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ABSTRACT

Rapid growing economies, increased competition, and rising demand for up-to-date skill sets have raised the
concern among organizations to provide their workers with various types of training that meet the needs of
employees, keep them engaged, and help boost their efficiency. This study aims at carrying out an analysis
to understand if and to what extent; the Leadership Style of an Immediate Supervisor in the education has an
impact Organization Citizenship Behavior of a teacher in the city of Hyderabad, India. The study makes use
of Cronbach’s Alpha for Reliability Test, One Way ANOVA and Regression Analysis for the purpose of

determining the extent to which there is an impact of Leadership Style on Organization Citizenship Behavior.

Key Words- Leadership Style, Organization Citizenship Behavior, Education Sector, Regression,
Reliability, ANOVA

1. Introduction

The conduct of organizational citizenship deals with the actions and behaviors not expected by the employees.
They are not vital to the job but they support the team and promote even greater functioning and productivity

in the company.

This is usually known as a worker "moving beyond and beyond," or "giving their everything." They see their
task as greater than just a paycheck, and they try to do everything they can to make their work environment

run smoothly; even if it has a limited relation to their current duties.
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The leadership Style scenario model used belongs to the School of Behaviour. Kurt Lewin, a psychologist,

led a research team in 1939 and in an article in the Journal of Social Psychology described what he called
three' models' of leadership behavior. Kurt Lewin identified three revolutionary forms of behavior. These
three styles might also fit into the Leadership Styles module right now. Moreover, if you know the strengths
and disadvantages of each strategy, you can adapt them to your circumstances-obviously you can flex your
behavior. This is where the Model Three Styles transform into a manual for progressively viable power.
Authoritarian- In some cases called the Autocratic style. This is the place heads illuminate the objectives,
cutoff times and strategies while settling on choices all alone with little counsel with others.

Participative- Also called the Democratic style. This is the place the pioneer communicates their needs and
qualities in defining objectives and deciding, yet additionally participates in the gathering's work and
acknowledges exhortation and proposals from partners.

Delegative- Known as the Laissez-Faire style. The Delegative style implies the pioneer hands over obligation
regarding results to the gathering.

The main objectives of the study are to determine if there is any significant
difference in Leadership Style based on Demographic Variables, to determine if
there is any significant difference in Organization Citizenship Behaviour based on
Demographic Variables and to identify and analyze the Impact of different

Leadership Styles on Organization Citizenship Behavior.

The research is carried out in the Education sector in Hyderabad. The educational institutions chosen are
Gitanjali Devashray and P. Obul Reddy Public School. A sample size of 109 teachers has been selected based

on non-probability convenience sampling.

2. Literature Review

(Despoja and Stott, 2001) acknowledges that Autocratic leadership can lead to collisions and disputes between
Party members involved in decision-making. Sully, (David and House, 2018) agrees that Executives who
promote economic values can be seen as autocratic leaders. Executives who use stakeholder principles when
making decisions are more likely to be seen as non-autocratic leaders.

(Streams, 2011) investigates that Autocratic leadership in a country where democracy operates can be a bane.
A leader's life can be turned around if there is no example of leadership performance.

Civic education increases students ' democratic ability, but they argue there has been little study to date on
how and why civic education works. Citizenship habits need to be learned, and students should be educated
by the public schools for democratic participation (Martens and Gainous, 2013).

Unless the situation calls for urgent action, particularly on a security issue, autocratic leadership is generally
ineffective in the long term (Hernandez (2011). (Tas and Burnie (2015) says If given in the wrong hands

autocratic leadership can have a negative impact. Leadership style should depend on subordinates of that type.
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Vidal (2007) questions whether Organizations which regularly share information with subordinates may or

may not benefit from the appointment of a self-confident leader.

According to Jurek and Scime (2014) Some important factors also correlate with democratic leadership, the
length of time in office and, to a lesser degree, the religious convictions of executives and the possibility of
being listed as a democracy.

Deluga (1990) acknowledges that Laissez faire is seen as demonstrating the rising degree of leading power.
Research subjects replied to an item asking whether the leader mentioned in the scenario was either primarily
charismatic, encouraging, displayed intellectual stimulation, individual concern, used contingent reward,
man-accord-by-exception, or viewed as a laissez faire leader.

In a Norwegian labor force, structural equation modeling supported the hypothesis that perceived laissez-faire
leadership would be positively related to experiencing position uncertainty at three consecutive measurement
points (Skogstada et al. (2014).

Kumar (2014) says the five types of OCBs have been correlated with organizational performance, including
Altruism, Courtesy, Conscientiousness, Sportsmanship and Civic Virtue. Procedural justice has been argued
to be fostered by speech during a decision-making process and control over the Walker result (1975) or
through adherence to equal process standards such as fairness, lack of bias, reliability, equality, accuracy and
ethicality. Taylor (2013) urges us to see Positive result produced by OCB. According to him, organizational
functioning is critical. OCB is not unique to the job duties of an employee but rather it reflects the wider
organizational climate in which core success occurs.

Kataria, Garg and Rastogi (2013) studies that VValue-based companies should implement high-performance
HR practices in their HR infrastructure to maintain high rates of employee engagement, since the
psychological engagement process drives OCB through which an organization achieves productivity.

for most businesses, corporate citizenship is a strategic imperative and many executives agree that citizenship
stresses are likely to increase in Whadcock (2009). Ehrhart (2004) found that workers in working groups who
view their members as showing concern not only for the company but also for the employees and external
stakeholders displayed higher levels of OCBs.

OCB is a set of Discretionary actions which are not acknowledged implicitly or indirectly by the scheme of
structured incentives and which, in the aggregate, facilitate the successful functioning of the Organ (1988).
Rurkkhum and Bartlett (2012) find OCB Civic Virtue Relationship and leadership style component. No
evidence for the potential moderating impact of HRD activities between employee engagement and OCB has
been found.

Ozyilmaz, Erdogan and Karaeminogullari(2018), reports that Employee trust in the company as an
environmental boundary condition that could impact employee satisfaction, turnover intentions, job success

and OCB:s 'role in self-efficacy.

IJCRT2110203 \ International Journal of Creative Research Thoughts (IJCRT) wwwe.ijcrt.org | b691


http://www.ijcrt.org/

www.ijcrt.org © 2021 IJCRT | Volume 9, Issue 10 October 2021 | ISSN: 2320-2882
2.1 Statement of the Problem

Citizenship activity of the company is of paramount importance to any organization of education. It's not just
about keeping the institute's staff but also about reflecting on the result and efficiency if the service is

provided.

It is vital for any educational organization to be in the teaching staff considerably
aware of the citizenship behavior as they can help improve performance and

productivity, thus ensuring a more efficient and effective workforce in the organization.

This research would help educational institutes better understand the impact of

Leadership Style on Citizenship Behavior of organizations.

2.2 Research Objectives

The objectives of the study are: -

To determine if there is any significant difference in Leadership Style based on Demographic Variables.

To determine if there is any significant difference in Organization Citizenship Behaviour based on
Demaographic Variables.

Identifying and Analyzing the Impact of different Leadership Styles on Organization Citizenship Behavior.

3. Research methodology

A questionnaire was developed based on detailed literature reviews to attain the study's objectives. The
questionnaire was divided into three sections by three pages in length. Part | consists of questions that request
demographic information (such as age, existing tenure experience and total work experience). Part 1l
incorporates questions aimed at collecting information on the Citizenship Actions of the company. Part 11l
was intended to gain knowledge of the supervisor's leadership style according to the employee. Most of the

questions in the questionnaire allowed the respondents to give a score on a Likert scale of five points.

3.1 Data Specification

Leadership Style was measured using the five-item scale of Eisenberger, Cummings, Armeli, and Lynch
(1997) (for the measurement scale, refer to Eisenberger et al., 1997).

Organization Citizenship Behavior was measured using the 5-item scale of Williams and Anderson (1991)
(for the measurement scale, refer to Williams & Anderson, 1991).
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Basic Tests in Econometrics

Independent Variable- Leadership Style
Dependent Variable— Organization Citizenship Behavior

a. Hypotheses- One-Way ANOVA

HO- There is no Significant Difference in Leadership Style based on Demographic Variables.

H1: There is a Significant Difference in Leadership Style based on Demographic Variables.

HO- There is no Significant Difference in Organization Citizenship Behavior based on Demographic
Variables.

H1: There is a Significant Difference in Organization Citizenship Behavior based on Demographic Variables.

b. Hypotheses- Regression

HO- There is no significant impact of the Leadership Style on the Organization Citizenship Behavior in the

education sector.

Ha: There is significant impact of the Leadership Style on the Organization Citizenship Behavior in the
education sector.

4. Results and Discussions

The first analysis to be conducted was a reliability analysis that was carried out for both the independent
and dependent variables. The Cronbach’s Alpha reliability for Autocratic Leadership, Democratic
Leadership, Laissez Faire Leadership and Organization Citizenship Behavior were 0.929, 0.943, 0.925, 0.974
respectively. These values are greater than 0.7 and can hence be concluded that the data is reliable and can be

used for further data analysis.

Variable Cronbach’s Alpha
Autocratic Leadership 929
Democratic Leadership 943
Laissez Faire Leadership 925
Organization Citizenship Behaviour 974

The next test conducted were Analysis of Variance (ANOVA) tests that were used to assess the acceptance
or rejection of hypotheses that were formed at the beginning of this study based on the objectives of the study.
There was a total of 12 ANOVA tests that were conducted using Demographic Variables like gender, current

tenure and total work experience as a factor based on the independent and dependent variables.

The first ANOVA test was conducted between elements of Autocratic Leadership and the gender of an
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employee in the organization. This test concluded that there is no impact of gender on Autocratic Leadership

as the Significance level was 0.517.

ANOVA
Sum of
Squares df Mean Square | F Sig.
AL Between Groups | 7.257 1 7.257 422 517
Within Groups 1841.073 107 17.206
Total 1848.330 108

The second ANOVA test was conducted between elements of Autocratic Leadership and the current tenure
of an employee in the organization. This test concluded that there is an impact of current tenure on Autocratic

Leadership as the Significance level was 0.049.

The third ANOVA test was conducted between elements of Autocratic Leadership and the total work
experience of an employee in the education sector. This test concluded that there is no impact of the total
work experience of an employee in the education sector on Autocratic Leadership as the Significance level
was 0.528.

The fourth ANOVA test was conducted between elements of Democratic Leadership and the gender of an
employee in the organization. This test concluded that there is no impact of gender on Democratic Leadership

as the Significance level was 0.603.

ANOVA
Sum of
Squares df Mean Square|F Sig.
DL Between 4.479 1 4.479 272 .603
Groups
Within Groups |1761.852 107 16.466
Total 1766.330 108

The fifth ANOVA test was conducted between elements of Democratic Leadership and the current tenure of
an employee in the organization. This test concluded that there is an impact of current tenure on Democratic

Leadership as the Significance level was 0.017.

The sixth ANOVA test was conducted between elements of Democratic Leadership and the total work
experience of an employee in the education sector. This test concluded that there is no impact of the total
work experience of an employee in the education sector on Democratic Leadership as the Significance level
was 0.657.

The seventh ANOVA test was conducted between elements of Laissez Faire Leadership and the gender of an
employee in the organization. This test concluded that there is no impact of gender on Laissez Faire

Leadership as the Significance level was 0.807.
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ANOVA

Sum of Mean
Squares df Square F Sig.
LFL Between .850 1 .850 .060 .807
Groups
Within Groups |1517.865 107 14.186
Total 1518.716 108

The eight ANOVA test was conducted between elements of Laissez Faire Leadership and the current tenure
of an employee in the organization. This test concluded that there is no impact of current tenure on Laissez

Faire Leadership as the Significance level was 0.381.

The ninth ANOVA test was conducted between elements of Laissez Faire Leadership and the total work
experience of an employee in the education sector of an employee in the organization. This test concluded
that there is an impact of the total work experience in the education sector on Laissez Faire Leadership as the

Significance level was 0.025.

The tenth ANOVA test was conducted between elements of Organization Citizenship Behavior and the gender
of an employee in the organization. This test concluded that there is an impact of gender on Organization

Citizenship Behavior as the Significance level was 0.005.

OCB

Sum of

Squares df Mean Square |F Sig.
Between Groups | 1916.301 1 1916.301 8.198 .005
Within Groups 25012.616 107 233.763
Total 26928.917 108

The eleventh ANOVA test was conducted between elements of Organization Citizenship Behavior and the
current tenure of an employee in the organization. This test concluded that there is an impact of current tenure

on Organization Citizenship Behavior as the Significance level was 0.036.
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ANOVA
OoCB
Sum of
Squares df Mean Square F Sig.
Between Groups 2088.778 3 696.259 2.943 .036
Within Groups 24840.139 105 236.573
Total 26928.917 108

The twelfth ANOVA test was conducted between elements of Organization Citizenship Behavior and the total
work experience of an employee in the education sector. This test concluded that there is no impact of the
total work experience of an employee in the education sector on Organization Citizenship Behavior as the
Significance level was 0.147.

ANOVA
OCB

Sum of

Squares df Mean Square |F Sig.
Between Groups |1334.040 3 444.680 1.824 147
Within Groups 25594.877 105 243.761
Total 26928.917 108

From the regression analysis, there are 3 Model Summaries to show the Impact of Leadership Style on

Organization Citizenship Behavior in the education sector.

The first of regression analysis for the Impact of Autocratic Leadership on Organization Citizenship Behavior

that is being studied an R square value of 0.036 is generated (3.6%). From this, it is known that there is only

about Four percent chance that similar results will be found if this study is conducted at other times.

Model Summary

Std. Error of the

Model R R Square Adjusted R Square | Estimate
1 6722 452 .524 7.57824
a. Predictors: (Constant), AL
ANOVA2
Sum of
Model Squares df Mean Square F Sig.
1 Regression 961.997 1 961.997 3.964 .049°
Residual 25966.921 107 242.682
Total 26928.917 108
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a. Dependent Variable: OCB
b. Predictors: (Constant), AL

Coefficients?
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 50.124 3.320 15.100 .000
AL 721 .362 .189 1.991 .049

a. Dependent Variable: OCB

The second regression analysis for the Impact of Democratic Leadership on
Organization Citizenship Behavior that is being studied an R square value of 0.008 is
generated (0.8%). This goes to show that there is almost no chance that similar results
will be found if this study is conducted at other times.

Model Summary

Std. Error of the
Model R R Square Adjusted R Square |Estimate

1 .9022 .813 .892 5.79710

a. Predictors: (Constant), DL

ANOVA?
Sum of
Model Squares df Mean Square F Sig.
1 Regression 227.243 1 227.243 911 3420
Residual 26701.674 107 249.548
Total 26928.917 108

a. Dependent Variable: OCB
b. Predictors: (Constant), DL

Coefficients?

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 52.507 3.988 13.166 .000
DL .359 376 .092 .954 .342

a. Dependent Variable: OCB
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The third regression analysis for the Impact of Laissez Faire Leadership on Organization

Citizenship Behavior that is being studied an R square value of 0.047 is generated (4.7%).
From this, it is known that there is only about 5% chance that similar results will be found
if this study is conducted at other times.

Model Summary

Std. Error of the
Model R R Square Adjusted R Square | Estimate

1 .838° .703 .852 8.49005

a. Predictors: (Constant), LFL

ANOVA?
Sum of
Model Squares df Mean Square F Sig.
1 Regression 1255.155 1 1255.155 5.231 .024°
Residual 25673.762 107 239.942
Total 26928.917 108

a. Dependent Variable: OCB
b. Predictors: (Constant), LFL

Coefficients?

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 48.046 3.792 12.670 .000
LFL .909 .397 216 2.287 .024

a. Dependent Variable: OCB

5. Conclusion

From the study, it can be concluded that efforts of displaying and practicing the right Leadership Style by the
supervisor in the education sector has a positive relationship with the employees Organization Citizenship
Behavior and hence has an impact on it. Employees do feel a sense of OCB and pride in working for an
organization that cares for its employees and provides them with Democratic Leadership from the supervisor
while incorporating their opinions in decision making and creating a work environment which encourages
them to take responsibility of the work they do.
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