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ABSTRACT 

This study examines the influence of leadership styles on performance outcomes within 

pharmacovigilance teams operating in biopharmaceutical organizations. Specifically, transformational, 

transactional, and laissez-faire leadership styles are analyzed to determine their associations with key 

performance indicators (KPIs) such as adverse event reporting quality, response timeliness, regulatory 

compliance, and team job satisfaction. Employing a convergent mixed-methods design, quantitative 

data were collected via standardized surveys (n = 220 pharmacovigilance professionals) and archival 

performance records over a 12-month period. Qualitative insights were gleaned from semi-structured 

interviews with 20 team members and managers. Statistical analyses—including multiple regression 

and ANOVA—assessed the predictive strength of each leadership style on performance metrics, while 

thematic analysis of interview transcripts identified underlying mechanisms. Findings indicate that 

transformational leadership significantly predicts higher reporting accuracy (β = 0.42, p < .001), faster 

case processing times (F[2,217] = 8.37, p = .0004), and enhanced team satisfaction (β = 0.47, p < .001). 

Transactional leadership shows moderate positive effects on regulatory compliance rates (β = 0.28, p = 

.003) but negligible impact on innovation or discretionary effort. Laissez-faire leadership correlates 

with lower overall performance and increased error rates. This research underscores the critical role 

of transformational leadership behaviors—such as inspirational motivation and individualized 

consideration—in optimizing pharmacovigilance outcomes. Recommendations include targeted 

leadership development programs and organizational policy adjustments to foster transformational 

practices. 
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Fig.1 Transformational, Source:1 

INTRODUCTION 

Pharmacovigilance (PV) encompasses the detection, assessment, understanding, and prevention of adverse 

effects or any other drug-related problems. In an era of increasingly complex safety profiles and stringent 

regulatory requirements, PV teams must operate with both precision and agility to safeguard public health. 

Leadership plays a pivotal role in shaping team dynamics and performance outcomes (Yukl, 2013). Yet, there 

remains a paucity of empirical research exploring how distinct leadership styles affect PV team effectiveness. 

Leadership styles typically fall into three broad categories: transformational, transactional, and laissez-faire 

(Bass & Avolio, 1994). Transformational leaders inspire followers to exceed expectations through vision 

articulation and individualized support, fostering an environment conducive to innovation. Transactional 

leaders emphasize contingent reward and management-by-exception, focusing on task completion and 

adherence to established protocols. Laissez-faire leaders, in contrast, exhibit passive behavior characterized 

by avoidance of decision-making and abdication of responsibilities. 

Given the criticality of timely and accurate adverse event reporting, which can influence drug safety signals 

and regulatory actions, understanding the leadership–performance linkage in PV contexts is imperative. This 

study aims to fill this gap by systematically assessing the impact of these leadership styles on measurable PV 

team outcomes: reporting quality, timeliness, regulatory compliance, and team satisfaction. 

https://www.researchgate.net/publication/295828057/figure/fig1/AS:470933396824064@1489290679922/Flowchart-of-transformational-program-in-tempering.png


Dr. Munish Kumar et al. / International Journal for Research in 
Management and Pharmacy  

Vol. 14, Issue 09, September: 2025          
(IJRMP) ISSN (o): 2320- 0901 

 

  22   Online International, Peer-Reviewed, Refereed & Indexed Monthly Journal                       
  

 
 

 

Fig.2 Leadership Development, Source:2 

LITERATURE REVIEW 

Leadership Styles in Healthcare and Safety-Critical Settings 

Extensive literature underscores the benefits of transformational leadership in healthcare environments, 

linking it to higher staff morale, reduced turnover intentions, and improved patient safety outcomes (Wong & 

Cummings, 2007; Boamah et al., 2018). Transformational behaviors such as intellectual stimulation promote 

critical thinking and continuous learning—key facets for navigating evolving pharmacovigilance landscapes. 

Transactional leadership, while effective for maintaining compliance and standardization, may limit creative 

problem-solving (Judge & Piccolo, 2004). Laissez-faire leadership often correlates with negative outcomes, 

including role ambiguity and diminished accountability (Skogstad et al., 2007). 

Pharmacovigilance Team Performance Metrics 

PV team performance is multifaceted, involving: 

1. Adverse Event Reporting Quality – accuracy, completeness, and clinical relevance of case 

narratives. 

2. Timeliness – adherence to mandated reporting windows (e.g., 15-day expedited reports). 

3. Regulatory Compliance – audit findings, deviations, and inspection outcomes. 

4. Team Satisfaction and Retention – job satisfaction scales and turnover rates (Hazell & Shakir, 2006). 

Previous studies have demonstrated that leadership behaviors directly influence safety reporting cultures in 

clinical settings (Frankel et al., 2006), but evidence specific to PV operations remains scarce. 

https://globalinx.co.jp/wp-content/uploads/2018/08/Build-a-Leadership-Program-Page-Head.jpg
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Theoretical Framework 

This research is grounded in Bass’s Full Range Leadership Model (Bass & Riggio, 2006), which posits that 

transformational and transactional behaviors exert differential effects on follower outcomes. Transformational 

leaders elevate intrinsic motivation, while transactional leaders focus on extrinsic rewards. Laissez-faire 

leadership is positioned at the lowest end of the effectiveness spectrum. 

METHODOLOGY 

Research Design 

A convergent mixed-methods design was employed to triangulate quantitative performance data with 

qualitative insights. This approach facilitates a holistic understanding of both the magnitude of leadership 

effects and the mechanisms through which they operate. 

Participants and Sampling 

• Quantitative sample: 220 PV professionals (65% female; mean age 34.7 years, SD = 6.2) across five 

multinational pharmaceutical companies. Stratified random sampling ensured representation across 

functional roles (case processing, signal detection, quality assurance). 

• Qualitative sample: 20 participants (10 managers, 10 staff) selected via purposive sampling based on 

tenure (>3 years) and performance record to capture diverse perspectives. 

Instruments 

1. Multifactor Leadership Questionnaire (MLQ-5X) (Bass & Avolio, 1995) to measure 

transformational, transactional, and laissez-faire behaviors. 

2. PV Performance Dashboard: archival data including error rates (% of case reports requiring 

revision), average processing time (days), and audit non-compliance incidents. 

3. Job Satisfaction Survey (JSS) (Spector, 1997). 

4. Interview Guide: semi-structured questions exploring leadership practices, communication patterns, 

and team dynamics. 

Procedure 
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After obtaining institutional ethics approvals, participants completed online surveys. Archival performance 

data for the preceding 12-month period were obtained from corporate PV dashboards. Interviews were 

conducted via encrypted videoconference, each lasting ~45 minutes, and audio-recorded with consent. 

Data Analysis 

• Quantitative: Reliability analyses (Cronbach’s α > .80 for MLQ scales), multiple regression models 

predicting each performance metric from leadership style scores, and one-way ANOVA comparing 

high vs. low leadership style groups. Statistical significance was set at α = .05. 

• Qualitative: Thematic analysis following Braun and Clarke’s (2006) six-phase framework. NVivo 

software facilitated coding, and intercoder reliability averaged κ = .82. 

Study Protocol 

Phase 1 – Preparation (Months 0–1)  

Obtain institutional ethics approvals, finalize and pilot all data collection instruments (MLQ-5X, Job 

Satisfaction Survey, interview guide), and coordinate with participating organizations to secure access to 

archival performance records. 

Phase 2 – Quantitative Data Collection (Months 2–4)   

Distribute the online survey to 220 pharmacovigilance professionals across five multinational firms. 

Concurrently extract 12 months of archival performance data (case report error rates, average processing 

times, audit findings) from each organization’s PV dashboard. 

Phase 3 – Qualitative Data Collection (Months 5–6)  

Conduct semi-structured interviews with 20 purposively sampled participants (10 managers and 10 staff) via 

encrypted videoconference. Record and transcribe each session, ensuring data saturation on leadership 

behaviors and team dynamics. 

Phase 4 – Data Analysis (Months 7–9)  

Perform reliability analysis (Cronbach’s α) on survey scales. Run multiple regression models and ANOVAs 

to test leadership style effects on performance metrics. Use NVivo for thematic coding of interview transcripts, 

following Braun and Clarke’s six-phase approach and ensuring intercoder reliability (κ ≥ .80). 

Phase 5 – Integration of Findings (Months 10–11)  

Merge quantitative results with thematic insights to identify convergent and divergent patterns. Interpret how 

transformational, transactional, and laissez-faire behaviors jointly influence reporting quality, timeliness, 

compliance, and team satisfaction. 
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Phase 6 – Dissemination (Month 12)  

Draft the full manuscript and circulate to stakeholder organizations for feedback. Present key findings in 

webinars and industry conferences, and prepare executive summaries for organizational leadership to inform 

future leadership development initiatives. 

RESULTS 

Quantitative Findings 

• Transformational Leadership: Significant positive predictor of case report accuracy (β = 0.42, p < 

.001), explaining 35% of variance. Teams led by high-transformational leaders averaged 4.7% fewer 

report revisions. 

• Timeliness: ANOVA indicated that high-transformational groups processed cases in 12.3 days (SD = 

3.1) versus 15.8 days (SD = 4.2) for low-transformational (F[1,218] = 8.37, p = .0004). 

• Transactional Leadership: Positively associated with regulatory audit compliance (β = 0.28, p = 

.003), accounting for 19% of variance. No significant effect on innovation measures (p = .47). 

• Laissez-faire Leadership: Negatively correlated with all KPIs, with teams under laissez-faire 

managers showing a 22% higher error rate (t[218] = 3.12, p = .002) and lower satisfaction scores (β = 

–0.39, p < .001). 

Qualitative Themes 

1. Vision and Inspiration: Transformational leaders communicated clear safety visions, fostering 

collective ownership of quality (“Our leader’s emphasis on patient safety motivates us…”). 

2. Constructive Feedback: Transactional leaders provided timely, task-focused feedback, beneficial for 

compliance but less conducive to problem-solving. 

3. Role Ambiguity: Under laissez-faire leadership, staff reported confusion over responsibilities and lack 

of escalation pathways, leading to delays. 

4. Psychological Safety: Transformational environments encouraged error reporting without fear of 

blame, enhancing overall data integrity. 

Integrated Interpretation 
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Both data streams converge on the superiority of transformational leadership for core PV outcomes. 

Transactional behaviors serve compliance functions but fall short in fostering adaptive learning. Laissez-faire 

leadership undermines team coherence and performance. 

 

CONCLUSION 

This comprehensive mixed-methods investigation substantiates the critical role of leadership style in shaping 

pharmacovigilance team effectiveness. Transformational leadership emerges as the most effective approach, 

significantly enhancing reporting quality, processing timeliness, and team satisfaction. Transactional 

leadership offers value for regulatory compliance but lacks the motivational leverage necessary for continuous 

improvement. Conversely, laissez-faire leadership poses substantial risks to performance and safety culture. 

Practical Implications: 

• Leadership Development: Pharmaceutical companies should prioritize transformational leadership 

training modules—emphasizing vision articulation, individualized coaching, and intellectual 

stimulation—for PV managers. 

• Performance Management: KPIs should incorporate leadership-behavior metrics to monitor and 

incentivize transformational practices. 

• Organizational Policies: Establish clear communication channels and feedback loops to mitigate the 

adverse effects of non-engaged leadership. 

Future research could explore longitudinal effects of leadership interventions and assess cross-cultural 

variations in leadership effectiveness within global PV operations. 
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