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Abstract:
In an extension of research on the leadership styles having impact on the employee’s attitude, the present research scrutinized the effect of autocratic leadership approach on the attitude of the employees directly effecting their performance. Government and private sector employees were equally studied and compared in this study. Either the organizations studied practice or do not practice the autocratic leadership style to run their organizations. Keeping autocratic leadership as independent measure, the dependent measures were organizational commitment, job satisfaction and employee turnover. Considerable difference was notices among the government and private sector employees attitude as related to the given leadership technique.

Ch 1)
 Introduction

1.1) Introduction of the Project
Every organization has employees and its employee’s attitude and hence their performance is significantly relied upon their leader’s style of running and controlling the organization. Not many leaders realize the impact of their powerful leadership on their employee’s attitude and hence performance. Together intrinsic as well as extrinsic perks or penalties, which frequently contribute to align actions by the employee and manipulate an employee’s accomplishments, inspiration, and mind-set, are directed by the leaders. Leaders can on an immense scale influence a worker’s personality, acts and performance in both a constructive and a destructive manner by trying to be encouraging, just, and accommodating, or unsupportive and conflicting. It is also a leader’s responsibility to create an inspiring work atmosphere or an organization overflowing with strain and fright which could even affect a worker’s wellbeing, performance and enthusiasm. The phenomenon becomes more important as the leader’s influential effects on one person commence to contain a collective effect on a cluster and hence on the overall employees work attitude. Countless other variables contribute towards an employee’s attitude and satisfaction other than a leader’s behavior. Yet, we should understand and should not take very lightly the impeding results of a leadership style of a leader. Leadership styles have their own unique characters such as implicit management beliefs and headship skills from which they can be recognized. However autocratic leadership approach will only be examined in this particular study. An autocratic leader acts in a strict manner, commanding, exercises authority by being in charge of perks so followers are compelled to follow his directions. All his followers are given directions on what to do and how it is to be done. Therefore leaving no room for the employees own creativity and innovativeness. The employees who have worked under the autocratic leader seemed to have bad feeling of working even though they have positive attitude and high performance as compared to the democratic leader where the employees achieved the same result of performance but felt more comfortable in carrying out a task assigned without the presence and supervision of the leader, hence not a very pleasant working attitude. Like all leadership styles it has its advantages and disadvantages. Autocratic leadership is considered to be effective whilst time is a factor in making assessments and there is majority of the fresh, unqualified and inexpert workers unable to execute different tasks. It may also be used when there are no fruitful outcomes from the remaining methods of leadership and collaborated work is needed amongst different subdivisions. When workers become dependent on the manager, this style is known to be least of use. Employees want their opinion to at least taken into count if not acted upon. Where employees are already fearful, the turnover is high with low morale and job satisfaction. Pakistan is a developing country with a literacy of 58% (2009 estimation). The employment distribution as a percentage of total employment is Services industry and manufacturing industry, 14.35% and 13.84% respectively. Highest employment is in Commerce industry which constitutes of almost 14.67% of the total. 
1.2) Statement of the Problem 

Employee attitude towards work in Government sector is not positive as compared to private sector because of the practice of traditional Autocratic leadership style.
1.3) Significance of the Study

In Pakistan, the public sector still is following the autocratic leadership style while the private sector is more focused on decentralized style of management. There is not sufficient data on this subject, also there is much needed to learn and explore in relation to the worth of leadership and its importance in employee’s work attitude. This is important because the leader affects the attitude of the employees which directly relates to the performance of employee, which affects in attaining the goals of organization and it is key in measuring the effectiveness of leaders in performance of the employees (Bass, 1990; Northouse, 2004 and Yukl, 2002). If the employees observe that the supervisory process is reasonable then there is a low chance that the employee will quit.

1.4) Objectives of the Study

Our research intends to locate the relationship between autocratic leadership technique and attitude of the employees in government sector which affects their performance. Our main intention of the study is to investigate and extensively inspect in an expressive and systematic manner the role of leadership on the employees. The purpose of the study in the above background will be: To study and examine if leadership has impact on the attitude of the employees. To analyze and examine whether effective leadership leads to improve turnover problem and job satisfaction level and then finally comparing the leadership styles of government and private organizations to find out which one out of the two is using effective leadership technique. Our research is based on whether the leadership plays an important function in the organizational efficiency, whether it increases the performance of the employees by changing their attitude towards their job.
1.5) Theoretical Frame Work




1.6) Hypothesis

H1: That effective autocratic leadership style will increase the overall employee’s organizational commitment.

H2:  That effective autocratic leadership style will affect the job satisfaction.

H3: That effective autocratic leadership style will decrease the turnover.

H4: There is a considerable differentiation among the attitudes of Government and private sector employees.

1.7) Key Words

Key words used in this project are as follow:

1.7.1) Job Satisfaction

JDS; Hackman & Oldham, in 1975 measured job satisfaction using 7 facet items. For the better understanding of an individual as well as global approach, a seven facet approach was used.  Multiple items scale covers all the aspects as well as show more liability as mistakes are often made by respondents. For example overall satisfaction by employee could be expressed in terms of employees pay, which is a single item but employees pay comprised of several aspects which consequently would take many items to encompass.

1.7.2) Organizational Commitment

Porter et al. in 1974 and many others gave validity and reliability proofs about Organizational commitment. The scores of the items are summed and then their mean is taken. It is measured by the 9 items scale which is actually a short version of organizational commitment (OCQ). 

1.7.3) Turnover

Turnover is the rate at which an employer gains and loses employees. Simple ways to describe it are "how long employees tend to stay" or "the rate of traffic through the revolving door." Turnover is measured for individual companies and for their industry as a whole.

1.7.4) Turnover Intention

“The absolute ability of an employee’s intention to quit the job or the organization” is known as turnover intention. Three indicators which operationally define turnover intention are; thinking of quitting, intent to search and intent to quit. Validity and consistency for the scale was proved by Cammann, Fichman, Jenkins, and Klesh in 1979.

1.7.5) Cronbach’s Alpha

Cronbach's α (alpha) is a statistic. It is commonly used as a measure of the internal consistency or reliability of a psychometric test score for a sample of examinees. It was first named alpha by Lee Cronbach in 1951, as he had intended to continue with further coefficients.

1.7.6) Correlations

The correlation is one of the most common and most useful statistics. A correlation is a single number that describes the degree of relationship between two variables.
1.8) Methodology

1.8.1) Population

Our study is a descriptive and hypothesis testing study conducted on the role of autocratic leadership on employee’s attitude. 120 responses were received out of 140 respondents which is almost 86%. The sample is taken from the organizations situated in twin city of Rawalpindi/ Islamabad. These organizations included Govt. organizations and private organizations.

1.8.2) Measurement
In this particular research, the focus is on the function of autocratic leadership in polishing or aversely effecting of an employee’s attitude.
1.8.3) Job Satisfaction Scale

Job satisfaction scale was adapted from Hackman & Oldham, in 1975 and is measured from 1) strongly disagree to 5) strongly agree on a 5 point likert-types scale.  

1.8.4) Organizational Commitment Scale

From 1) strongly disagree to 5) strongly agree, a 5 point likert type scale is used to measure organizational commitment, produced by Mowday, Steers, and Porter in 1979.
1.8.5) Turnover Intentions Scale

From 1) strongly disagree to 5) strongly agree a 5 point likert type scale is used to measure organizational commitment is produced by Cammann, Fichman, Jenkins, and Klesh in 1979.

1.8.6) Scope of the Study

A survey tool with self govern questionnaire was used to carry out the research study. SPSS data analysis software was used for the data analysis. This study was limited to Islamabad/Rawalpindi region for the employees working five days a week from 9am-5pm. One half of the respondents were from private organizations and the remaining half from the public organizations.

1.8.7) Limitations of This Research

This research is carried out mainly on the autocratic leadership in public and private organizations. More research can be done to determine performance of the employees having a positive work attitude because many other factors affect the attitude of employees for example planning, training, personal factors, salary and job description, environmental factors etc.

Respondents were from different background, they have different education level and they were from different geographical areas. A small amount of respondents were not even able to fill in the questionnaire without the help.

Ch 2)

Contemporary Research 

2.1) Leadership

Great interest and attention has been paid to leadership issues across decades, cultures, nations and has been studied by most well-known researchers. The reasons behind charismatic and inspiring leaders who led to great victory, who have loyal and dedicated followers that are willing to sacrifice their lives to their leaders, to the extent of betrayal and conspiracy of murdering their leaders to the great stress on how a leader is made, what is the need of the leader and how a leader can work most effectively.

Although the term leader existed as early as 1300 A.D, the term leadership was used just about 200 years ago and is considered to be a recent addition to the English language (Stogdill, 1974). Different people will define leadership differently on the basis of their individual perception. “There are almost as many definitions of leadership as there are persons who are attempted to define the concept” (Stogdill, 1974). According to Yukl (2006), Leadership has been defined in terms of role leadership, individual traits, behavior, interaction patterns , influence over other people and perception by others regarding legitimacy of that influence.  Leadership behavior was defined by Stogdill (1974.p4) as which leaders used to influence the group of people for the fulfillment of the mutual goals. Bass (1990, p. 19) defined leadership as an interaction between two or more members of a group involving perceptions and expectations of group members that often resulting in a structuring or restructuring of the situation. Leadership is connected with three things: leaders, followers and interactions between them (Dansereau, Yammarino & Markham, 1995). Some other definitions:

	Presenter
	         Definitions

	Hemphill & Coons(1957, p.7)
	“Leadership is the conduct of an entity when one is directing the activities of a crowd toward a mutual goal. “

	Tannenbaum, Weschler & Massarik(1961,p.24)
	“Leadership is interpersonal influence, exercised in a situation, and directed, through the communication process, toward the attainment of a specified goal or goals.”

	Hollander (1978,p.1)
	“An influential process between followers and their leader is leadership.”

	Cribbon, J.J (1981)
	“An influential procedure that allows manager to get their people to do willing what must be done, do well what ought to be done.”

	Jacobs & Jaques (1990, p.281)
	“Leadership is a process of giving purpose (meaningful direction) to collective action, and causing willing effort to be spent to achieve purpose.” 

	John Maxwell(1998)
	“Leadership is influence–nothing more, nothing less.”

	Northhouse (2004, p.3)
	“Leadership is a process whereby an individual influences a group of individuals to achieve a common goal.”


Yukl (1989) Classified mostly all leadership research into one of the approaches namely power influence approach, behavior approach, trait approach and situational approach.

2.2) Power Influence Approach

The leadership value is explained by control he posses, type of power, how it is exercised and how subordinates, peers and people are influenced by it. French and Raven (1959) developed power taxonomy for the consequences of using diverse kind of power. Few forms of power explained in the taxonomy are coercive power, legitimate power, reward power, expert power etc. The coercive, legitimate and reward power have lower satisfaction and performance while referent and expert have relatively high satisfaction and performance by the subordinates. 

	Reward power
	The assistant obeys to get reward which is possessed by the leader.

	Coercive power
	The assistant obeys to evade punishment by the leader, who controls it.

	Legitimate power
	The subordinate obeys due to the reason that he thinks that the leader has the authority to demand and he must oblige.

	Expert power
	The Leader possess special knowledge about something that makes a subordinate to obey orders.

	Referent power
	The leader is admired and his approval is necessary for the follower.


Expert, referent and legitimate power positively correlated with subordinate commitment, while coercive and reward power is correlated with behavior compliance (Warren, 1968). Kahn, Wolfe, Quinn & Snoek (1964) found that when the leader makes no explicit promises or threat, he is more likely to obtain subordinate compliance when he has substantial reward and punishment power. Even though legitimate and reward power are not associated with commitment but is the primary reason for the compliance (Thambain and Gemmill, 1974). Podsakoff, Todor, Grover and Huber (1984) deducted that positive reward behavior is dependent upon subordinate actions directs to elevated subordinate contentment. Arvery & Ivancevich, (1980), Podsakoff, Todor & skof (1982) suggest that positive effect on subordinate’s attitude can be achieved with contingent punishment in combination with rewards. Different types of powers are often used in a mix to obtain desired results and effects.

2.3) Behavior Approach

This research emphasizes on what Managers and leaders do not how others are looked at by them (Halpin & Winer, 1957; Hemphill & Coons, 1957). To increase the effectiveness of the employees, behavior approach tries to examine leaders as how they portray themselves in their behavior to the employees.

Michigan & Ohio state leadership studies focused on “consideration and initiation” of structure as the fundamental dimensions of behavior of a leader in proper organizations. As attempts were made to find out least quantity of dimensions regarding leadership behavior, these variables were finally identified.  

“Leadership behaviors by which a leader set up relationship, communication, understanding, and mutual respect with his or her employee are known as Consideration” 

“When a leader facilitates cluster relations towards achieving a target, it is defined as initiating structure”

In 1947, Michigan University presented an extensive study of leadership based on similar results as the Ohio state study. Some of the original investigators included Kahn, Katz, Likert, and Morse. Employee productivity and satisfaction in relationship with supervisory behavior was mainly studied in it. Employee and production centered were the two styles identified. Less time in performing a task than supervising activities is spent by the production centered leaders. They take personal interest in employees, were less punishing when mistakes were made and use general rather than close supervision. Production centered supervisors spend more time performing tasks, less time in actual supervision, punish mistakes and use close supervision. Consequently, the employees of production centered supervisor responded with poor performance as a result of depressed work attitude. 

Ultimately leaders are not necessarily born but leaders may learn effective leadership behavior and style. Similar to the studies of Michigan & Ohio State, further theories on two factor model of leadership were developed and worked on. Concern for people and concern for output were the two factors. This study exhibit behaviors falling into primary categories either task or people.

2.4) Trait Approach
Trait research has been review at various times by different researchers mainly (Bass, 1981; Stogdill, 1948, 1974). The main idea of the theory was that traits can be differentiated between leaders and followers so the successful leaders can be positioned. Trait approach emphasized on the personal attributes and natural traits of which a person is born (Bernard, 1926). It simply supports the idea of leaders not being made but are born. Unfortunately efforts on this research failed to identify and form a relationship between any special trait and successful leadership. Furthermore, the situational factors which influence the leader’s effectiveness immensely were counted out and not studied in it. A person cannot become a leader only by possessing some traits or personal characteristics. A leader must own definite qualities of effective leadership hence a weak correlation between leader intelligence and leader effectiveness (Ghiseli, 1996; Stogdill, 1974). Traits cannot be treated as a single factor guarantying the success of leaders as some traits might be helpful in a particular situation but not in another one as the environment is dynamic and keeps on changing. A good chance of successful leadership might be reflected by some specific and certain traits but still effectiveness is not a guarantee they can give. This directs the way to the situational approach which takes the leadership situation into counts.
2.5) Situational Approach

Situational factors which might include the nature of work, subordinate ability and his motivation and the external environment are emphasized in situational approach. This theory opens the possibility that for every different situation, leadership might be different (Saal & Knight, 1988). Fred E. Fiedler developed the first situational theory explaining by the interaction of two variables, group performance is achieved. Leadership style and situational favorableness are the two underlying factors. Simply when the leadership styles interact with the factors of the operational atmosphere they result in leadership effectiveness. The difference between the follower’s goal and leader’s goal is seen in the contingency model. In this case the leaders are fully responsible to enable their followers to achieve employee goals by developing their behavior.

The contrast between the contingency and situational leadership model is that situational leadership model suggest a compulsory adjustment in the leadership style of a leader to become a successful leader. For leaders, a follower’s maturity is judged by their inclination to execute a task, is the key in making these adjustments in their leadership style. Follower’s performance and ability are two factors involved with the readiness. It suggests that effective leadership requires both, acts of leadership and management. Ability means the level of ability to what is needed and performance means the level of willingness to do what is needed i.e. a positive attitude. 

Leadership styles in Situational Leadership model

	Participating style

 Only Share ideas


Followers are able.

Unwilling, not confident
	Selling style

Only Explain decisions

Followers are unable

Willing, confident

	Delegating style

Turnover the already made decisions

Followers are able,

Willing, confident
	Telling style

 Only Give instructions

Followers are unable

Unwilling, not confident


     
Delegating style
A group is responsible for its responsibilities and task decisions and considered to be a style of low-task as well a low relationship. 

Participating style
The group shares its ideas and participates in decisions on a task which makes it a high-relationship but a low task style.

Telling style
Work is strictly supervised with specific directions making it a high-task but low relationship style. 

Selling style
Task directions are explained in a very personal and convincing way making it a high task and high relationship style.

Managers should wisely execute the alternate style as per demanded by the situation. The key point is to judge the followers maturity and subsequently using the best appropriate style. Few style-situation matchups are:

Followers having high task readiness and confidence should be turned over decisions to follow, also known as delegating style. Telling style is put in use in the situation of low readiness and is unconfident about their tasks. The participating style is used where the followers are capable but unconfident, helping the followers to share ideas thus gave understanding and confidence. When subordinates do not have capability but are confident and enthusiastic, selling style is used to emphasize on task and facilitate performance.

Another theory, the Vroon-Yetton theory enables a leader to adopt a leadership style after examining a particular situation. This theory covers styles from autocratic to consultative to group-based.

Not all situational leadership theories are useful as agreed by behavioral scientists. Sometime dynamic, hectic and fragmented pace of managerial work do not allow us to implement different theories. In a given situation, different behaviors than a single best way may be evenly successful as explained by all the theories. Korman % Tanosfky, (1975); Schrieshein & Kerr (1997) agree that there is a deficiency in the research mainly because of the feeble investigative designs that do not allow for any direction of causality.

2.6) Major Classifications of Leadership Styles

Every Leadership style is identified by its exclusive uniqueness. Behind which there is a unique thinking and particular skills required. The unique characteristics describe how much emphasizes of leader places on performance and people. Leader’s assumption about people and his role is the core of leadership philosophy. Management skills include characteristics of particular leadership styles; their awareness is used to because in a particular situation anyone of them could be appropriate. The four basic leadership styles include autocratic leadership, democratic leadership, human relations leadership and laissez faire leadership.
Autocratic Leadership
It is an extreme form which gives a leader supreme power on his team or subordinates. Even if the suggestions made are in the favor of the organization, employees are given slight chances to do so. Autocratic leadership has its own leadership style characteristics. It has high emphasizes on performance of the employee and low emphasizes on employee themselves. It assumes people to be lazy and they do not like work. People are undependable and they evade responsibilities, with money as their motivating factor and they are much more comfortable following than leading. The leader has to firmly organize, plan, control and direct the employees. Rules and procedures are carefully defined in a formal and centralized structure where leader is the one who plans and establish objectives. To assure that employees do their jobs properly, established control is tight and rigid. Strict controls and close supervision make the work standardized and simplifies it. Motivation is achieving by economic and fringe benefits. Rewards are given to the obedient employees and punishment to the disobedient ones. Punishment can include no or with-held benefits. Flow of communication in autocratic leadership is primarily one way, down ward and formal. Development of employees is only done when consider productive and fruitful for the organization. 

People are blamed and attacked rather than the problem when mistakes are made. Conflicts are either suppressed or resolved in a manner which might be beneficial for the leader only. The leader and employee’s relationship is kept as performance focused and any subjectivity is ruled out. Only low risk and very simple jobs are fully delegated but with the use of control to maintain greater output.

Though the emphasis in on productivity rather than the employees it often results in restriction of results and output. Many employees do not appreciate this kind of treatment; due to which consequences of autocratic leadership includes elevated turnover, absence from work, low work quality and productivity, creation of irresponsible and uncreative employees. For some unskilled jobs it can be used where there are many advantages to very less disadvantages. 

Democratic leadership
Employees and members take part in decisions though the leader makes the ultimate verdict. Democratic leadership has its own leadership style characteristics. It has high emphasizes on performance of the employee and high emphasizes on employee themselves. Its assumptions about people are that most people are hard working. People are trustworthy, take responsibilities and they like challenging work. The leader has to make organizational conditions such as to increase satisfaction and promote teamwork. Objectives are clearly defined in a decentralized and flexible structure where performance is achieved with heavy employee involvement and their positive attitude towards the task. Employees along the leader share the control. Decision making though is done by leader and employees yet few decisions are made alone by the leader. Motivation is achieved by challenging assignments, growth opportunities, enhanced responsibilities and recognition of efforts. Employees are rewarded for good work and punished only as a last resort. Flow of communication is two way and open with elements of trust and honesty. Development of employees as individuals and as a team is stressed upon in this type of leadership style.

Conflicts are confronted openly and resolved for the mutual benefit. The relationship between the leader and the employees is close and a subjective one. The leader delegates responsibilities and hold employees accountable for the consequences. Performance appraisals are used as indicators for employee’s doing a task right or in a wrong manner. 

Though employees are kept happy, there is little evidence that well treated and satisfied employees always result in high productivity. Authority and surplus satisfaction may cause employees to lose their leader’s respect, emergence of informal leader causing control problem and barriers to smooth functioning of the organization.

Human Relations Leadership
Human relations leader as evident by the name is totally focused on organizing the people in a team and to their support and development. Task oriented style along with people oriented style is often used to reap maximum benefits. Human Relations leadership has high emphasis on employee themselves but has low emphasis on their performance. Its assumptions about people are that people are honest and they like work. People are trustworthy and take responsibilities happily. The leader has to keep employees happy and fulfill their needs as happy employees are productive people. Objective setting is almost exclusive and group planning is used. A decentralized and informal structure with limp control is developed for this purpose. To assure that employees do their jobs properly, feeling of self control is developed among employees. It uses a participative approach for most decision making and leader helps his employees to arrive at a decision. Motivation is achieved by continuous positive reinforcement. Employees are rewarded with good working conditions, social relations and respect from fellow employees. Since everyone makes mistakes, punishment is rarely used, but rewards and recognition is continuous. Flow of communication is two way and open. Every development activity having slightest relation with the job is highly encouraged.

Conflicts are rather avoided for the maintenance of good relations and often decided as employee as a benefiting party. Mistakes are meant for learning and thus often ignored and subordinates are encouraged to solve the problems themselves. Close interpersonal relations are present between the leader and employees. Anything is done to obtain a harmonious relationship between them. Teamwork and collective efforts are the results of a participative style of leadership.

Laissez Faire Leadership
“Leave it be” is the meaning of this French phrase. It is used when employees are left to their work by the leader. This has low emphasis on performance of the employee and low emphasizes on employee themselves. Its assumptions about people are that people are unpredictable and act differently every time so it is a waste of time to understand their psyche. The leader’s role is not a big one but just to keep a low profile, attract as less attention as it is possible. Leader only makes plans and establish objectives whenever it is required. No separate structure is formed but the leader adjusts to whatever organizational structure he is given to work in. The leader avoids making decision as much as possible and does so when it is required only. Motivating employees seems such a waste of time and resources as it would not seem to help him anyway. Communication is avoided and is present only superficially. Development of employees is in their hands, nothing is done on the leader’s part for the employee development. 

Conflicts are ignored and hoped will be resolved and disappear themselves. The leader avoids rewarding and punishing the employees as problems and mistakes are ignored unless forced to be dealt with. The leader avoids close relationship with the employees and authority and power is at the disposal of who so ever wants to assume it. Employees become disinterested resulting in a low productivity and satisfaction. Most often it is used for the teams having very expert and qualified members. Sometime when managers do not exert sufficient control, the situations tend to look like a laissez faire style of leadership.

2.7) Job Satisfaction

A very widely studied construct in management studies is the job satisfaction. The rightful interest in this particular variable is due to its relationship to other substantial organizational variables such as employee’s non serious attitude towards the job, turnover of employees, absence from work, organizational commitment and productivity. Since the current environment is not static and is changing rapidly along with the organizational environment hence it is imperative to develop an idea as how to commit employees to their organizations and hence require the research on job satisfaction. Job satisfaction benefits any organization in many ways like reduction in complaints, turnover, absenteeism, termination and improves organizational commitment and morale of the employees. In 1976, Locke concluded that any job experience resulting in a pleasurable emotional state is known as job satisfaction. In 1988, Mottaz stated that when work evaluation is done, any resulting effective response is the job satisfaction. How contented a person is form this job status and his company’s financials also relates to job satisfaction as found out in 1953, by Morse.
Motivational theories along with behavioral theories lead to many approaches towards job satisfaction. Maslow's from his hierarchy of needs theory advocate that neither any need is completely satisfied nor a partially satisfied need motivates or drive a person. This makes it very important for the company to correctly identify their employee’s current stage of need and its fulfillment level.

Other than Maslow’s, Edwin A. Locke presented a job satisfaction model which is equally famous amongst the researchers. In this theory satisfaction is measured as a difference between perceived benefits versus actual benefits in a particular job. Job satisfaction is also measured in accordance with a particular job feature and tells us how one becomes satisfied if an expectation is met and how dissatisfied we become on an unsatisfied expectation. If any particular facet of a job is being more liked or disliked by a person, the more satisfied or dissatisfied that person could become if that expectation is met or not met.  The more he likes or dislikes that facet, the more intense feelings are produced in accordance to them.
Herzberg in 1966 stated motivation and hygiene as the two factors in his two factor theory. Theory states that intrinsic factors are related to job satisfaction and the extrinsic factors contribute towards job dissatisfaction. Individual differences are ruled out in this theory assuming that all people would act the same to all the motivation and hygiene factors.

Expectancy theory by Vroom states that the attractiveness of the expected outcome dictates the strength of a behavior of an employee. So as the perceived relationship between the performance of an employee and his attitude is greater, the efforts put in by the employee will also be of a higher level.

Hackman and Oldham proposed the job characteristic model in 1980. The job characteristics theory states that people who find their work meaningful will be more motivated to perform their jobs. Skill, variety, task identity, task significance, autonomy, and feedback are the five characteristics from the model leading to three psychological states, which include experienced meaningfulness of the work, experienced responsibility for outcomes of the work, and knowledge of the actual results of the work. Employees will have greater and positive attitude and satisfaction if the above mentioned psychological states are more often present.

Apart from the job itself, surroundings and organizational environment help employees to be more satisfied with their jobs. The leader should professionally maintain unambiguous objectives and classify responsibilities. Dubinsky et al. (1995) conducted an empirical study to observe the leadership behaviors of sales manager on sales management under the influence of transformational and transactional. The findings supported the hypothesis that sales associate’s job satisfaction, extra efforts are positively related to the transformational leadership of the manager. A direct as well as an indirect relationship was found between the leadership and performance (Gadot, 2007). Many studies that show a affirmative relationship between performance and subordinate satisfaction were presented by Schneider and Bowen, (1985), Band, (1988); George, (1990); Ulrich et al., (1991); Wiley, (1991); Johnson, (1996); Schneider et al., (1996-1998).

2.8) Turnover

A major problem today for many organizations is the employee turnover. It is giving sleepless nights to the employers as particularly in the jobs with extensive training and investment, turnover of employees in this case is very costly. Much research is done on employee turnover in the organizational environment because of its importance for employees, employers and from organization’s perspective. Managers and researchers are struggling to find out the several reasons that why do employees switch organizations. Employees may switch to different organization even for no reason or experimentation. From an industry perspective (Campbell, 1993) as well as from individual predictors, researchers and economists are working to root out this problem. This does not mean that the organization-level turnover hold no importance. But more work is to be done on it as it has rarely been addressed specifically. There is also not much work done on the differentiation between “voluntary turnover” and” involuntary turnover”. Blum, Long, & Roman, (1993); Alexander, Bloom, & Nuchols, (1994) nearly collapsed the difference between them but individual researches still acknowledge the distinction between the two types of turnover. Voluntary turnover means to intentionally quit an organization while involuntary turnover means the employer’s decision to terminate the employee. Involuntary turnover can be from death, low performance, HR policies or downsizing etc. These two types are distinct decisions and lead to distinct consequences. With high voluntary turnover in an organization, employees find it easy to quit from the job than to stay. Whereas it is presumed that an organization having high involuntary turnover or terminations corrects their incorrect hiring decisions or corporate downsizing, mergers, and acquisitions might be the reason.
Turnover Intention
Turnover intention means for another opportunity, the subjective opinion of the employee to quit the current job (Fan, 1978). Kraut, (1975) defined it as the best intention for a turnover. Idea of leaving the current organization or post is the turnover intention (Mobley, 1978). In 1977, Mobley explains the actual psychological process causing turnover in the model below.

	A Model of the Employee Turnover Decision Process

	Evaluation of Existing Job

	Experienced Job Satisfaction / Dissatisfaction

	Thinking of Quitting

	Evaluation of Expected Utility of Search and Cost of Quitting

	Intention to Search for Alternatives

	Search for Alternatives

	Evaluation of Alternatives

	Comparison of Alternatives vs. Present Job

	Intention to Quit / Stay

	Quit / Stay


The withdrawal process starts with dissatisfaction about the current job which ultimately leads to actually quit the job with a lot of mediating steps in between. Dissatisfaction though caused by any reason generates thoughts about leaving the current job. This in turn stimulates the consideration of searching for new alternatives and thinking about the costs of quitting. Followed by behavioral intention to search for alternatives and then actually searching of the possible alternatives. On the availability of the alternatives an evaluation is conducted for those alternatives. The next step is the evaluation between the current employment and the alternatives. If the alternatives are more feasible, then an inspiration for quitting the job will take place. Followed by this intention to quit, actual withdrawal will take place.

Another concept having two composite organizational withdrawals was put up; work and job was presented by Hanisch and Hulin, (1990-91). Behavior of unhappy employees involving not spending enough time on the job but not leaving the work role are included in work withdrawals. Job withdrawals cover the efforts of the employees to quit and leave their organizations. As defined by Hanisch and Hulin, (1990), the behavior to avoid being a part of dissatisfying work from dissatisfied employees. Job withdrawal has three indicators of its own including, turnover intentions, desire to retire and projected retirement age. In this study, all three indicators, thinking of quitting, intent to search for alternatives and likelihood of leaving are taken as the measures of turnover intentions. 

Job satisfaction and organizational commitment are identified as predictors of turnover intention, as suggested by Karsh, Booske & Sainfort, (2005); Aryee, Wyatt & Min, (1990). Organizational commitment as a forecaster of turnover intentions in Turkish context has also been also proved by Wasti, (2003). In 2004, Chen et al in accordance with the studies of Brough & Frame, (2004) verified an inverse relationship between turnover intentions and job satisfaction. A negative correlation between job satisfaction and organizational commitment is found by Korunka et al, (2005) in accordance with IT workforce. Harrell, Chewning & Taylor, (1986) proved the same with an organizational conflict as an added variable. In 2001 a research on Japanese carrier-women showed not only job satisfaction as an indicator to turnover intention, that variable was organizational commitment. Some researchers showed an intervening relationship of organizational commitment in their studies having indirect effect on turnover intentions but authors may as well suggest that it should be integrated as an independent variable. In 2001, a negative link between turnover and organizational commitment was found by Elangovan. Dick et al, (2004) used a mediating variable between turnover intentions and organizational identification that was organizational commitment. Correlation with a negative sign between organizational commitment and turnover intentions was found out by Samad, (2006). Sjoberg and Sverke, (2000) studied organizational commitment and turnover and used turn over intentions as a mediating variable.

Turnover intentions among the employees possibly have another predictor which is perception of alternate job opportunities. Organizations failing to satisfy their employees may stimulate search for an alternate job in the external market opportunities. In a research done in public sector organizations, a significant positive correlation between the perceived alternate job opportunities and turnover intention was recorded by Ing-San Hwang & Jyh-Huei Kuo, (2006). Thatcher, Stepnia & Boyle, (2003) proved the same in the IT workers study when the positive correlation was found between the perceived alternate job opportunities and turnover intentions. A negative correlation of job satisfaction and organizational commitment between turnover and turnover intentions has been reported (Arnold & Feldman, 1982; Bluedorn, 1982; Hollenbeck & Williams, 1986).
2.9) Organizational Commitment

Organizational commitment possesses a great importance in the behavioral study of the employees. Porter, (1974) found that the organizational commitment and employee behavior has a positive relationship. Commitment of employees has a great importance for all the researchers in analyzing the behavior within the organization. Overall employee attitude also has a strong relationship with the organizational commitment of the organization. Most of the researchers take organizational commitment an independent variable due to its significance importance. According to Batemen & Strasser (1984), organizational commitment study is related to:

(a)Employee attitude and how effective their performance is (b) job satisfaction (c) the responsibility of employee’s work and its function, (d) employee’s age its work tenure at the work place. The study of organizational commitment is now considerable in public, private and also in international organizations due to its significant importance. 

In the beginning study focused as how important organizational commitment is in the terms of conception but recent researchers examine the organizational commitment with the help of two approaches which are commitment-related attitudes and commitment-related behaviors. There are identifications of circumstance of organizational commitment in last three decades. (Angle and Perry, 1981); Mowday, 1979); Hall, 1977) 

Definitions of Organizational Commitment 

There are many definitions which can be found in the literature. 

	Presenter
	Definitions

	Buchanan (1974)
	Define commitment, “a bond between employee and the organization”.

	Porter (1974)
	“A strong faith in and recognition of the organization’s goals, readiness to apply considerable effort on behalf of the organization and strong desire to maintain organizational association”.

	Mowday, Steers, and Porter (1979)
	“Discussed commitment-related attitudes and commitment-related behaviors in an organization”.



	Meyer and Allen (1997)
	“Employees maintain association as a choice and this is their organizational commitment”.

	(Maume,  2006)
	“Willingness to work hard to improve their companies, unwillingness to leave, and loyalty toward working for organization”.


There are three types of commitment according to Meyer & Allen (1991) and (1994):

(a) Affective commitment: “the emotional love, acknowledgment, and association of an employee with its organization and the goals of the organization (Mowday, 1997; Meyer& Allen, 1993). Three factors of affective communication are described by Porter (1974) as: (1) an aspiration to keep organizational association (2) enthusiasm in achieving the goals of organization (3) Accept the goals and values of an organization. According to Mowday (1979) the affective commitment is: “When the employee facilitate its organization in achieving its goals and remain committed with the organization”.

(b)Continuance commitment: “Due to the nontransferable advantages such as retirement, relationship with the peers at work place and the environment of the organization, willingness to remain in an organization”(Reichers, 1985). Tenure with the company and after employment benefits is also included in it. It is difficult for the employees to leave the organization who share continuance commitment with the organization (Meyer & Allen, 1997).

(c)Normative commitment: It is such kind of commitment in which a person believes that there is a responsibility to work in that organization (Bolon, 1993). 

It is the “comprehensive value of loyalty and responsibility” (Weiner, 1982). This type of commitment is “a feeling of obligation” (Meyer and Allen, 1991). Normative commitment is natural due to the way we move up in the society. The other examples of normative commitment are: marriage, family and religion. So when it comes to their organizational commitment, the employees consider that it is their moral duty to perform in an organization (Wiener, 1982).

The psychological circumstances or the above mentioned commitments are which decide whether the employee will work for them and their relation with the organization. He is also of the view that the employee’s with a strong effective commitment want to have strong continuance commitment and hence will remain in the organization. He also defines a committed employee, “who work regularly and stays with the organization, protects the assets of organization and work to achieve organizational goals”. Such kind of employee because of his organizational commitment truly contributes to an organization.

Some researchers also examine the two types of commitment. Normative commitment is not studied more than Communicative and affective commitment. These three types of commitment are studied in all the organizations such as public, private, and or multinational. Employee’s tenure and age have positive relationship with the organizational commitment (Allen & Meyer, 1993). Organizational commitment has great effect on employee’s traits such as leadership (Decottis & Summers, 1987). Researchers give importance to organizational commitment on job satisfaction. What Organizational commitment really implies to is the similarity in the goals of the employee and the organization.

The Meaning of Organizational Commitment 
“How an employee of an organization is motivated to apply high levels of effort from the organization”

“Aspiration of employees to stay in the organization”

“Loyalty of the employee with the organization”

“Work for the achievement of the organizational goals” (Buchanan, 1974).

Organization cannot release the employee in the extreme circumstances and due to that the employee shows its loyalty to the organization and work for the common goal while staying in the organization. 

According to lifetime commitment model, the employee after completing its school or college joins the organization with the expectation that he will not leave the organization until the retirement. This model also calculates nominal interior- organizational mobility. Winston (2003) worked on the servant leadership model and expresses the view that leaders are obeyed by their followers for the attainment of mutual goals. Their commitment to the leader helps in increasing the self efficiency and performance of the employee. According to that model Winston (2003) is of the view that the followers have a great impact on the following due to the commitment with the leader:   

(a)Commitment toward the leader (b) Self efficiency of the employee(c) Motivation(d) Commitment towards the leader and interests of the leader (e) Job satisfaction. Densten and Gray (2001) are of the view that followership is the sensitive area in the leadership studies. 20% is contributed by a leader in contrast with 80% from a follower to the organization’s success (Kelly, 2003). Employee commitment has a positive relation with upper level of performance and achievement of goals of the employee. According to Becker, Billings, Eveleth, & Gilbert (1996) employee and organizations performance are positively related to follower commitment to supervisors. All due to the commitments of followers towards their leaders only then leaders led the followers in the fulfillment of the organizational goals. According to Becker, Billings, Eveleth, and Gilbert (1996) followers committed to their leaders are better performers and they can achieve the goals of the organization easily without any complications. Mayer and Schoorman, (1992) distinguish the two commitment dimensions: the value commitment and the continuance commitment. Organizational commitment not only addresses turnover of the employee but also the employee’s attitude and performance. They also found that intentions to leave the organization have a relationship with the continuance commitment while value commitment has a relationship with the attitude, and performance of the employees. Organizational commitment can also be described as a process of integration of the goals of the employee and the organization (Hall, Schneider & Nygren, 1970). Now a day, it is very important to understand employee’s behavior at work place because it is more vital for the employee job satisfaction. Organizational commitment can be boost or developed by the demographic character of individual like age, sex, level of education of the employee, relationship with the leader, organizational environment, motivation, and job satisfaction (Mathieu and Zajac, 1990). Organizational commitment has a strong impact on employee’s output at work place and his turnover intention.

As organizational commitment theory explains, if an employee is committed with an organization that does not mean that he/she remain with the organization but it refers to the effectiveness of their work at work place. According to many researchers OC has a great impact on job performance and turnover (Mowday, 1982); turn- over intentions of employees (Poznanski & Bline, 1997), behavior of employees at work place (O’Reilly & Chatman, 1986) and kindness towards colleagues (Wasti, 2005). Benkhoff (1997) found a relationship between OC and employee performance. She found that OC has a relationship to the financial success. Wright, Gardner, and Moynihan (2003) investigate OC and HR practices are of the view that both have relationship with the performance in terms of quality and efficiency. Human resource policies are made to for the encouragement of the employees to be more committed towards their organizations for achieving their goals (Gmu¨r & Schwerdt, 2005). Organizational commitment is determined by personal and organizational factors to which leadership is the key (Mowday, 1982).

After the broad research it is found that transformational leadership is positively related with Organizational commitment (Dumdum, 2002; Koh, Steers, & Terborg, 1995; Bono & Judge, 2003; Lowe, 1996; Walumbwa & Lawler, 2003). The followers’ organizational commitment is influenced by the transformational leaders with the help of encouraging higher levels of fundamental values; stress the linkages between effort by followers and achievement of goals and by creating a higher level of personal commitment according to common vision of the leader and followers and achievement of organizational goals (Shamir, House, & Arthur, 1993; Shamir, Zakay, Breinin, & Popper, 1998). 

The followers’ organizational commitment is also influenced by Transformational leaders as they encourage followers by involving them in decision making of organization, stimulates the loyalty and by appreciating the follower to develop its own personal prospective (Avolio, 1999; Bass & Avolio, 1994; Yammarino, Spangler, & Bass, 1993). According to Walumbwa & Lawler (2003) followers are motivated by their leaders to look for new ways to find the solutions of the problems and challenges by encouraging them to be more involved in their work till higher level of organizational commitment is achieved. Organizational commitments are higher for those employees whom are encouraged in decision-making by their leaders (Jermier & Berkes, 1979; Rhodes & Steers, 1981). Conceptually and empirically, leadership is linked with organizational commitment but there is less research available which focus on the phenomenon through which followers’ organizational commitment is influenced by the leaders (Bono & Judge, 2003). The employees allowed to do their job in organizations in a more meaningful way are more capable. And by doing so the employees can act independently and it will give higher level of commitment to their organization (Spreitzer, 1995). Because employees who are likely to be committed to the organization are the one who are authorized to do their job freely (Eisenberger, Fasolo, & Davis-LaMastro, 1990; Kraimer, Seibert, & Liden, 1999). Thomas and Velthouse (1990) are of the view that empowered employees are more focused which boost their level of organizational commitment. The employees having higher levels of organizational commitment are often those whom are given importance due to the uniqueness of their work so they can perform better than the others (Kanter, 1983; Wiley, 1999).

Ch 3)
Organizational Overview

3.1) Public/Government Sector of Pakistan

The early 1980’s brought about a smooth change in the economy of Pakistan by laying down the basis of Pakistan Industrial Development Corp. Its main functions included the SME development, forwarding loans on lenient conditions. Helping industries in getting unrefined supplies, technological and management support and as well as with sales and promotion. 10 crucial and important  industries which were placed within the public sector by the 1973 nationalization program was rendered null and void in 1991 with the endorsement of an ruthless privatization agenda. Almost all public sector enterprises, in the year 1992 were being publically sold by the government. However, the privatization process now became sluggish in 1995 with few problems in the auctioning off few enormous government industrial estates. The government sector carried on producing majority of the ammunition production, car manufacturing, and oil and gas industry. 

3.2) Private Sector of Pakistan

From the very beginning the private sector is being relied upon as chief producer of the goods and services. However it all changed in early 1970’s when the nationalization process started. The private sector again became lead investor in economic activities in 1980’s and in early 1990’s as it was era of privatization, deregulation, good governance and liberties were given to promote the private sector by the government. Political instability once again stood in the way of growth. In 1999, a new government paves the way to macroeconomic stability and new economic reforms were being introduced. The creation of ministry of Privatization and investment along with the privatization act 2000 was introduced to make environment friendlier to the private sector. The privatization process and investors were given full protection under the Economic Reforms Act (1992), hence proved itself as a major contributor to the economy. Today Private sector include more than 76% of the banking sector, all of the fabric and telecommunications sector, and a important part of the cement, sugar cane and all its related bi products, car manufacturing, and compost sector. From year 1999-2006, assets of almost PKR 419 billion were privatized. Major Banks those were privatized includes UBL and HBL. Likewise PTCL and National Refinery Ltd. were also privatized for much efficient working of these organizations. KESC was also privatized which ultimately makes the private sector now the important provider of the electrical services and distribution. Much stress is being laid on services sector by the investors since privatization. Private sector’s put in almost 61% of total exports and supply almost 47% of the total manufacturing production.

3.3) Management and Employee’s Attitude
Pakistani managers tend to have a rather autocratic style. Managers in Pakistan rather hold a paternalistic figure and support employees with problems even outside the organization. Managers only implement the decisions which are made at the upper managerial level. Technical experts might be consulted before reaching a decision but he is not seeking consensus, simply sufficient information is taken to make an intelligent decision for the organization. As the chances of development in a job is increasing its make more competition among employees. As the company’s production is very reliant on the employees’ output, therefore Employers currently insist for more expert, qualified and experienced labor force. Ultimately good compensation and monetary rewards are demanded by such employees. It has always been a great problem for the HR department to preserve good workers. Attitude in this particular study is being defined on three terms i.e. job satisfaction, and turnover intentions leading to the actual turnover and organizational commitment. Our research intends to examine the relationship between the dependant variable which is employee’s attitude and the autocratic leadership style in Public sector. The study further compare the results with the Private sector to find out that whether autocratic leadership style is an effective leadership style leading to optimal employee’s attitude or not. Reviewing the appropriate journals on leadership styles, job contentment, organizational loyalty and turnover intentions, the study will further give recommendations to the organizations practicing autocratic leadership style to positively affect the employees attitude and hence the overall performance of the employees by increasing job satisfaction, as inferior contentment can cause regular nonattendance from job increasing cost of the employer as the regular work routine is disturbed hence damaging the performance of the employees giving air to unprofessional work attitude. Increased job satisfaction in turn will enhance organizational commitment and will positively work on the turnover intentions and actual turnover of the employees.
CH 4)
Identifications of Issues

4.1) Identifications of Issues

In Pakistan, turnover in Public sector may not be a very big issue due to many reasons. Some of the reasons may include job security, benefits associated with government jobs, low job opportunities etc. Despite the dissatisfaction, the low turnover from government job is mainly because of the factors like unemployment in the country, low job security in private organizations, fright of change in environment, low skills-set, strict check and balance and regulations of private organizations, fear of losing the job in result of an acquisition, merger or bankruptcy of the private organizations. Dissatisfaction in job and low organizational commitment are the main concerns faced by the government sector organizations. As it is proved by empirical evidences by the earlier researchers, organizational commitment is greatly influenced by job satisfaction. In Government sector employees mostly have very low job satisfaction and lower organizational commitment due to many reasons which could be; ambiguity in job role, unfair evaluation techniques, scarce resources, insufficient work equipment, unappealing work atmosphere and distraction at work place along with low opportunity of growth and development. Other issues may include peer-relationship, relationship with the supervisor, job security, compensation and fringe benefits. Level of autonomy given while performing a task and treatment of employees with respect also affects the employee’s job satisfaction and organizational commitment.
Ch 5)

Analysis & Results

5.1) Analysis
The data presented as follows was collected by means of written questionnaires. There were chiefly four parts of the questionnaire namely demographic part, job satisfaction part, organizational commitment part and turnover intention part. The demographic part consisted of six questions which helped us to determine the age, gender, education and tenure of the respondents. The job satisfaction’s part consisted of seven questions. The original JDS included a fourteen item scale to measure five particular specifications namely pay, job security, social, supervision and growth satisfaction. However we laid stress upon social, supervisory and growth satisfaction in the seven questions. Organizational commitment part consisted of six questions. The OCQ (Organizational commitment questionnaire) has fifteen items six of which were negatively phrased and reversed scored. However no negatively phrased questions were included in these six questions. The turnover intention part consisted of three questions including all the three indicators i.e. thinking of quitting and intent to quit. All the variables were measured on five point likert-scale. Only two open ended questions regarding the leadership style were also included. 
SPSS software was used to convert the questionnaire’s qualitative date into quantitative data and then analyzed and explained. Statistical tests applied to the collected data were Cronbach’s Alpha, Correlations amongst the variable, one-sample statistics and one-sample test. 
Following are the calculated results: 
5.2) Results

Reliability of data

Table 5.2.1) Cronbach’s Alpha

	Variable
	N
	Cronbach's Alpha

	Job Satisfaction – JS
	120
	0.688

	Turnover Intention – TI
	120
	0.509

	Organizational Commitment – OC
	120
	0.638


Table 5.2.2) Correlations
	

	
	
	Job satisfaction
	Turnover intention
	Organizational commitment

	Job satisfaction
	Pearson Correlation
	1
	.069
	.313**

	
	Sig. (2-tailed)
	
	.454
	.001

	
	N
	120
	120
	120

	Turnover intention
	Pearson Correlation
	.069
	1
	-.023

	
	Sig. (2-tailed)
	.454
	
	.803

	
	N
	120
	120
	120

	Organizational commitment
	Pearson Correlation
	.313**
	-.023
	1

	
	Sig. (2-tailed)
	.001
	.803
	

	
	N
	120
	120
	120

	
	


Table 5.2.3) One-Sample Statistics
	

	
	N
	Mean
	Std. Deviation
	Std. Error Mean

	Job satisfaction
	120
	25.5833
	4.16585
	.38029

	Turnover intention
	120
	8.5167
	2.30448
	.21037

	Organizational commitment
	120
	21.0750
	4.06287
	.37089


Table 5.2.4) One-Sample Test

	
	Test Value = 0



	
	     T
	Df
	Sig. (2-tailed)
	Mean Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	Lower
	Upper

	Job satisfaction
	67.273
	119
	.000
	25.58333
	24.8303
	26.3363

	Turnover intention
	40.484
	119
	.000
	8.51667
	8.1001
	8.9332

	Organizational commitment
	56.823
	119
	.000
	21.07500
	20.3406
	21.8094


5.3) Discussion of Result
Cronbach’s Alpha is used as a reliability indicator for the data collected. The more closer it is to the value .70 the more the data is considered to be consistent and reliable. Job satisfaction and Organizational commitment results showed an acceptable deviation from that value but the reason why turnover intention is a bit more deviated from that value can be explained under the current employment situation in Pakistan. As the economies over the world are coming down, so is the case with our economy. The slump in the economy is reflected on limited job opportunities and as a result unemployment is very common. People even if they are not happy and satisfied with their current job are unwilling to quit and leave until they can find another proper job. Government job though to any extent it is unsatisfactory and the employee to any extent is not committed to it are not left and switched over because of the benefits it offers. Some of the benefits include after retirement pension, good relationships with authorities, and medical/educational/travel facilities for the family, opportunity for their children to replace them etc. So it is concluded that in Pakistan, beside employees are not satisfied and not professionally committed to their government job they are less likely to quit or think about quitting. 

Correlation amongst the variables was also calculated. The results were just as they have been supported by the earlier theories and proofs by the researchers. Value 1 means positively and highly correlated.0 means no correlation.-1 means the variables are highly negatively correlated. As job satisfaction and organization commitment are positively but not highly correlated (0.313**). That means as job satisfaction increases so does the organizational commitment of an employee but not to the same extent. The value -.023 indicates that the as the commitment towards the organization of an employee increase the chances of him/her quitting the organization decreases. The negative sign shows an inverse relation between the turnover intention of the employee and his/her organizational commitment but it is a weak relationship dependant on several other factors and variables. The relation between job satisfaction and turnover intention is also a very weak one as represented by the acute value of 0.069. it can be concluded that job satisfaction has a little to do with the intentions of an employee to quit or stay in an organization as intent to quit and quitting the organization can be a cause of one of the several other factors or a combination of several other factors as well as just for fun as indicated by some researchers.

** means the correlation is significant at 0.01 (2-tail test)

CH 6)
Conclusion & Recommendations

6.1) Conclusion

A positive relationship is evident and proved from the results, between leadership and other variables used Such as job satisfaction and organizational commitment. But have negative relationship with the turnover. Because if there is effective leadership style definitely it will decrease the turnover but if there is effective leadership style it will increase the organizational commitment and job satisfaction, building creative attitude of the employees. Job satisfaction is dependent on a lot of factors like work environment, quality of supervision, supervisor’s motivational techniques, etc negative approach towards a job is reciprocal to an optimistic approach towards a job that is equivalent to job satisfaction. Job satisfaction is an approach towards the job which may also rest upon employee’s success or failure in achieving his/her personal goals. In 1996, Jones, Kantak, Futrell, and Johnson empirically found that leadership behaviors of sales managers directly and indirectly influence sales executive job satisfaction. In 2001, Sparks and Schenk carried out a quantitative research for testing the relationship among job satisfaction, transformational leadership and effect in multilevel marketing organizations. The result supported that the transformational leadership indeed transformed followers by encouraging workers to perceive higher expectation in their employment. There are many variables influencing the turnover intention and the actual turnover from which our interest will be in Leader’s behavior or leadership style, organizational commitment and job satisfaction. In research of leader behavior and turnover intention, it has been found that with various leadership styles, the turnover is negatively associated (Fleishman & Harris, 1962). Turnover and turnover intention have invariably been negatively associated to job satisfaction as well as organizational commitment. Job satisfaction is found to be positively correlated with organizational commitment (Bluedorn, 1982; Clegg, 1983; Dougherty, Bluedorn, & Keon, 1985). Efficiency and leadership have a positive correlation between them which will ultimately lead to achievement of the employee goals. In 1984, Werbel and Gould found an opposite association among turnover and organizational commitment. The above result shows that leadership style, organizational commitment, turnover intentions and job satisfaction are related to each other in the above discussed manner and is proven in the above results.

6.2) Recommendations

It is proved from the above discussion that leadership has a strong impact on the work attitude of the employees. Employee positive attitude can be increased by increasing the job satisfaction, increasing his organizational commitment and reducing turnover. Job satisfaction/organizational commitment can be improved and turnover can be decreased by

1. Job satisfaction can be obtained if the employees feel contented as how their performance is assessed and evaluated and with positive worker-supervisor relationship. Unjust or not transparent assessment would lead to ultimately leaving the organization.
2. Employee satisfaction may also be enhanced by organizational components such as having sufficient work tools, resources, and training opportunities. 
3. Opportunities of promotion in an organization and standard working conditions may also increase employee’s Job satisfaction and loyalty to the organization.
4. Role ambiguity and role conflict and work load may lead to job dissatisfaction resulting in quitting moreover, spot clarity of information is equally important for an employee to feel satisfy with his work. 
5. To keep employees focused and satisfied monotonous of work is avoided. Job satisfaction level may not only achieved by consideration of work atmosphere but addition of traditional culture is also essential. 
6. Open communication, respect and recognition along with a supportive managerial style may also be used to increase employee job satisfaction level and its affiliation to the organization. 
7. Improved employee surroundings help in enhancing employee job satisfaction and creativity as it helps employees to focus, relax and avoid distraction and discomfort. 
8. Higher job satisfaction can also achieved by better coworker relationships and management. 
9. In the end job satisfaction mainly depends on how an employee perceives his job. The more he thinks high of his job; he is more likely to get satisfaction by doing his work and vice versa.

Everything which can be possibly done by the managers and leaders to enhance and help the growth of a positive attitude of the employees must be done as evident by all the research work done above. It will not only help the employee in his current job but will have an unlimited impact on the organization’s environment, its performance, the future employer of those employees and the economy in the long run.
Attitude is a little thing that makes a big difference.  ~Winston Churchill
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Questionnaire:

Name:           ____________________________

Designation:    ____________________________

Organization:   ____________________________

Please write the selected answer number in to box given.

A1      Which age bracket do you fall in?

1)  
20-30 years 

2) 
31-40 years 







3) 
41-50 years 

4) 
51-60 years 

5) 
Above 60 years

A2
Gender                                                                  

1)   Male 

2)   Female


A3 
What is the highest level of your education? 

1)   Bachelors

2)   Masters 

3)   M.Phil/M.S 

4)   PhD 

A4 
What is your discipline of study? 
1)   Business Management 

2)
Social Sciences

3) 
Natural Sciences

4) 
Pure Sciences

A5
When did you start your career?



(1)
01-10 years ago



(2)
11-20 years ago



(3)
21-30 years ago



(4)
31-40 years ago



(5)
More than 40 years

A6
What is your current income level?



(1)
10,000-20,000            



(2)
21,000-30,000



(3)
31,000-40,000



(4)
41,000-50,000



(5)
51,000 or above

     1)  In your opinion Autocratic leadership style is better than Democratic Leadership style?

     (1)  Yes   (2) No

     2)  Are you currently working under an Autocratic Leadership style?

     (1)  Yes   (2) No

           Keeping in mind Your Organization’s current Leadership Style, please answer the following questions:

JOB SATISACTION
 JS1) Under present leadership style, are you satisfied with extent of job security you have in your present job?

(1)  Strongly Disagree   (2) Disagree         

(3)  Neither Disagree nor Agree 

(4)  Agree               (5) Strongly Agree

 JS2) Overall quality of the supervision under current      leadership style is good?
(1)  Strongly Disagree   (2) Disagree        

(3)  Neither Disagree nor Agree 

(4)  Agree               (5) Strongly Agree

JS3) Are you satisfied with the personal growth and development opportunities offered by the current leadership style you are working under?

(1)  Strongly Disagree   (2) Disagree       

(3) Neither Disagree nor Agree 

(4)  Agree               (5) Strongly Agree

JS4)  how do you feel about the degree of respect and fair treatment you receive from your leader?

(1)  Strongly Disagree   (2) Disagree        

(3)  Neither Disagree nor Agree 

(4)  Agree               (5) Strongly Agree

JS5) Are you satisfied with the degree of support and guidance you receive from your leader?

(1)  Strongly Disagree   (2) Disagree       

(3)  Neither Disagree nor Agree 

(4)  Agree               (5) Strongly Agree

JS6) Under your current leadership style, do you have freedom to use your own judgment?

(1) Strongly Disagree
 (2)  Disagree


(3)
Neither Disagree nor Agree

(4) Agree

      (5)  Strongly Agree

JS7) Current leadership style really makes your job   challenging?

(1)  Strongly Disagree   (2) Disagree   

     (3)  Neither Disagree nor Agree 

(4)  Agree               (5) Strongly Agree

TURNOVER INTENTION
 TI1) Your present leadership style often makes u think   about quitting?   

(1)  Strongly Disagree   (2) Disagree     

     (3)  Neither Disagree nor Agree 

(4)  Agree               (5) Strongly Agree

 TI2 Are you likely to look for a new job in the next   year?

(1)  Strongly Disagree   (2) Disagree    

     (3)  Neither Disagree nor Agree 

(4)  Agree               (5) Strongly Agree

TI3)
 Would you leave this organization in the next year?

(1)  Strongly Disagree   (2) Disagree   

     (3)  Neither Disagree nor Agree 

(4)  Agree               (5) Strongly Agree

ORGANIZATIONAL COMMITMENT
     OC1)
 Are you willing to put in efforts beyond that normally is expected in order to help this organization to be successful?

(1)  Strongly Disagree   (2) Disagree      

     (3)  Neither Disagree nor Agree 

(4)  Agree               (5) Strongly Agree

     OC2)
The leadership style your working under makes you    feel very little loyal to this organization?

(1)  Strongly Disagree   (2) Disagree      

     (3)  Neither Disagree nor Agree 

(4)  Agree               (5) Strongly Agree

     OC3)
 Do you think that your values and the organization’s values are very similar?

(1)  Strongly Disagree   (2) Disagree 

(3) Neither Disagree nor Agree 

(4)  Agree               (5) Strongly Agree

     OC4) Do you think this organization’s leadership really inspires the very best in you in the way of job performance?

(1)  Strongly Disagree   (2) Disagree           

(3)  Neither Disagree nor Agree 

(4)  Agree               (5) Strongly Agree

     OC5) Is this the best of all possible organizations for you in which to work?

(1)  Strongly Disagree   (2) Disagree       

     (3)  Neither Disagree nor Agree 

(4)  Agree               (5) Strongly Agree

     OC6)
Do you really care about the fate of this 

     Organization?

(1)  Strongly Disagree   (2) Disagree       

(3)  Neither Disagree nor Agree 

(4)  Agree               (5) Strongly Agree

THANK YOU FOR YOUR TIME!
    Dependent variable


    


  Employee’s Attitude 


Job satisfaction


Organizational commitment


Turnover Intention





Independent variable





   Autocratic    


   Leadership
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