
1. INTRODUCTION
A leader is one who knows the way, goes the way, and shows the 
way
Leadership is the inexorable thing in organizational life. Leadership 
is the life wire of an organization. Leaders are the one who visualize 
the future of the organization and direct the organizations' 
resources towards the accomplishment of goals. Kenneth and 
Heresy [1] assert that; “The effective leader must be a good 
diagnostician and adopt style to meet the demands of the situation 
in which they operates. Different leadership styles are used that �t to 
employees on the basis of amount of directions, empowerment, 
and decision making power. Leadership style is the relatively 
consistent pattern of behavior that characterizes a leader (Dubrin, 
2001). It is evident from the earlier researches evident that, the 
leadership style has the impact on employees' motivation, 
productivity/ performance, and organizational performance. 
Leadership is the buzz word in every industry, and Information 
technology industry is no exception to this. The Information 
technology industry is a rapidly growing industry which demands 
the efficient leader to lead the team in par with the international 
standard competition. An effective leader in IT is one who harbors a 
drive to learn, to make mistakes, and to tap into the knowledge of 
others. IT is a fast-paced industry. The rate of change is unlike any 
other industry. The pressure to control rising costs and the demand 
for innovation hovers over the IT industry daily. Leadership is the 
willingness to learn, to adapt and to re-invent. This permits the IT 
industry to �ourish, to comply with regulations, to adapt to change, 
and most importantly, to remain engaged.

2. THEORITICAL CONCEPTS AND LITERATURE REVIEW
This section of the research paper deals with the basic concepts, 
theories and literature review related to the chosen research 
domain. 

2.1. Leader
A leader is the person who is having or not having the formal 
authority, but having the ability to convince other people to follow. 
A great leader inspires con�dence in other people and moves them 
to action.

2.2.  Leadership
Leadership is the process of heading the team / group of persons 
towards accomplishment of societal / organizational objectives. In 
other words, Leadership is the ability to employ managerial 
competencies to organized performance processes by inspiring, 
igniting and motivating teams to meet set organizational goals 
(Carter, 2008). Adair (2002) quoted that, “Leadership is the ability to 
persuade others to seek de�ned objectives enthusiastically. It is the 
human factor which binds a group together and to improve their 
performance and to direct them towards goals”

2.3. Leadership styles
The leaders apply different kinds of approaches / styles to lead their 
followers to attain desired results. The various kinds of classi�cation 
of leadership styles were given by different authors. Different 
leadership styles may affect organizational effectiveness or 
performance (Nahavandi, 2002). Daniel (2002), classi�ed different 
leadership styles from autocratic through democratic to 
participative to show the degree of authority and decision makes 
power of leaders and employee, whereas Duanxu Wang et al (2009), 
has categorized leadership styles into four types such as 
Authoritarian Leadership,  Transformational Leadership, 
Transactional Leadership, and Benevolent Leadership. Yafang Tsai et 
al ( ), have classi�ed the leadership styles into four different 
categories i.e. Charismatic leadership, Transformational leadership, 
Transactional leadership and Team leadership.

2.4. Self-perceived outcome behaviour
The term 'self-perceived outcome behaviour' refers to self-
perception of the employees towards the outcome of the other 
variable. For example, in our research context, the employees' 
perception towards their leaders' performance and effectiveness 
may vary based on the leadership style practiced by their leaders.

2.5. Literature review
Iqbal et al (2015), the purpose of this study is to understand the 
effect of different leadership styles autocratic, democratic, and 
participative style on employee performance. The researchers 
investigated the effect of autocratic leadership styles on employee 
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performance, the effect of democratic leadership styles on 
performance and also analyzed the effect of participative 
leadership styles on employee performance in an organization. At 
the end it was concluded that the autocratic leadership is useful in 
the short term and democratic leadership style is useful in all time 
horizon, whereas participation leadership style is most useful in 
long term and effect on employees is positive. At end some 
recommendations are discussed.

A sample of the population of 5,300 manufacturing employees in 
two US and one German plants were surveyed using the Avolio et al. 
(1995) multifactor leadership questionnaire (MLQ). Results 
indicated higher levels of transformational styles among US 
employees and among higher-ranked employees. Transformational 
leadership style, however, were correlated positively with outcome 
measures in both countries and at all levels of the organizations, but 
the strength of the correlations was lower for German employees. 
The study has implications for the practice of international 
management and leadership development in each country and 
suggests the need for further research in this area.  Peter Kuchinke 
(2006), in their study investigated the in�uence of leadership styles 
on subordinates' levels of satisfaction with the leader, judgment of 
the effectiveness of the leader, and willingness to exert extra effort 
i n  wo r k  p e r fo r m a n ce.  M u h a m m a d  As ra r - u l - H a q a  a n d 
PeterKuchinke (2016), this paper reports the �ndings of a study 
examining the impact of managers' leadership styles on 
subordinates' performance. The impact of leadership styles on 
employee performance outcomes is explored theoretically and 
tested empirically in the Pakistani banking sector. The sample of the 
study consisted of 224 full-time employees in the banking sector of 
Pakistan. Findings of this study reveal that there exists a signi�cant 
relationship between transformational leadership and employee 
performance outcomes. However, laissez-faire leadership style 
showed negative relationship with employee performance 
outcomes in terms of effectiveness, and employee satisfaction. 
Banking industry in Pakistan is prone to numerous challenges 
including employee turnover. 

3. METHODS AND SAMPLES
This research followed descriptive research design, in order to 
describe the characteristics of employees working in Information 
technology industry about the different leadership styles practicing 
by their leaders and its impact on employees' self-perceived 
outcome behaviour i.e. employees' attitude towards leaders' 
performance and effectiveness. The sample of 300 employees 
working from three Information Technology organizations located 
in DLF IT Park, Chennai were chosen for the study. The samples were 
chosen using Simple random sampling technique from the 
population. The Primary data was collected through the structured 
questionnaire, which includes Leadership styles scale (25 items) and 
Self-perceived outcome behaviour scale (15 items). The Leadership 
style scale has been categorized into �ve sections namely, 
Autocratic leadership (5 items), Transactional leadership (5 items), 
Participative Leadership (5 items), Transformational leadership (5 
items) and Laissez-faire leadership (5 items). Similarly, the self-
perceived outcome behaviour scale has been divided in to three 
sections, such as Leaders' efficiency (5 items), Leaders' competency 
(5 items), and Subordinates' satisfaction (5 items). The IBM SPSS 22.0 
software package was used for data analysis. The primary data was 
analyzed through the multiple regression analysis and correlation 
analysis.

4. RESEARCH MODEL
The research model as shown in �gure 1 was formulated based on 
theoretical concepts and literature review surveyed by the 
researcher. Through this research, the researcher was attempted to 
explore is there any relationship exists between the leadership style 
of the superior and self-perceived outcome behaviour of the IT 
employees towards their leaders' performance and effectiveness.

Hence, the hypothesis of the research is 

There is a signi�cant relationship between the leadership styles of 
the leader and employees' self-perceived outcome behaviour 
towards their leaders and their effectiveness.

5. RESULTS AND DISCUSSION
5.1. Multiple Regression Analysis – Relationship between 
Leadership Styles and Self-perceived Outcome behaviour 
towards their leaders and performance
Regression analysis is concerned with the derivation of an 
appropriate mathematical expression is derived for �nding values 
of a dependent variable on the basis of independent variable. It is 
thus designed to examine the relationship of a variable Y to a set of 
other variables X , X , X ………….X . the most commonly used 1 2 3 n

linear equation in Y=b  X  + b  X  +……+ b X  + b1 1 2 2 n n 0 

Here Y is the dependent variable, which is to be found. X , X … and 1 2,

X  are the known variables with which predictions are to be made n

and b , b  ,….b  are coefficient of the variables.1 2 n

In this study, the dependent variable is the Self-perceived Outcome 
behaviour (Y), Independent variables are Leadership Styles such as 
Autocratic Leadership (X ), Transactional Leadership (X ), 1 2

Participative Leadership (X ), Transformational Leadership (X ), 3 4

Laissez-faire Leadership (X ) are discussed as follows: 5

Hypothesis:
H1a: Leadership Styles have signi�cant in�uence on Self-perceived 
Outcome behaviour towards their leaders and performance.

Dependent variable   :  Self-perceived Outcome behaviour (Y)
Independent variables :  
1. Autocratic Leadership (X )1

2. Transactional Leadership (X )2

3. Participative Leadership (X )3

4. Transformational Leadership (X )4

5. Laissez-faire Leadership (X )5

Table 1: The in�uence of Leadership Styles on Self-perceived 
Outcome behaviour

Note: 1. ** Denotes 1% level of signi�cance

Table 2: The R-square of Self-perceived Outcome behaviour
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Model Sum of 
Squares

Df Mean 
Square

F Sig.

Regression 4607.332 5 921.466 96.625 <0.001**
Residual 1373.262 144 9.537
Total 5980.593 149
a. Dependent Variable: Self-perceived Outcome behaviour (Y)
b. Predictors: (Constant), Autocratic Leadership (X ), Transactional 1

Leadership (X ), Participative Leadership (X ), Transformational 2 3

Leadership (X ) and Laissez-Faire Leadership (X )4 5

Multiple 
Correlat

ion 
Coeffici
ent (R)

R 
Squar

e

Adjus
ted R 
Squar

e

Std. 
Error 
of the 
Estim

ate

Change Statistics
R Sq-
uare 
Chan

ge

F 
Chan

ge

df1 df2 Sig. F 
Change

0.878 0.770 0.762 3.088 0.770 96.625 5 144 <0.001**
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Note: 1. ** Denotes 1% level of signi�cance

Table 2 reveals that the multiple correlation coefficient is 0.878 
measures the degree of relationship between the actual values and 
the predicted values of the Self-perceived Outcome behaviour. 
Because the predicted values are obtained as a linear combination 
of Autocratic Leadership (X ), Transactional Leadership (X ), 1 2

Participative Leadership (X ), Transformational Leadership (X ), and 3 4

Laissez-faire Leadership (X ), the coefficient value of 0.878 indicates 5

that the relationship between adjustment and the �ve independent 
variables is positive.

The Coefficient of Determination R-square measures the 
goodness-of-�t of the estimated Sample Regression Plane (SRP) in 
terms of the proportion of the variation in the dependent variables 
explained by the �tted sample regression equation.  Therefore the 
R-square value is 0.770, which means about 77% of the variation in 
adjustment is explained by the estimated Sample Regression Plane 
(SRP) that uses the Independent Variables such as Autocratic 
Leadership, Transactional Leadership, Participative Leadership, 
Transformational Leadership, and Laissez-faire Leadership.  The R-
squared value is signi�cant at 1 % level.                   

Table 3: Regression Table for Self-perceived Outcome 
behaviour Coefficients

Note:  1. ** Denotes 1% level of signi�cance
 2.   * Denotes 5% level of signi�cance

The Multiple Regression Equation is:  

Self-perceived (Y) = 2.377+ 0.177X  +0.268X  + 1.878X  1 2 3

+0.807X +0.413X Outcome behaviour4 5   

Here the coefficient of X  0.177 represents the partial effect of 1

Autocratic Leadership on self-perceived outcome behaviour 
holding the other variables as constant.  The estimated positive sign 
implies that such effect is positive that self-perceived outcome 
behaviour would increase by 0.177 for every unit of increase in 
Autocratic Leadership and this coefficient value is signi�cant at 5% 
level. 

The coefficient of X  is 0.268, which represents the partial effect of 2

Transactional Leadership on self-perceived outcome behaviour by 
holding other variables as constant. The estimated positive sign 
implies that such effect is positive that self-perceived outcome 
behaviour would increase by 0.268 for every unit of increase in 
Transactional Leadership and this coefficient value is signi�cant at 
5% level.  

The coefficient of X  is 1.878, which represents the partial effect of 3

Participative Leadership on self-perceived outcome behaviour by 
holding other variables as constant.  The estimated positive sign 
implies that such effect is positive that self-perceived outcome 
behaviour would increase by 1.878 for every unit of increase in 
Participative Leadership and this coefficient value is signi�cant at 
1% level.

The coefficient of X  is 0.807, which represents the partial effect of 4

Transactional Leadership on self-perceived outcome behaviour by 
holding other variables as constant.  The estimated positive sign 
implies that such effect is positive that self-perceived outcome 
behaviour would increase by 0.807 for every unit of increase in 
Transactional Leadership and this coefficient value is signi�cant at 
1% level.

The coefficient of X  is 0.413, which represents the partial effect of 5

Laissez-Faire Leadership on self-perceived outcome behaviour by 
holding other variables as constant. The estimated positive sign 
implies that such effect is positive that self-perceived outcome 
behaviour would increase by 0.413 for every unit of increase in 
Laissez-Faire Leadership and this coefficient value is signi�cant at 
1% level.

As per the table 3, it is understood that the standardized coefficient 
value, X ,  i.e., “Participative Leadership” is the most important factor 3  

that improves the self-perceived outcome behaviour in the IT 
Companies followed by X i.e., “Transformational Leadership”,  X i.e., 4, 5, 

“Laissez-faire Leadership”, X i.e., “Transactional Leadership”,  and X2, 1, 

i.e., “Autocratic Leadership”. Hence from the regression analysis, it is 
established that participative leadership style has more in�uence 
towards self-perceived outcome behaviour of the employees 
towards their leaders and their performance while compare to all 
other leadership styles.

5.2. Correlation Analysis
The correlation analysis was used in this research to explore the 
relationship between the types of leadership styles and factors of 
self-perceived outcome behaviour. The table 4 presents the 
correlation coefficients between the chosen variables.

a. Predictors: Autocratic Leadership (X ), Transactional Leadership 1

(X ), Participative Leadership (X ), Transformational Leadership (X ) 2 3 4

and Laissez-Faire Leadership (X )5

b. Dependent Variable: Self-perceived Outcome behaviour

Variables Unstanda
rdized 

Coefficie
nts

Stan
dard
ized 
Coe
ffici
ents

T P 
valu

e

95.0% 
Con�den

ce 
Interval 

for B

Correlations

B
Std. 
Erro

r
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er 

Bou
nd

Upp
er 

Bou
nd

Zero
-ord

er

Part
ial Part

(Constant) 2.37
7

2.83
5

-
0.83

8
0.40

3
-3.22

7
7.98

1
-

- -

Autocratic 
Leadership 

(X )1

0.17
7

0.14
0

0.07
6

1.26
4

0.04
6*

-0.10
0

0.45
4

0.59
7

0.10
5

0.05
0

Transactio
nal 

Leadership 
(X )2

0.26
8

0.22
5

0.08
6

1.19
0

0.03
4*

-0.17
7

0.71
2

0.68
6

0.09
9

0.04
8

Partici-
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Leadership 
(X )3

1.87
8

0.14
4

0.63
6

13.0
66

<0.0
01**

1.59
4

2.16
2

0.75
9

0.73
7

0.52
2

Transforma
tional 

Leadership 
(X )4

0.80
7

0.18
0

0.27
4

4.48
2

<0.0
01**

0.45
1

1.16
3

0.51
6

0.35
0

0.17
9

Laissez-
Faire 

Leadership 
(X )5

0.41
3

0.13
5

0.13
3

3.06
2

0.00
3**

0.14
6

0.67
9

0.31
4

0.24
7

0.12
2

Figure 2: The distribution of 
Self-perceived Outcome 
behaviour

Figure 3: Normal plot of Self-
perceived Outcome 
behaviour
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Table 4 Correlation between factors of Leadership styles and 
self-perceived outcome behaviour

Note: ** Correlation is signi�cant at 1% level
 * Correlation is signi�cant at 5% level

From the above Table 4, it is observed that the correlation coefficient 
between Autocratic Leadership and Leaders' Efficiency is 0.520, 
which indicates 52% positive relationships between them and is 
signi�cant at 1% level. Correspondingly 44.8% positive relationship 
between Autocratic Leadership and Leaders' Competency, 54% 
positive relationship between Autocratic Leadership and 
Subordinates' Satisfaction ,  59.7% between Autocratic 
Leadership and Self-perceived Outcome behaviour. 

The correlation coefficient between Transactional Leadership and 
Leaders' Efficiency is 0.655, which indicates 65.5% positive 
relationships between them and is signi�cant at 1% level. Similarly 
50.7% positive relationship between Transactional Leadership 
and Leaders' Competency, 56.4% positive relationship between 
Transactional Leadership and Subordinates' Satisfaction, 68.6% 
between Transactional Leadership and Self-perceived Outcome 
behaviour.

It is observed that the correlation coefficient between Participative 
Leadership and Leaders' Efficiency is 0.675, which shows 67.5% 
positive relationships between them and is signi�cant at 1% level. 
Similarly 77.9% positive relationship between Participative 
Leadership  and Leaders' Competency ,  41.5% positive 
re l a t i o n s h i p  b e t we e n  Pa r t i c i p a t i ve  L e a d e r s h i p  a n d 
Subordinates' Satisfaction, 75.9% between Participative 
Leadership and Self-perceived Outcome behaviour.

I t  is perceived that the correlation coefficient between 
Transformational Leadership and Leaders' Efficiency is 0.426, 
which speci�es 42.6% positive relationships between them and is 
signi�cant at 1% level. In the same way, 25.1% positive relationship 
between Transformational  Leadership  and Leaders' 
C o m p e t e n c y ,  6 5 . 9 %  p o s i t i v e  r e l a t i o n s h i p  b e t w e e n 
Transformational Leadership and Subordinates' Satisfaction, 
51.6% between Transformational Leadership and Self-perceived 
Outcome behaviour.

It is witnessed that the correlation coefficient between Laissez-
Faire Leadership and Leaders' Efficiency is 0.195, which speci�es 
19.5% positive relationships between them and is signi�cant at 5% 
level. whereas, 26.9% positive relationship exists between Laissez-
Faire Leadership and Leaders' Competency, 33.2% positive 
re l a t i o n s h i p  b e t we e n  L a i s s e z - Fa i r e  L e a d e r s h i p  a n d 
Subordinates' Satisfaction, 31.4% between Laissez-Faire 
Leadership and Self-perceived Outcome behaviour.

It is detected that the correlation coefficient between Leadership 
styles and Leaders' Efficiency is 0.678, which indicates 67.8% 
positive relationships between the above mentioned variables and 
is signi�cant at 1% level. Likewise, 61.7% positive relationship 
between Leadership styles and Leaders' Competency, 68.9% 
posit ive relat ionship between Leadership st yles and 
Subordinates' Satisfaction, 78.8% between Leadership styles 
and Self-perceived Outcome behaviour.

The results of correlation analysis clearly explains that there is a 
robust relationship between the types of leadership styles and 
employees' perception towards their leaders' performance and 
effectiveness. The strong relationship (i.e. 0.779) exists between 
participative leadership and leaders' competency and the weak 
relationship (i.e. 0.195) exists between Laissez-faire leadership and 
leaders' efficiency. However, most of the correlation coefficients 
values are above 0.5, i.e. 50% relationship exists between the 
variables.

6. CONCLUSION
The outcome of the study indicates that there is a signi�cant 
association between the leadership styles practiced by the leader 
and the employees' self-perception outcome behaviour towards 
leaders' performance and effectiveness. Hence, it is concluded that 
the leader has to choose appropriate leadership style based on the 
subordinate skills, knowledge and their abilities, because practice of 
single leadership style among variety of employees will not fetch 
the desired results. The use of appropriate leadership style will yield 
better satisfaction of the subordinates about their leaders' 
competency and efficiency.
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