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- STRACT The major objective was to determine influence of leadership styles and competency on performance of fabric

manufacturing Industries at Tirupur, Tamilnadu, India. Major leadership styles were considered for the study. The
data were collected from 55 fabric manufacturing industries. A sample of 188 project leader/manager was considered purposely for the
study. The study was descriptive and found that Democratic Leadership, laissez-faire Leadership, Transactional Leadership and Servant
Leadership are significant and having positive effect on organizational performance, which reveals the employees freedom of work, little
supervision and cordial relation with the leaders. Competency has a positive and significant influence on the organizational performance.

2. INTRODUCTION:

Lee and Chuang (2009), explain that the excellent leader not
only inspires subordinate’s potential to enhance efficiency but
also meets their requirements in the process of achieving organ-
izational goals. Studies have suggested that effective leadership
behaviours can facilitate the improvement of performance when
organizations face these new challenges (McGrath and MacMil-
lan, 2000; Teece, Pisano and Shuen, 1997). Mehra, Smith, Dixon
and Robertson (2006) argue that when some organizations seek
efficient ways to enable them outperform others, a longstanding
approach is to focus on the effects of leadership. Team leaders
are believed to play a pivotal role in shaping collective norms,
helping teams cope with their environments, and coordinating
collective action. This leader-centered perspective has provided
valuable insights into the relationship between leadership and
team performance (Guzzo and Dickson, 1996).

3. THEORETICAL CONCEPTS:

1. Autocratic Leadership

Authoritarian leaders, also known as autocratic leaders, provide
clear expectations for what needs to be done, when it should
be done, and how it should be done. There is also a clear divi-
sion between the leader and the followers. Authoritarian leaders
make decisions independently with little or no input from the
rest of the group.

2. Democratic Leadership

Democratic leadership is generally the most effective leadership
style. Democratic leaders offer guidance to group members, but
they also participate in the group and allow input from other
group members.

3. Laissez-faire Leadership

Delegative leaders offer little or no guidance to group members
and leave decision-making up to group members. While this
style can be effective in situations where group members are
highly qualified in an area of expertise, it often leads to poorly
defined roles and a lack of motivation.

4. Transactional Leadership

Transactional leadership, also known as managerial leadership,
focuses on the role of supervision, organization and group per-
formance.

5. Transformational Leadership

Transformational leadership enhances the motivation, morale,
and job performance of followers through a variety of mecha-
nisms. These include connecting the follower’s sense of identity
and self to the project and the collective identity of the organi-
zation; being a role model for followers that inspires them and
makes them interested; challenging followers to take greater
ownership for their work, and understanding the strengths and
weaknesses of followers, so the leader can align followers with

tasks that enhance their performance.

6. Servant Leadership

Servant leadership is both a leadership philosophy and set of
leadership practices. Traditional leadership generally involves
the accumulation and exercise of power by one at the “top of the
pyramid” By comparison, the servant-leader shares power puts
the needs of others first and helps people develop and perform
as highly as possible.

7. Situational leadership

Situational leadership is that there is no single “best” style of
leadership. Effective leadership is task-relevant, and the most
successful leaders are those that adapt their leadership style to
the maturity of the individual or group they are attempting to
lead or influence. Effective leadership varies, not only with the
person or group that is being influenced, but it also depends on
the task, job or function that needs to be accomplished.

8. Bureaucratic leadership

Bureaucratic leadership is leadership based upon fixed official
duties under a hierarchy of authority, applying a system of rules
for management and decision-making. This style of leadership
can be advantageous in highly regulated lines of business, and
it can be an efficient management style in companies that don’t
require much creativity or innovation from employees.

LEADERSHIP COMPETENCY:

Competence (or competency) is the ability of an individual to
do a job properly. A competency is a set of defined behaviors
that provide a structured guide enabling the identification, eval-
uation and development of the behaviors in individual employ-
ees. The term “competence” first appeared in an article authored
by R.W. White in 1959 as a concept for performance motivation.
T.F. Gilbert (1978) who used the concept of competency with
the relationship to performance improvement. Competencies
provide organizations with a way to define in behavioral terms
what it is that people need to do to produce the results that the
organization desires, in a way that is in keep with its culture. By
having competencies defined in the organization, it allows em-
ployees to know what they need to be productive. When prop-
erly defined, competencies, allows organizations to evaluate the
extent to which behaviors employees are demonstrating and
where they may be lacking. For competencies where employees
are lacking, they can learn. This will allow organizations to know
potentially what resources they may need to help the employee
develop and learn those competencies

1. Emotional Competency

Emotional competence refers to one’s ability to express or re-
lease one’s inner feelings (emotions). It implies an ease around
others and determines one’s ability to effectively and successfully
lead and express. It is described as the essential social skills to
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Table 3- Showing the relations of leadership style and organizational performance

S.No |Leadership styles 1 2 3 4 5 6 7 8 9
1 Organisational Performance 1.000
2 Autocratic Leadership -203% 1.000
3 Democratic Leadership 0.340%* 0.136 1.000
4 laissez-faire Leadership 0.410%* 0.310* 0.510%*  |1.000
5 Transactional Leadership -279%% 0.160%* 0.216 0.177 1.000
6 Transformational Leadership 0.690** 0.428* 0.258 0.270*  ]0.152 1.000
7 Servant Leadership 0.258%* 0.173 0.203 -370* -278 0.326  [1.000
8 Situational leadership 0.318* 0.248* 0.351*  ]0.339%  [0.264 0.193 [0.216 1.000
9 Bureaucratic leadership -.490** 0.318* 0.276 0.302 0.151* |0.194 [0.272  [0.216 1.000
Note: **P<.001 * P<.05

laissez-faire

. 064 0.064 {0.092 1.007 [0.315

The result in table 4 shows that leadership styles have both posi- Leadership
tive and negative relationship with organizational performance. Transactional
Democratic Leadership, laissez-faire Leadership, servant Lead- Leadership 444 0.050 |0.601 8.824 10.000
ership, Transformational Leadership and Situational leadership Transformational
have positive effect on the Organisational Performance and Au- Leadership -140 0.088 |-.166 -1.595 10.112
tocratic Leadership Transactional Leadership and Bureaucratic Servant
leadership have negative effect on organizational performance. Leadership -041 0.059 |-.050 -696 0.487
This implies that Autocratic, Transactional and Bureaucratic Situational

leadership -.319 0.072 |-.365 -4.401 (0.000
Style of leadership does not encourage employees to perform as Bureaucratic
predictable. These styles of leadership may discourage the em- leadership -172 -069 |-.163 -2.469 |0.000
ployees.

Table 4-Model Summary®

Adjusted R |Std. Error of |Durbin-
Model |R R Square Square the Estimate |[Watson
1 0.801%|0.641 0.625 0.484 2.094

a. Predictors: (Constant), Autocratic Leadership, Democratic
Leadership,laissez-faire Leadership, Transactional Leadership,
Transformational Leadership, Servant Leadership, Situational
leadership, Bureaucratic leadership

b. Dependent Variable: Organisational Performance
Table 5-ANOVA*

Model 1 ggﬁ;;)efs df Mean Square |F Sig.
Regression|75.104 8 9.388 39.993 |0.000°
Residual [42.018 179 |0.235

Total 117.122 187

a. Dependent Variable: Organisational Performance

b. Predictors: (Constant), Autocratic Leadership, Democratic
Leadership,laissez-faire Leadership, Transactional Leadership,
Transformational Leadership, Servant Leadership, Situational
leadership, Bureaucratic leadership

Table 6-Coefficients*

Unstandardized |Standardized
Model 1 Coefficients Coefficients ¢ Sig.
Std.
B Beta
Error
Constant 4.403 0.468 9.411 (0.000
Autocratic 097 {0072 |0074 1355 [0.177
Leadership
Democratic 051 [0.044 |-077 -1.147 0253
Leadership

a. Dependent Variable: Organisational Performance

Testing of hypothesis:

Ho: Leadership styles have no significant effect on the or-
ganizational performance.

From the tables 4,5 and 6 result shows that leadership styles
(Autocratic, Democratic, laissez-faire, Transactional, Transfor-
mational, Servant, Situational and Bureaucratic leadership) were
jointly predicting the organizational performance {F (8, 179) =
39.993; R? = 0.64; P <.05)}. These variables jointly explained 64%
of the variance of organizational performance, while the remain-
ing 36% could be due to the effect of unrelated variables.

Transformational Leadership ((f= -0.092; t = 1.007; P>0.05), situ-
ational leadership (B= -0.365; t = -4.401; P >0.05) and Bureau-
cratic leadership (B= -0.163; t = -2.469; P>0.05) are insignificant
and having negative effect. Democratic Leadership, laissez-faire
Leadership, Transactional Leadership and Servant Leadership
are significant and having positive effect on organizational per-
formance. The estimated regression equation is written as

Organisational Performance = 4.403 +.097(Autocratic Leader-
ship) -.051(Democratic Leadership + .064(laissez-faire Leader-
ship) + 0.444(Transactional Leadership) -.140(Transformational
Leadership) -.041(Servant Leadership) -.319(Situational leader-
ship) -.172(Bureaucratic leadership)

Table 7- Showing the relations of leadership Competency
and organizational performance

S.No |Competency 1 2 3 4

1 Organisational 1.000
Performance

2 Emotional Competency [0.426* |1.000

3 lganage“al 0.273** [0.265  [1.000
ompetency

4 |{tellectual 0.570** |0.385* |0.438* [1.000
ompetency

Note: **P<.001 * P<.05
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The result in table 7 shows that leadership competency have
both positive relationship with organizational performance.
Emotional Competency, Managerial Competency and Intellec-
tual Competency have jointly had an effect on Organisational
Performance.

Table 8-Model Summary®

Adjusted R |Std. Error of |Durbin-
Model |R R Square Square the Estimate |Watson
1 0.635*|0.403 0.425 0.414 1.420

a. Predictors: (Constant), Emotional Competency, Managerial
Competency, Intellectual Competency
b. Dependent Variable: Organisational Performance

Table 9-ANOVA*

Model 1 |G ol |dr [geen,  F Sig.
Regression [18.372 3 6.124 26.059 0.000°
Residual 42.018 184 |0.235

Total 117.122  |187

a. Dependent Variable: Organisational Performance
b. Predictors: (Constant), Emotional Competency, Managerial
Competency, Intellectual Competency

Table 10-Coefficients®

Unstandardized [Standardized
Model 1 Coefficients Coefficients |¢ Sig.
B Std. Error |Beta
(Constant) [4.221 |[.568 7432 |0.000
]ém"ti"nal 0.064 |0.063 0.083 1012 (0313
ompetency
ganagerial -053 0.089 -.049 -598  |0.551
ompetency
iuellectual | o o072 |-.099 -1327 (0186
ompetency

a. Dependent Variable: Organisational Performance

Testing of hypothesis:

Ho: Leadership competency has no significant effect on the
organizational performance.

From the tables 8,9 and 10, result shows that leadership com-
petence (Emotional Competency, Managerial Competency and
Intellectual Competency) were jointly predicting the organiza-
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tional performance {F (3, 184) = 26.059; R? = 0.40; P <.05)}. These
variables jointly explained 40% of the variance of organizational
performance, while the remaining 60% could be due to the ef-
fect of unrelated variables. Emotional Competency, Managerial
Competency and Intellectual Competency are significantly in-
fluence the organizational performance. The estimated regres-
sion equation is written as Organisational Performance =4.221
+ 0.064 (Emotional Competency) -.053 (Managerial Competency
-.096(Intellectual Competency)

5. CONCLUSION

This study has investigated the effect of leadership style and
Competency on organizational performance in fabric industries.
The results of this study revealed that there is a strong relation-
ship between leadership style, Competence and organizational
performance. Based on the findings of this study, it can be con-
cluded that leadership style has both positive and negative effect
on organizational performance. The study found that Democrat-
ic Leadership, laissez-faire Leadership, Transactional Leadership
and Servant Leadership are significant and having positive effect
on organizational performance shows the employees freedom
of work, little supervision and cordial relation with the leaders.
Competency has a positive and significant influence on the or-
ganizational performance.
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