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ABSTRACT
The aim of this paper is to study the leader armbslinate perception on leadership styles in putdink

and private bank sectors. A sample of 350 employ#epublic bank sector (Andhra bank) and 350

employees of private bank sectors (ICICI Bank) tedekn for the purpose of the study. The coastatichis

of Andhra Pradesh such as, Krishna, Nellore an&a3ean have been purposively selected for the presen

study. leaders perceived leader closely monitorpl@yees to ensure they are performing correctiyglée

likes the power that his leadership position hadder subordinates must be directed or threatendéd w

punishment by the leaders in public sector wherpriagte banks it is always tried to include onenmre

employees in determining what to do and how totdemployees are informed about what has to be dane

and how to do it. Subordinates perceived employseggestions are not considered and also no time
them, leader likes the power that his leadershigitipm holds over subordinates, leader likes to hise
leadership in public sector but private sectorsléedikes the power that his leadership positioldsi@ver

subordinates, Employees have the right to deterthigie own organizational objectives.
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there is realization that it is effective leadepsthat importance, the study also gave a direction to the
can help organizations make the critical transition policy makers to increase the commitment of their
from intention to implementation, potential to employees by changing the leadership style in the
performance and policy to practice. organization§ The leaders who were strongly
Leadership is a process in which a leader attetopts motivated by efficiency concerns and were likely to
influence his or her followers to establish and be more goal-oriented. Due to this, these leaders
accomplish a goal or goals. In order to accomplishmight be less inclined to consider the possible
the goal, the leader exercises his or her power tooutcomes of their decisions for the other team
influence people. That power is exercised in earlie members (relative to the outcomes for themselves).
stages by motivating followers to get the job done Such leaders may have a high propensity to opt for
and in later stages by rewarding or punishing thosean autocratic leadership style

who do or do not perform to the level of expectatio Extroversion was the personality trait, which was
Leadership is a continuous process, with thefound to be significant with Leading Change. This
accomplishment of one goal becoming the beginningrevealed that in order for the manager to bringuabo
of a new goal. change, he/she had to be extroverted. Bringingtabou
The preferred styles of Malaysian managers werechange required influencing the followers and
participative and consultative. This study had comeinfluencing followers cannot exist without manager’
up with a new leadership style, which was named bydirect contact with them. The researcher believed
the researcher as involvement leadership stylestwhi that a leader cannot bring about change if he/she
reflected the extent to which the leader got inedlv  were introverted. Bringing about change in the
with the activites of the employees organization was a very challenging task. Therefore
Transformational leadership style helped the leaderf the leader was not extroverted enough to infagen

in enhancing their employees’ trust and commitment.the followers and lead change, it would be difficul
Transformational leader gave the solution of the for change to be brought about. Managers who were
problems frequently, which enhanced motivation and extroverted were assertive, energetic and dominant.
commitment of employée In many organizations, They also seek out positions of authority. These
especially public ones, transformational leadershiptraits were important for them to bring about
was more effective than transactional leadership.chang® The four dimensions to magnify its
Skilled transformational managers had the ability qualities including charisma, individual
tosupport and educate employees, while challengingconsideration, intellectual stimulation and
them to stretch themselves in order to do theisjob inspiration. In addition, it was actually a leadeps

By their own behaviour, such transformational that got people to do more in achieving high
managers offered an imitation model and helpedperformance. The special qualities that often
encourage the employees in their efforts to promotecharacterized transformational leaders include
aims and goafs vision, charisma, symbolism, empowerment,
Transformational and transactional leadership intellectual stimulation and integrity. Actuallyete
positively correlated with the job success and were two types of leadership that fell under
satisfaction while transformational leadership fdun transformational leadership, which were charismatic
more significant and strong relationship with job and visionary leaderstip The variations in
success and career satisfaction as compared tteadership styles came from the different workforce
transactional leadership. They also investigater th ideas and also leadership styles varied culture to
relationship of employee value with organizational culture. The leadership style and its impact on
culture and how to provoke a sense of commitmentculture found that transactional leaders operatea i

in employee to increase the level of attachmernit wit boundary of existing culture, while transformation
the organization which reduced the employeeleaders operated to align the culture of the
turnover and absenteeism. While discussing itsorganization with vision of the organizatfon
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There was no universally accepted leadership styleselected public bank and private sector was andlyze
applicable to hospitality industry. Managers should by collecting the data from ANDHRA BANK and
adapt their leadership style to the new requiresjent ICICI Bank from districts of coastal Andhra of
both in the internal, as well as the external Andhra Pradesh namely, Nellore, Prakasam and
environment of the enterprise. The often repeatedKrishna with a sample size of 700.

statement that the democratic leadership style was

the best choice could be wrong because, in SoOmeMETHODOLOGY

conditions, it was necessary to apply the autarrati To study the difference between perceptions of
leadership style, if this step could assist theagan leadership styles of leaders, perception of ledwiers
to accomplish the organizational gdalk the past, styles of subordinates both public and private bank
most of the workforce were not well educated, hencesectors t-test and weighted mean is worked out.

the authoritative type of leadership were needed to

ensure that the employees able to function towardsRESULTS AND DISCUSSION

achieving the organizational goals and objective. Research Hypotheses

However, nowadays most of the employees wereFirst Hypothesis

well educated, exposed to the new era ofThere is no significant difference in perception of
modernization, and not to mention with the digital leadership styles among the leaders in public bank
age, the knowledge and expectation of theand private sector.

employees were vast. In order, not to frustrate theSecond Hypothesis

employees further, a manager should haveThere is no significant difference in perception of
charismatic qualities in leading the subordinates o leadership styles among the subordinates in public
employees. By having a charismatic leaders orbank and private sector.

managers the employees would feel that they werd_eader’s perception-leadership styles

special, accepted or established in the organizatio The perception of the leadership styles of leaders
empowered, able to respect the leader as beingegarding decision making, participation of
extraordinary and tangible in the workplace. Inrsho employees, communication of vision, setting of
having these qualities would indirectly motivate th priorities to employees, delegation of authority,
employees to spend more hours working and kept ugeadership  power, process of monitoring,
contributing to the organization improvement and motivational practices, encouraging creativity in
achievemerif. The behaviour of both leadership employees, participation, responsibility ~when
styles considered strong determinant of organimatio something goes wrong, resolving the conflicts ile ro
success. It also concluded that transformationaldifferences, commitment for achieving objectives,
leadership had higher effect than transactionalself direction in ANDHRA BANK and ICICI Bank
leadership for quality improvement in the are analyzed by working out weighted mean and t-

organization’. test and the results presented in Table No.1.

In ANDHRA BANK, the results show that new hires
METHODOLOGY AND SAMPLING are not allowed to make any decisions unless it is
Sample Design approved by leader, leader closely monitors

The secondary and primary data are collected fromemployees to ensure they are performing correctly,
the sources of the selectedorganizations in paloiic ~ Leader likes the power that his leadership position
private sectors, this viz., Andhra bankand ICICI holds over subordinates and employees must be
Bank and their employees covering the districts directed or threatened with punishment in order to
ofCoastal Andhra in Andhra Pradesh. The ANDHRA get them to achieve the organizational objectives a
BANK in public bank sector and the ICICI Bank in almost always true as perceived by the leaders in
private sector is purposively selected for the ytud ANDHRA BANK.

due to familiarity of the researcher. The leadgx$hi
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The results also indicate that it is always tried t likes to share his leadership power with my
include one or more employees in determining whatsubordinates, employees know how to use creativity
to do and how to do it, employee’s suggestions areand ingenuity to solve organizational problems and
not considered and also no time for them, employeesemployees can lead themselves just as well asrleade
are informed about what has to be done and how taan are almost never true perceived by the leaders
do it, E-mails, memos or voice mails are sent tb ge ANDHRA BANK.

the information and the meeting is called verylsare While in the ICICI Bank, the results indicate titas

and employees are then expected to act upon thalways tried to include one or more employees in
information, leader delegates tasks in order todetermining what to do and how to do it, employees
implement a new procedure or process, when therare informed about what has to be done and how to
are differences in role expectations, leader worksdo it, leader closely monitors employees to ensure
with them to resolve the differences, leader lik@s they are performing correctly and leader likes the
use his leadership power to help subordinates growpower that his leadership position holds over
and employees seek mainly security are frequentlysubordinates are almost always true as perceived by
true as perceived by the leaders in ANDHRA the leaders.

BANK. The results show that it is always retained thalfin
Employees always vote whenever a major decisiondecision making authority within the department or
has to be made, when things go wrong and there is ¢eam, employee ideas and input are sought for an
need to create a strategy to keep a project olepsoc upcoming plans and projects, when things go wrong
running on schedule, by calls a meeting to getand there is a need to create a strategy to keep a
employee's advice and workers know more aboutproject or process running on schedule, by calls a
their jobs than me, so leader allows them to canty  meeting to get employee's advice, employees are
the decisions to do their job are occasionally siee allowed to determine what needs to be done and how
perceived by the leaders in ANDHRA BANK. to do it, leader asks employees for their vision of
From the table, it is clear that it is always re¢al where they see their jobs going and then use their
the final decision making authority within the vision where appropriate, leader allows employees t
department or team, leader asks employees for theiset priorities with his guidance, leader delegates
vision of where they see their jobs going and thentasks in order to implement a new procedure or
use their vision where appropriate, when somethingprocess, when there are differences in role
goes wrong, leader tells employees that a procedurexpectations, leader works with them to resolve the
iIs not working correctly and he establishes a newdifferences, leader likes to use his leadershipgvow
one, leader allows employees to set priorities withto help subordinates grow, employees must be
his guidance, employees will exercise self-directtio directed or threatened with punishment in order to
if they are committed to the objectives and getthem to achieve the organizational objectives a
employees have the right to determine their ownemployees seek mainly security are frequently true
organizational objectives are seldom true asas perceived by the leaders in the ICICI Bank.
perceived by the leaders in ANDHRA BANK. The results also indicate that employees always vot
Employee ideas and input are sought for anwhenever a major decision has to be made, for a
upcoming plans and projects, for a major deciston t major decision to pass in my department, it must
pass in my department, it must have the approval othave the approval of each individual or the mayorit
each individual or the majority, environment is environment is created where the employees take
created where the employees take ownership of thewnership of the project and allow them to
project and allow them to participate in the dewisi  participate in the decision making process, newsir
making process, employees are allowed to determinere not allowed to make any decisions unless it is
what needs to be done and how to do it, eachapproved by leader, each individual is responsible
individual is responsible for defining their jolealder  for defining their job, employees will exercise fsel
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direction if they are committed to the objectives, From the results, it is observed that employees
employees know how to use creativity and ingenuity always vote whenever a major decision has to be
to solve organizational problems and employees camrmade, E-mails, memos or voice mails are sent to get
lead themselves just as well as leader can ardhe information and the meeting is called very Isare
occasionally true as perceived by the leaders én th and employees are then expected to act upon the
ICICI Bank. information, when something goes wrong, leader
The t-value of 36.924 is significant at one pertcen tells employees that a procedure is not working
level indicating that there is a significant difece  correctly and he establishes a new one, leader
in perception of leadership styles among the leader delegates tasks in order to implement a new
in ANDHRA BANK and ICICI Bank. Hence, the procedure or process, when there are differences in
null hypothesis of there is no significant diffecen role expectations, leader works with them to resolv
in perception of leadership styles among the leader the differences, employees will exercise self-
in public bank and private sector is rejected. direction if they are committed to the objectivesla
employees can lead themselves just as well asrleade
SUBORDINATES PERCEPTION LEADERSHIP can are occasionally true as perceived by the
STYLES subordinates in ANDHRA BANK.
The perception of the leadership styles of From the above table, it is clear that when thiggs
subordinates regarding decision making, wrong and there is a need to create a strateggdp k
participation of employees, communication of a project or process running on schedule, by ealls
vision, setting of priorities to employees, delégat meeting to get employee's advice, leader asks
of authority, leadership power, process of employees for their vision of where they see their
monitoring, motivational practices, encouraging jobs going and then use their vision where
creativity in employees in ANDHRA BANK and appropriate, Workers know more about their jobs
ICICI Bank are analyzed by working out weighted than me, so leader allows them to carry out the
mean and t-test and the results presented in Tableecisions to do their job and leader allows
No.2. employees to set priorities with his guidance are
In ANDHRA BANK, the results indicate that seldom true as perceived by the subordinates in
subordinates’ suggestions are not considered angANDHRA BANK.
also no time for them, leader likes the power that  The results also indicate that it is always retaitie
leadership position holds over subordinates, leadeffinal decision making authority within my
likes to use his leadership power to help subotda department or team, it is always tried to include o
grow, employees must be directed or threatened withor more employees in determining what to do and
punishment in order to get them to achieve thehow to do it, employee ideas and input are sought f
organizational objectives and employees seek mainlyan upcoming plans and projects, for a major degisio
security are almost always true as perceived by theo pass in my department, it must have the approval
subordinates in ANDHRA BANK. of each individual or the majority, environment is
The results also show that subordinates are infdrme created where the employees take ownership of the
about what has to be done and how to do it, newproject and allow them to participate in the dexisi
hires are not allowed to make any decisions uritess making process, employees are allowed to determine
is approved by leader, leader closely monitorswhat needs to be done and how to do it, each
employees to ensure they are performing correctly,individual is responsible for defining their jobdan
employees have the right to determine their ownleader likes to share his leadership power with my
organizational objectives and employees know howsubordinates are almost never true perceived by the
to use creativity and ingenuity to solve subordinates in ANDHRA BANK.
organizational problems are frequently true asin ICICI Bank, the results show that employees are
perceived by the subordinates in ANDHRA BANK. informed about what has to be done and how to,do it
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leader asks employees for their vision of whereg the

see their jobs going and then use their vision wher The results also indicate that it is always retaities
appropriate, leader delegates tasks in order tdinal decision making authority within my
implement a new procedure or process, leaderdepartment or team, employees always vote
closely monitors employees to ensure they arewhenever a major decision has to be made, when
performing correctly, leader likes the power thest h things go wrong and there is a need to create a
leadership position holds over subordinates, strategy to keep a project or process running on
Employees have the right to determine their ownschedule, by calls a meeting to get employee's
organizational objectives, employees seek mainlyadvice, leader likes to share his leadership power
security and employees know how to use creativitywith my subordinates and employees must be
and ingenuity to solve organizational problems aredirected or threatened with punishment in order to
almost always true as perceived by the subordinates get them to achieve the organizational objectives a
The results show that employee ideas and input ar@ccasionally true as perceived by the subordinates
sought for an upcoming plans and projects, E-mails,the ICICI Bank.

memos or voice mails are sent to get the informatio From the results, it is observed that it is alwaiexd

and the meeting is called very rarely and employeedo include one or more employees in determining
are then expected to act upon the information,what to do and how to do it, employee’s suggestions
employees are allowed to determine what needs tare not considered and also no time for them, for a
be done and how to do it, new hires are not allowedmajor decision to pass in my department, it must
to make any decisions unless it is approved byhave the approval of each individual or the mayorit
leader, workers know more about their jobs than me,and environment is created where the employees
so leader allows them to carry out the decisiordoto take ownership of the project and allow them to
their job, when something goes wrong, leader tellsparticipate in the decision making process are
employees that a procedure is not working correctlyseldom true as perceived by the subordinates in the
and he establishes a new one, leader allowdCICI Bank.

employees to set priorities with his guidance, whenThe t-value of 57.826 is significant at one pertcen
there are differences in role expectations, leaderevel indicating that there is a significant ditece
works with them to resolve the differences, eachin perception of leadership styles among the
individual is responsible for defining their jolealder  subordinates in public bank and ICICI Bank.
likes to use his leadership power to help subotdma Therefore, the null hypothesis of there is no
grow, employees will exercise self-direction if yhe significant difference in perception of leadership
are committed to the objectives and employees carstyles among the subordinates in public bank and
lead themselves just as well as leader can arerivate sector is rejected.

frequently true as perceived by the subordinates in

the ICICI Bank.
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Table No.1: Perception of Leadership Styles of Leaals in ANDHRA BANK and ICICI Bank

ANDHRA BANK ICICI Bank ‘
N L hip Styl i i [
S.No eadership Styles Weighted Status Weighted Status | Value Sig
Mean Mean
1 Itis alwa)_/s rej[allned the final decision making 197 ST 367 T ] ]
authority within my department or team
It is always tried to include one or more
2 employees in determining what to do and how 4.54 FT 4.53 AAT - -
to do it
3 Employees glyvays vote whenever a majo 393 oT 376 oT ) ]
decision has to be made
4 Employee’s suggestl_ons are not considered and4l11 FT 172 ST ) )
also no time for them
5 Employee |de_as and input are gought for an 1.42 ANT 4.20 FT ] )
upcoming plans and projects
For a major decision to pass in my department,
6 it must have the approval of each individual jor 1.75 ANT 3.23 oT - -
the majority
7 Employees are informed about yvhat has to|be 410 o7 471 AAT ) )
done and how to do it
When things go wrong and there is a need to
3 crea}te a strategy to keep a project Or process ,, . oT 4.65 T ) ]
running on schedule, by calls a meeting to get
employee's advice
E-mails, memos or voice mails are sent to get
9 the information and the meeting is called very 364 FT 2 65 ST ) )
rarely. Employees are then expected to act ypon
the information
Environment is created where the employees
10 | take ownership of the project and allow them to 1.23 ANT 3.11 OT | 36.9240.01
participate in the decision making process
Employees are allowed to determine what
1 needs to be done and how to do it 147 ANT 3.65 FT
12 New hires are not allowed to make any 4.82 AAT 3.23 oT ) )
decisions unless it is approved by leader
Leader asks employees for their vision of where
13 they see their jobs going and then use thejr 2.43 ST 4.19 FT - -
vision where appropriate.
Workers know more about their jobs than me,
14 | so leader allows them to carry out the decisipns 3.37 oT 1.86 ST - -
to do their job
Available online: www.uptodateresearchpublicatiomc January - June 7




Gella.Sireeshaet al. / International Journal of Arts and Science Research. 1(1), 2014, 1-11.

When something goes wrong, leader tells

15 employees that a procedure is not working  1.71 ST 2.09 ST
correctly and he establishes a new one
16 Leader allows employees to set priorities with 537 ST 418 ET
his guidance
17 Leader delegates tasks in order to implement a4l07 ET 4.28 ET
new procedure or process
18 Leader closely monltors.employees to ensure 4.74 AAT 481 AAT
they are performing correctly
When there are differences in role expectations,
19 leader works with them to resolve the 3.79 FT 4.07 FT
differences
20 Each individual is rejsopg)nsmle for defining their 127 ANT 277 oT
21 Leader |.|I_<es the power that hIS. leadership 403 AAT 481 AAT
position holds over subordinates
29 Leader likes to use hls leadership power to relp?)l78 FT 413 FT
subordinates grow
23 Leader likes to share hls.leadershlp power with 192 ANT 297 ST
my subordinates
Employees must be directed or threatened with
24 punishment in order to get them to achieve the 4.86 AAT 421 FT
organizational objectives
25 Employees will e_xeruse self-d.|rec.t|on if they 507 ST 391 oT
are committed to the objectives
26 Employees have.the. right to _detgrmme thelr 219 ST 226 ST
own organizational objectives
27 Employees seek mainly security 4.03 F 4.0]
28 !Emplo;_/ees know how tq usg creativity and 117 ANT 576 oT
ingenuity to solve organizational problems
29 Employees can lead themselves just as well| as 124 ANT 3.43 oT

leader can

Source: Primary and Computed Data
AAT= Almost Always True if Weighted Mean5s00

Note:

FT= Frequently True if Weighted Meari00
OT= Occasionally True if Weighted Maar3.
ST= Seldom True if weighted mean is 2.00
ANT= Always Never True if weighted mean

00

is 1.00.
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Table No.2: Perception of Leadership Styles of Subdinates in ANDHRA BANK and ICICI Bank

ANDHRA BANK ICICI Bank
S.No Leadership Styles Weighte Status Weighted Status t-Value | Sig
d Mean Mean
It is always retained the final decision
1 making authority within my department gqr 1.21 ANT 2.34 oT - -
team.
It is always tried to include one or more
2 employees in determining what to do and 1.15 ANT 2.34 ST - -
how to do it
3 Employees glyvays vote whenever a major 305 oT 30 oT ] )
decision has to be made
4 Employee’s suggestpns are not considefed 461 AAT 523 ST ) )
and also no time for them
5 Employee |de.as and input are gought forjan 1.45 ANT 4.32 FT ) )
upcoming plans and projects
For a major decision to pass in my
6 department, it must have the approval of 1.12 ANT 2.14 ST - -
each individual or the majority
; Employees are informed about yvhat has|to 4.64 o7 4.64 AAT ) )
be done and how to do it
When things go wrong and there is a need to
3 creatg a strategy to keep a project or process_L 44 ST 3.45 oT ] ]
running on schedule, by calls a meeting to
get employee's advice
E-mails, memos or voice mails are sent fo
9 get the information and the meeting is called 276 oT 3.80 FT ) )
very rarely. Employees are then expected to
act upon the information
Environment is created where the
10 | Smployees take ownership ofthe projegt , o |\ | 533 ST | 57.826 00
and allow them to participate in the decision
making process
Employees are allowed to determine what
1 needs to be done and how to do it 1.45 ANT 3.82 FT
12 Ne\./v.hlres are nqt gllowed to make any 3.65 FT 412 FT ) )
decisions unless it is approved by leader
Leader asks employees for their vision of
13 | where they see their jobs going and then juse2.24 ST 4.3 AAT - -
their vision where appropriate
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Workers know more about their jobs than
14 me, so leader allows them to carry out the 2.86 ST 4.02 FT - -
decisions to do their job

When something goes wrong, leader tells
15 | employees that a procedure is not working 3.25 oT 414 FT - -
correctly and he establishes a new one

Leader allows employees to set priorities

16 with his guidance 216 ST 3 i - -

17 . Leader delegates tasks in order to 3.86 oT 468 AAT - -
implement a new procedure or process

18 Leader closely monitors employees to 4.94 ET 472 AAT - -

ensure they are performing correctly

When there are differences in role
19 expectations, leader works with themtq 2.75 oT 4.04 FT - -
resolve the differences

20 Each individual is r_es.pon5|ble for defining 1.22 ANT 372 FT i i
their job
21 Leader I.|I.<es the power that hls.leadersh p 4.34 AAT 4.90 AAT ) )
position holds over subordinates
29 Leader likes to use h.|s leadership power|to 4.75 AAT 4.46 FT ) )
help subordinates grow
23 Leader likes to share his leadership power 112 ANT 324 oT ) )

with my subordinates

Employees must be directed or threatenged
24 with punishment in order to get them to|, 4.86 AAT 3.40 oT - -
achieve the organizational objectives

Employees will exercise self-direction if

they are committed to the objectives 3.23 oT 4.24 FT - )

25

Employees have the right to determine their

L o 4.54 FT 4. AAT - -
own organizational objectives

26

27 Employees seek mainly security 4.64 AAT 4.82 AAT - -

Employees know how to use creativity and

. . . 4.73 FT 4.82 AAT - -
ingenuity to solve organizational problems

28

Employees can lead themselves just as well

3.12 oT 3.68 FT - -
as leader can

29

Source: Primary and Computed Data

Note: AAT=AImost Always True if Weighted Mean i08, FT= Frequently True if Weighted Mean is 4.00
OT= Occasionally True if Weighted Meaar8.00, ST= Seldom true if weighted mean is 2.00
ANT= Always Never True if weighted mean is 1.00.
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CONCLUSION 3.
In public sector bank leader closely monitors
employees to ensure they are performing correctly,
leader closely monitors employees to ensure they
are performing correctly, but it is regard to ptaa
sectors employees are informed about what has to 4.
be done and how to do it, Employee’s suggestions
are not considered and also no time for them, E-
mails, memos or voice mails are sent to get the
information and the meeting is called very rarely
and employees are then expected to act upon the 5.
information and Employee’s suggestions are not
considered and also no time for them, E-mails,
memos or voice mails are sent to get the 6.
information and the meeting is called very rarely
and employees are then expected to act upon the
information. Subordinates’ perception in public
sectors, leader likes the power that his leadership 7.
position holds over subordinates, leader closely
monitors employees to ensure they are performing
correctly, When it comes to private sectors
subordinates opinioned that leader asks employees 8.
for their vision of where they see their jobs going

and then use their vision where appropriate,
employees always vote whenever a major decision
has to be made and employee’s suggestions are not 9.
considered and also no time for them.
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