the time as the
human society develops (Luthansg 2002, 2008).
Motivational needs like growth, achievement and power
are positively related to psychological empowerment (Jha,
2010). Salespeople with high nAch, nAff and nPow were
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found performing high to contribute to organizational
effectiveness (Uduj1 & Akeli, 2013). McClelland’s needs
related with accountability for self and others. Particularly,
nAch had greater impact on accountability followed by
nAff and nPow. In view of various relational evidences,
team and tagk functions are agsumed to be affected by the
motivational patterns of team members. Likewise Verma,
et al., (2016), this study 15 also planned as a mean value
research diagnosing mmpact of average compositional
attribute on TE. The main hypothesis 1s:

H1: Motivational needs of executives will predict their TE

Security Motive (nSec) symbolizes every individual’s
concern about protecting oneself and one’s family from
hazards. Security motive begins to manifest even when
only modest threat 15 present in the environment. Higher
the nSec, more the person 13 worried of future, social
prestige, financial security, seeks security from friends and
feels frightened of bemng dismissed (Sanghi, 1998).
Maglow’s safety needs denote the concerns of being safe
from danger, pain, or an uncertain future. In contemporary
society, the nSec 1§ too intense with the concerns like
payment of ingtallments for durables, work life balance, job
security, and present and future security (Luthang 2002,
2008). Many organizations reduce the isecurities by
offering ingurance programs, personal savings plans, and
other benefits to their employees. The nSec incorporates
Job Security (Sahu, 2009), Financial Security (Bhat &
Shah, 2010), Self and Family Safety (Abdulla et al., 2011),
and Status and Social Prestige (Abu Elanamn, 2009).
Employment security 1 one of the key human resource
techniques that lead to higher organizational performance
and therefore this nSec should be lower amongst the
employees, (Khaleque & Choudhary, 1984). Job security 15
foremost concern 1n thig post liberalized world of contract
labor, downsizing and part timers/temporary workers
(Verma, 2013). Higher nSec 15 dangerous. The hypothesis
1

Hla:nSec of executives will negatively predict their TE

Achievement Motive (nAch) 15 a strive to increage or keep
as high as possible one’s own capacity 1 all activities
which competition with some standards of excellence 1s
thought to be mvolved, and where the execution of such
activity erther succeed or fail. Higher the nAch n a person
more 1§ the willingness to take responsibility with fore
sightedness for success (Sanghi, 1998). The degree to
which a person wishes to attain challenging goals, succeeds
m competitive situations, and exhibits the desire for
unambiguous feedback about performance. Higher degree
represents high nAch (Luthans 2002, 2008). The
uncongcious concern for excellence i accomplishments
through individual efforts denotes nAch (Lussier & Achua,
2007). David McClelland posited high nAch people have
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feature like Moderate rigk taking; Need for immediate
feedback; Satisfied with accomplishment; and
Preoccupied with the tagk (Johnson et al., 1981). This need
15 agsociated with organizational performance and national
economic growth (Kunnanatt, 2008), prosocial behavior
(Baruch etal., 2004), commitment and work focus (Lilly et
al., 2000), success 1 entrepreneurship (Wu et al., 2007),
accountability for self and others (Royle & Hall, 2012).
Therefore, the hypothesis 1s:

H1b: nAch of executives will positively predict their TE

People with high nPow (Power Motive) strive to have
mfluence on others, prefer to participate n status oriented
situations and control the information channels to improve
their self-image. Higher the nPow, more the individual hag
leadership tendencies and 15 influential, digciplined, and
dominating (Sanghi, 1998). McClelland argued that nPow
comprises three element: Control (on people to make sure
the developments and plans are being worked upon and to
be informed about everything); Influence (on others to
make them do what one thinks 15 right with an urge to
change or develop people) and socialized power (for
benefits of a large group such as society). Regarding social
power, Donhauser et al. (2015) also found that one way
through which people high in nPow are socially influential
15 their enhanced sensitivity to emotional signals 1n their
social environment. Socialized power and social nAch are
stmilar (Mehta, 1994). Use power for social developments
1s referred as extension motive addressed (Pareek,
1968a&b). Power oriented rewards and employee
empowerment are practiced for motivating the employees
(Spitzer, 1996). Power motivated executives see
organizational goalg more clearly and they exhibit more
team spirit. Hence, this motive 15 important (McClelland &
Burnham, 1976). To have committed employees, every
organization should raise nPow m addition to the nAch
amongst the employees (Pareek, 1974). As the nPow
relates with Managerial Success (Winter, 2002), Goal
Commitment (Sandalgaard et al., 2011), Work Focus (Lilly
etal., 2006), sensitivity to emotional signals (Donhauser et

al.,2015), the hypothesis 1s:
Hlc:nPow of executives will positively predict their TE

Affiliation Motive (nAff) represents a person’s desire for
social contacts or belongingness, and a tendency to receive
social rewards of harmonious relationghips. It positively
relates with humane like encouragement, rewards,
altruigtic behavior, generosity, caring, friendliness, and
kindness to others (van Emmerik et al., 2010). People with
high nAff strive for friendship, prefer to participate n
collaborative situation and seek mutual understanding with
others. They work better 1n their favourable attitude and
cooperation. Higher the nAff, more the individual 1§ group
dependent and social, and hates staying alone (Sanghi,
1998). Affiliation 15 the degree to which people seek
approval from others, conform to others’ wishes, and avoid
conflict with others (Luthans 2002, 2008). It 15 an
important part of group dynamics and team (Verma, 2013).
Individuals join group to address their intense social needs.
Employees’ nAff1s met through agsociating with a group or
becoming member of a team. Hawthorn Studies and many
contemporary researches revealed that the nAff has a major
mmpact as 1mportant group processes (Van Der Vegt &
Bunderson, 2005). Being linked with 1dentification
(Wiesenfeld et al.,, 2001) and collectivism (Taggar &
Haines, 2006), nAff1s a key to team work (Solangky 2011).
It also related with work outcomes i terms of work
turnover (Richer etal., 2002). Henceforth the hypothesis 15:

H1d: nAffofexecutives will positively predict their TE
Methodology
The Sample

The responses of 176 executives from Information
Technology Enabled Services (ITES) and 231 from
manufacturing industry were captured for studying three
important variables of motives, decision making and team
effectiveness (Verma, 2014; Verma et al., 2016). Here the
responses on motives and team effectiveness were utilized.
Table 1 reports the demographic distribution of the sample.

Table 1: The Demographic Profile of Regpondents

ITES (N=176) Manufacturing (N<231)
Group Sub Group Number Percentage Number Percentage
Age (1n years) Less than 30 (Junior) 144 81.81% 109 47.18%
30 to 44 (Middle) 32 18.18% 103 44.58%
45 and above (Senior) - - 19 8.22%
Gender Male 119 67.61% 222 96.10%
Female 57 32.38% 9 3.89%
Annual Income Upto 5 Lac (Lower) 122 52.81% 137 59.30%
(INR) 5 to 10 Lac (Middle) 24 13.6% 72 31.17%
Above 10 Lac (Higher) 30 12.98% 22 9.5%
Education Simple Graduates 15 8.5% 30 12.98%
Engineers 28 15.90% 76 32.90%
Post Graduates (PG) 21 11.93% 23 9.95%
Management PG 112 63.63% 102 44.15%
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Majority of ITES executives are from Junior age group
(81.81%), males (67.61%), have lower annual mcome
levels (52.81%) and Management PG degree (63.63%).
Most of the manufacturing executives are from Junior
(47.18%) as well as Middle (44.58%) age group. Unlike
ITES, few manufacturing executives are also from Senior
age group (8.22%). Most manufacturing executives are
males, have Management PG degrees (44.15%) as well ag
Engineering degrees (32.9%) and have lower (59.3%) as
well middle (31.17%) annual ncome levels. Only 9 female
respondents belong to manufacturing industry, majority
(57) from ITES proves that ITES has a significant
proportion of women (The Economic Times, 2009),
expected to grow 1n future. Executives of ITES (12.98%)
have higher mmcome levels as compared to manufacturing
(9.5%). While, middle mcome group (31.17%) and lower
mcome group (59.30%) 15 higher in manufacturing than
ITES.

The instruments

Standardized instruments were used for data collection.
Total 24 Items, 6 items each of nSec, nAch, nPow and nAff
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were adopted from NPS (Need Pattern Scale) by Sanghi
(1998) to capture the motives (Verma, 2014). Each item 1s
angwered Agreement (1) or Disagreement (0). The sum of
agreements 1tems of a particular need give 1ts scores. For
TE, 28 1item TEAM (Team Effectiveness Assessment
Measure) by Pareek (2002b) was used to capture 2
dimensions of Team Functioning (3 Factors: Cohesion,
Confrontation, Collaboration) and Team Empowerment (4
Factors: Tagk Clarity, Autonomy, Support, Accountability).
Each 1tem has 5 choices of Not at all True (0), Very Little
True (1), Shghtly True (2), Fairly True (3), and Highly True
(4). The sum of marked choices renders the respective
scores on dimensgions (Vermaetal.,2016).

Analysis and Results

After obtaining satigsfactory inter-rater agreement 1.e. mtra
class coefficients (ICC) of above 0.7 (James et al., 1993),
mdustry wise aggregation of scores were used for analyses.
Further, descriptive statistics, correlation and regression
analyses were obtained using SPSS v17.0. Table 2 reports
descriptive scores.

Table 2: Industry-wige Descriptive Statistics

IT-ITES Industry Manufacturing
Minimum Maximum Mean Std. Dev. Mean Std. Dev.
nSec 0 6 3.57 1.60 3.46 1.49
nAch 0 6 4.58 1.37 4.86 1.08
nPow 0 6 4.33 1.52 443 1.25
nAff 0 6 3.59 1.69 3.66 1.59
TF 0 48 33.36 7.28 32.6 6.84
Temp 0 64 44.05 9.89 4348 9.48
TE 0 112 77.41 16.23 76.09 15.25

The nAch 15 highest in both ITES (4.58/6< 76%) and
Manufacturing (4.86/6< 81%). The nSec (59.5%) and nAff
(59.83%) are almost equal in ITES. While, n
manufacturing industry, the nSec (57.66%) 15 lesser than
nAff (61%). Notably, the nSec 15 least, still congiderable

(above 50%) 1n both the industries. TF m ITES (69.5%) 15
higher than TEmp (68.83%), but TF in Manufacturing
(67.92%) 15 lower than TEmp (67.94%). Table 3 reports
significant correlations amongst the study variables.

Table 3: Correlation amongst Cognitive Style & Motivational Need (/7ES and Manufacturing)

nSec nAch nPow nAff TF TEmp TE

nSec 1 086 a7 37" -196"  -186"  -203"
nAch  .382" 1 238" 2617 103 a32° 128
nPow  .288"  .510" 1 134 028 -.009 .007
nAff 332" 209" 138 1 127 .089 112

TF -082  .059 .093 .047 1 739" 908"
TEmp -180°  .037 034 020 783" 1 953"

TE - 146 049 .063 033,925 960" 1

Note 1: **p<0.01, *p<0.05, Rat< Rational, Int< Intuitive, Dep< Dependent, Avoi< Avoidant, Spon< Spontanoeus, TF< Team
Functioning, TEmp< Team Empowerment, TE< Team Effectiveness
Note 2: Italic figures show correlation in ITES industry, others show correlation in Manufacturing Industry
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In ITES, the nSec hag significant negative correlation with
TEmp (-0.180, p<0.05). The nSec positively correlates
withnAch (0.328, p<0.01), nPow (0.288, p<0.01) and nAff
(0.332, p<0.01). The nAch correlates significantly
positively with TEmp (0.132, p<0.05). The TF and TEmp
are also significantly positively correlated. The nAch 1s
correlated positively with nPow (0.510, p<0.01) and nAff
(0.209, p<0.01). Here, nPow has no significant correlation
withnAff(0.093,p>0.05).

In manufacturing 1ndustry, the nSec has negative
correlation with TF (-0.196, p<0.01), TEmp (-0.186,
p<0.01) and TE (-0.203, p<0.01). The nSec correlates
positively with nPow (0.172, p<0.01) and nAff (0.137,
p<0.01). The nAch correlates significantly positively with

TEmp (0.132, p<0.05), nPow (0.238, p<0.01) and nAff
(0.261, p<0.01). The nPow correlates significantly nAff
(0.134,p<0.05).

But from correlation only, the strength of association of
mdependent variables with TE cannot be agsessed. To
examine how much change 1n the independent variable 15
agsociated with how much change 1n dependent variable,
regression analysig 13 appropriate technique (Levin and
Rubin, 2008). Hence stepwige regression analysis has been
conducted Industry wise. Needs used as independent
variables, and TF, TEmp and TE kept as the dependent
variable (DV) in different runs. The method of entry set as
stepwise 1n regression analyses. The significant results are
reported in Table 4.

Table 4: Predictive associations of needs towards team effectiveness and 1ts constituents

IT-ITES Manufacturing
Model 1 Model 2a Model 2b  Model 3a Model 3b Model 4a  Model 4b
Antecedents DVTEmp DVTF DVTF DVTEmp DVTEmp DVTE DVTE
nSec - 180 -196" 2177 186" -.1997 -2037 -216"
Needs nAch - - - 149" - 147
or nPow - - - - -
Motives nAff - - 157 - - - -
R’ 032 038" 063 0347 056" 0417 063"
Adjusted R? 027" 034" 054 030" .048" 037" 055"
AR? - - 024 - 022" - 021"
F 5.827" 9.123"  7.602" 8.163" 6.824" 9.856"  7.632"
AF - - 5.886" - 5.3317 - 5.226"

#%p<0.01, *p<0.05

Note 1: DV< Dependent Variable, TF< Team Functioning, TEmp< Team Empowerment, TE< Team Effectiveness
Note 2: Only significant models of step wise regression analyses have been reported

Table 4 shows the predictive power 1e. beta ()
coefficients of various needs as mdependent (predictor)
variables towards the dependent (criterion) variable Team
Effectiveness (TE). The R2 denotes % variance explained
by styles and needs m TE, and F statigtics reflect the
significance of model. In ITES industry, the only
significant model 13 Model 1. Here, the nSec negatively
predicts TEmp (B < -0.180, p<<0.05). In manufacturing,
mcremental to the correlation results, many models were
found significant. The nSec (B<-0.217, p<0.01) and nAff
(B<0.157, p<0.05) had significant prediction towards TF

m Model 2b. Adjusted R2< 5.4% and F< 7.602, p<0.01.
Moreover, nSec (< -0.199, p<0.01) and nAch (B< 149,
p<0.05) significantly predicted TEmp in Model 3b.
Adjusted R2< 4.8% and F< 7.6.824, p<.01. With TE as
DV in Model 4b, nSec (B<-0.216, p<0.01) and nAch (<
0.147, p<0.05) had significant predictive association.
Adjusted R2< 5.5% and F< 7.6.824, p<<0.01. Significant
change 1 variances (| R2) and F have been noticed for
Model 2a to 2b, 3a to 3b and 4a to 4b. The significant
predictive agsociations and regression coefficients are
visualized in Figure 1.

Figure 1: Significant Predictive Associations in ITES and Manufacturing industry
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As shown 1n Figure 1, the sub-hypothesis Hla (nSec of
executives will negatively predict theirr TE) 15 fully
supported 1 both the industries. The sub-hypothesis H1b
(nAch of executives will positively predict their TE) 15
partially supported (only i manufacturing industry nAch
predicted TEmp and TE). The sub-hypothesis H1d (nAff of
executives will positively predict their TE) 15 also partially
supported (only i manufacturing industry nAff predicted
TF dimension of TE). Whereas, the sub-hypothesis Hlc
(nPow of executives will positively predict their TE) hag
failed to fetch any support. Eventually, the main hypothesis
H1 (Motivational needs of executives will predict their TE)
hag received partial support.

Discussion

The 1nter-correlated motives reflected non-mutual
exclusivity (Verma, 2014). Correlation of nAch and nSec in
ITES (but not in manufacturing) points that the face to face
production oriented functions might not make executive
mgecure for target completion, while the virtual working
environment of ITES bring m msecurities about goal
accomplishments. ITES executives have high nAch with
desire to master complex tasks, and surpass others (Dalft,
2008), thus they have a big concern for maintaining their
success that enhances their nSec agamst loss to
performance (Vermaetal.,2012).

In ITES, none of the motives significantly predicted TE.
Perhaps n such settings some other factors are more
mmportant for TE dimensions. Though, nSec had negative
prediction towards team empowerment. Thig justifies that
higher nSec reflects lower empowerment. Vulnerability of
executives with high nSec doesn’t let them feel autonomy
and support. It also causes lack of tagsk clarty and
accountability. Furthermore, m manufacturing ndustry
also a higher level of nSec 15 agsociated with a lower level
of TE and 1ts dimensions. The increase in nSec degrades TE
via reduced empowerment perception. The vulnerability
cauge setbacks, conflicts and helpless attitude of the
executives and deteriorate their team function. Too much
concern about security makes the mdividuals panic and
disturbed that they turn incapable of contributing towards
etther team function or task function.

In Manufacturing, the nSec and nAff together predict team
functioning. While the impact of security motive here 15
still negative, the affiliation motive 13 seemed to facilitate
the team tasks. Affiliation motive brings identification and
belongingness in the executives (Desivilya & Eizen, 2005),
thereby causing better cohesiveness, collaboration/help
exchanges and constructive confrontation despite their
msecurities. Collectivigm and cooperative orientation
provides immprovement 1n team functions adding to the
notion that affiliation motive 15 the key to teamwork
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(Solansky, 2011). Executives high on nAff have concern
for needs of team members and followers (Stetnmann et al.,
2015). Moreover, the nSec and nAch together predict team
empowerment and team effectiveness. Manufacturing
executives unlike ITES are into production of tangible
units of products with specific targets. Their nAch 15 a
tendency to be effortful to attain their objectives, to surpass
their targets and to excel in their assignments. This
tendency get boosted with group oriented affiliation (nAff)
and zeal to have control (nPow). Despite the negative
mmpact of nSec, the nAch makes the executives feel
empowered and adds to thewr TE. While, thig 15 m
contradiction with Khan et al., (2015) who contend that
lower mean value of nAch improves team effectiveness,
but 1t 13 congruence with Michou et al. (2014) that nAch 1
also positively related with positive affect.

The findings bear mmplications for Respondents and
Executives, Employers, Practitioners, and Academiciang
ag well Researchers. Insights are for learning appropriate
need orientation. Awareness about the advantages and
drawbacks of need orientation can help n taking steps to
overcome the drawbacks and to attain benefits out of
advantages of need orientation in work fields (Carpenter et
al., 2009). In manufacturing having less security motive
and high achievement motive enhances task clarity,
accountability, and autonomy and support perceptions.
Algo, 1dentifying (nAff) with other team members,
enhances cohesiveness, collaboration and confrontation.
Furthermore, security motive lessens tagk functions 1.e.
empowerment (in ITES).

Conclusion

The inquisitiveness of investigating novel compositional
attributes 1n TE researches, laid the foundation of this
research work. The study provides empirical evidence that
TE of Indian executives 15 significantly predicted by their
motivational needs. Degpite variation 1n predictive
agsociations across ITES and Manufacturing industries,
motives have explammed significant variance m TE
dimensions. In all, the main hypothesis of the study 15
partially supported. The quantitative findings of this
research may further fetch support from workplace cases.
Other motives and TE models may be used in future
researches. Further generalization of findings could be
done with longitudial research design. Additionally,
different contextual settings may be used.
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