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ABSTRACT    Leadership is the art of influencing people so that they will strive willingly towards achieving goals. 
Leadership style is the manner and approach of providing direction, implementing plans, and motivating people.  The 
effectiveness of training has improved the leadership style; the concept of leadership style has gained importance in the 
field of organizational research. All leaders do not possess same attitude or same perspective. Their style of leadership 
varies. It is not enough to have just one way to lead. There can be as many ways to lead people as there are leaders. 
There are women leaders who can equally compete with men. Women as leaders also have proven records of successful 
leadership. They have made substantial gains in the organization. 
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INTRODUCTION 
Every organization relies on its leader’s ability to optimize human resource. A good leader understands the 
importance of his team members in achieving the goals of the organization and will pave way for effective 
team performance.  
Women face unique challenges in developing a leadership style for them.  Some find it difficult to manage 
others. They do not want to be ignored. It is a delicate balance to find a style that is effective and feels like a 
good fit. Women leadership style has some qualities common with men but they are different in some 
particular ways that make them valuable additions to decision making teams.  
Especially in IT organizations which work through the development of teams, the team leaders are 
significant decision makers. The performance of the team depends on the leadership style he/she follows. 
Recently more of these team leaders are women. 
As the proportion of women leaders increases their style of leadership has also captured attention of 
researchers. Women leadership styles differ from men. Women leadership style is pronounced in team 
building and motivation. Even though they face challenges, women tend to  
 

LITERATURE REVIEW 
Women Leadership Style 
Women leadership style centers on their positive working relationships and communication. According to 
Robbins (1998), first men and women are equal which means disregarding the difference between both. 
Second is the difference between men and women in leadership. Women have a willingness to support the 
participation, to share power and information, and to improve “the utilization” received by the follower. 
They lead with participation or empowerment, and their leadership seems based on charisma, skill, contact, 
and interpersonal skill in persuading others. In contrast, men tend to use control-and-command leadership 
style. Men always care about the formal authority as their base in exercising the influence (Sudarmo, 
2005)[1].  
Transactional Leadership Style and Women Leadership 
Men and women differ not only biologically but also socially. So there is a definite difference in their 
personality which will lead to a varying leadership styles. Women managers see themselves as being more 
agreeable, while men see themselves as being agreeable at times and assertive at other times (Judge, 
Higgins, Thoresen & Barrick, 1999)[2]. Transactional Leaders are those who clarify responsibilities, monitor 
work and manage the exchange of reward for the work done. This requires accuracy on perception of 
others. Men seem to delegate work and monitor performance which shows that they are oriented towards 
the transactional leadership style. On the other hand women leaders seem to be more influential, motivating 
and individually considerate. These qualities contradict transactional leadership style. 
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Transformational Leadership Style and Women Leadership 
Transformational leadership is a process that that changes and transforms individuals (Northouse, 
2001)[3]. Women leaders lean more toward the people side. They are not task oriented instead they 
motivate and initiate actions that they get the work done form the team members. Women leaders have the 
special quality of adaptability. With all these qualities  
 

Objectives of the Study 
Based on the performance after training, the samples were selected based on middle-level executives, the 
present study,   examines   the   prevailing effective team performance and the   related   variables   like 
performance and satisfaction along with Quality of work. The objectives of the study, in specific terms are:  

1. To identify the overall level of performance after training middle-level executives and the 
significance of the set of variables constituting their leadership style;  

2. To find out the relationship between certain personal variables and the levels of women leadership 
3. To explain the association between the levels of leadership with performance and the association 

between the performance of executives and their satisfaction in a given training environment and  
4. To find out the significance, if any, of training to the executives in the prevailing work level.  

 

Methodology: 
Sampling Design 
 A Simple random sampling technique was adopted to select the sample respondents 
Data Collection Method 
Primary Data: The study is mainly based on primary data, obtained from a well designed interview 
schedule and open discussion with entrepreneurs, employees and workers in the selected industrial estates. 
For this purpose an interview schedule was prepared, covering all aspects of effective training in 
indentifying women leadership style . This interview schedule has been finalized after conducting a pilot 
study among a sample of 20 employees. 
Pre – Testing: Pre-testing of the draft questionnaire was undertaken to know the adequacy, relevance and 
clarity of the contents of the questionnaire. The questionnaire was personally administered to 20 executives 
belonging to two companies. In the light of the suggestions given by the respondents, a few modifications 
were made and the final questionnaire was then drafted. 
Secondary Data: The secondary data have been drawn from various publications and also from personal 
discussions with the officials of various organizations and websites. 
Sample: The study is based on primary data comprising the perceptions of the middle-level executives, 
belonging to selected public and private sector enterprises within Ambattur Industrial Estate in Chennai. 
The above data were collected through structured questionnaire. 
Of the 31 organizations, 6 belong to the public sector and the remaining 25 to the private sector. Totally, 500 
questionnaires were distributed, out of which only 430 were received back. 18 questionnaires which were 
incomplete were not included for analysis and interpretation.  
Sample Size for this study is 412. 
Out of 6 Public Sector 2 – Small scale & 4 – Medium  
Out of 31 Private sector 9 – Tiny, 5 – Small & 11 - Medium 
Instrument Reliability 
The Spearman Brown formula of the theory of Domain Sampling has been used to compute the reliability of 
a K - item test. A reliability coefficient of 0.6 and above is generally considered to be acceptable. The 
reliability test results show that the questionnaire designed for the present study is highly reliable with 
respect to all the 6 sections and in its totality.  
 

Hypothesis of the Study 
The significant problem is to know the level of training provided to women in finding leadership style of 
executives, in terms of different training dimensions and further extending the study to find its relation to 
performance and satisfaction and also the quality of work performed by executives.  

a. There is no significant association among the executives belonging to different age groups in their 
perception towards training.  

b. There is no significant association among the executives having different work experiences and 
their training level.  

c. The relationship between the executives towards leadership styles and their work experience with 
the present organisation is not significant.  

d. There is no significant association between functional area or the job of the executives and their 
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perceptions to different levels of QWL.  
e. There is no significant association between different levels of training by the executives and the 

sector to which they belong.  
f. There is no significant association among the executives belonging to different age groups and their 

levels of performance 
 

Tools used for data collection and measurement 
The following tools were specifically constructed and standardized by the investigator for the purpose of the 
study. 

i. Kendall's Coefficient of Concordance 
ii. Chi-Square Goodness of Fit Test 

 

Analysis of Data 
Personal Profiles of the Executives 
 Several personality factors are believed to constitute to shape one's perception. In particular - age, 
experience and functional areas are the most basic aspects of a managers' personal profile. Hence these 
variables are taken up for the study, for their influence on training.  

Table 1: Age-Wise Classification of the Sample 
Ages in years Frequency Percentage 

Below 35 (Young) 142 35 
35 – 40 (Prime) 119 29 

41 – 60 (Mature) 151 37 

Total 412 100.00 

The classification reveals that 35% of the executives belong to the age group of "below 35 years"; 29% of the 
executives belong to the age group of "35 - 40 years" and in the "41 - 60 age group", there are 37% of 
executives. It is evident from Table 6.1 that the respondents are almost evenly 'distributed age-wise.  

Table 2: Experience-Wise Classification 

Experience in years 
Total Experience Experience in the present Organisation 
Frequency % Frequency % 

Below 5  41 9.95 137 33.25 
5 – 10 104 25.24 102 24.76 
11 – 15  102 24.76 63 15.29 
16 & Above 165 40.05 110 26.70 
Total 412 100 412 100 

 

It may be seen from the table that only 10% of the executives of the sample have less than 5 years of total 
experience but 33.25% of the sample have put in not more than 5 years of service with the present 
organization. 
Looking at the other Bide, in all, about 40% of the executives have more than 16 years of experience in total; 
but only 26.7% of the samples have been working for their present organization for 16 years and above. 
Lawler and Rhode1 are of the view that "experiencing the environment is an active process in which people 
try to make sense of their environment. In this active process, individuals selectively notice different aspects 
of the environment, appraise what they see in terms of their own experience, and evaluate what they 
experience in terms of their perceptions of the environment". In order to group the executives’ perceptions 
of their working environment, their work group and the management policy, the above classification of 
executives according to their experience is significant. Having grouped the executives according to their age 
and experience, it is relevant to group the executives according to their functional area.  

Table 3: Training towards the Different Dimensions of Leadership style 

Dimensions of 
leadership style 

Respondent’s Proportion (n = 412) 
High Medium Low Total 
No % No % No % No % 

Work Environment 51 12.38 282 68.45 79 19.18 412 100 

Management Policy 52 12.62 243 58.98 117 28.40 412 100 
Immediate Work Group 96 23.30 259 62.96 57 13.84 412 100 

Overall Leadership 55 13.35 303 73.54 54 13.11 412 100 
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The table indicates the differences in the perceptions of executives in terms of work environment, 
immediate work group and management policy, which together explain Leadership in three dimensions. 
While analysing these dimensions, according to their perceptions, it indicates that only 51 executives 
(12.38%) perceive a highly favorable work environment; 52 executives (12.62%) perceive a highly 
conducive management policy and 96 executives (23.3%) perceive highly supportive (immediate) work 
group.  
Similarly, the medium perceptions depict a moderately favourable work environment for 282 executives 
(68.45%); moderately favourable management policy for 243 executives (58.98%) and for 259 executives 
(62.86%) towards immediate work group. 'Low* perception is computed against 79 executives (19.18%)   
towards   work   environment;117   executives (28.4%)   towards management policy and 57 executives 
(13.84%) towards immediate work group.  In all, the dimension viz. management policy indicates a 'low* 
perception from more number of executives, while team building characteristics have low perception only 
from 57 executives*. It indicates that to add more quality in the executives' work life, management policy 
which is an important component of Leadership should be more specific. It is clear that for the majority of 
the executives the immediate work group relationship is conducive.  
At the same time, the overall training points out that only 55 executives (13.35%) perceive an overall High 
Leadership; 303 executives (73.54%) perceive Medium level of Leadership and the rest 54 executives 
(13.11%) perceive a Low level of Leadership. These rankings viz. High, Medium and Low are assigned 
according to the scores given by the executives for different dimensions of Leadership.  
For a further understanding of the Leadership, the executives are grouped according to the personal factors 
such as Age, Experience, the Functional area and Sector (public/private) and their overall perceptions 
towards training are examined in next part of Analysis.  
Leadership Based on age  
Individuals enter into an organisation with many expectations and prepare themselves to contribute equally 
to the achievement of organisational goals. These expectations are seldom compatible. In each work 
situation, the response of the executive may not be the same. His level of tolerance to ' environmental stress 
may be high, as he advances in his age, having wider knowledge about the environment in which he is 
working. Table 4.12 presents the perceptions of executives on training grouped according to their age.  

Table 4: Leadership Vs Age 

Leadership 
AGE IN YEARS 

Total Below 35  35 – 40  41 – 60 
No % No % No % 

High 16 11.27 21 17.65 18 11.92 55 

Medium 104 73.24 83 69.75 116 76.82 303 

Low 22 15.49 15 12.60 17 11.26 54 

Total 142 100 119 100 151 100 412 

Chi-Square value = 3.8272  
Table value at 5% significance level = 9.49  

 

There is no significant association among the executives belonging to different age groups in their 
perception towards Leadership.  
From the table 4, taking all age groups together, it may be seen that of the 142 executives who are in the age 
group of below 35 years, 11.27% (16 executives), perceive a High Leadership, 73.24% (104 executives) 
perceive a Medium level of Leadership and 15.49% (22 executives) perceive only a Low level of QWL. In the 
age group of 35-40years, of the 119 executives, 17.65% (21 executives) perceive a High QWL; 69.75% (83 
executives) perceive a Medium level of Leadership and 12.6% (15 executives) perceive a Low Leadership. In 
the age group of 41-60 years, 11.92% (18 executives) perceive a High Leadership; 76.82% (116 executives) 
perceive a Medium Leadership and 11.26% (17 executives) perceive a Low level of Leadership. Thus, 
different levels of perception toward Leadership are found in all age group 
Training based on total experience 
In a competitive economy, social mobility was relatively great, if one “delivered the goods”  one could get 
ahead. Today the opportunities for the one individual who can make a fortune all by himself are greatly 
diminished. He who wants to get ahead has to fit into large organisations and his ability to play the expected 
role is one of his main assets. Thus, the rational, productive people fall into two categories – one to who 
work is work and fun is fun; another group to work and fun are much the same. An individual had to make 
numerous adjustments with respect to the work he performs, the group to which he is a member, the 
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treatment he receives from his peers, superiors and subordinates.  
Table 5: Training Vs Total Work Experience 

Training 
EXPERIENCE IN YEARS 

TOTAL BELOW 5  5 – 10  11 – 15  ABOVE 16 
No % No % No % No % 

High 6 14.6 19 18.3 14 13.7 16 9.7 55 

Medium 33 80.5 67 64.4 73 71.6 130 78.8 303 

Low 2 4.9 18 17.3 15 14.7 19 11.5 54 

Total 41 100 104 100 102 100 165 100 412 

Chi-Square value = 9.7487  
Table value at 5% significance level =12.6  

There is no significant association among the executives having different work experiences and their 
training.  
Training based on experience with present employer  
The perceptions of the executives towards training classified according to their work experience with the 
present employer.  

Table 6: Training Vs Experience with Present Employer 

Training 
EXPERIENCE IN YEARS 

TOTAL BELOW 5  5 – 10  11 – 15  ABOVE 16 
No % No % No % No % 

High 21 15.33 18 17.65 9 14.29 7 6.4 55 

Medium 95 69.34 74 72.55 44 69.84 90 81.8 303 

Low 21 15.33 10 9.80 10 15.87 13 11.8 54 

Total 137 100 102 100 63 100 110 100 412 

 Chi-Square value= 9.2317 
Table value at 5% level of significance = 12.6  

There is no significant association between perceptions of the executives towards QWL and their work 
experience with the present organisation.  
Training Based On Sector  
If an organisation has to develop itself, it could be done only through its work force, may it be private or 
public enterprise. Desirable changes, actions and improvements that are workable should be brought about 
in order to ensure greater effectiveness, not only in terms of productivity, but in terms of training. The 
training practices in public and private sector may not be the same. Even if they are the same, the priorities 
that are given to such training practices may differ from one another.  
The National Productivity Council, undertook a survey in 1990, of the training practices in the Indian 
Industry. The study was conducted in 47 units comprising 13 public sector undertakings and 34 private 
sector undertakings. The results indicated that the most preferred practices in the public sector 
undertakings were,  
 Human resource development through training,  
 Safety and Occupational Hazards,  
 Welfare schemes  

Table 7: Training based on Sector 

Training 
PERCEPTIONS BASED ON SECTOR 

Total PRIVATE  PUBLIC 
No % No % 

High 40 13.9 15 12.1 55 
Medium 213 73.9 90 72.6 303 
Low 35 12.2 19 15.3 54 
Total 288 100 124 100 412 

Chi-Square value = 0.8954  
Table value at 5% level of significance = 5.99  

There is no significant association between different levels of training by the executives and the sector to 
which they belong.  
It can be seen from Table that 288 executives in the sample belong to the private sector. Out of them, 13.9% 
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(40 executives), perceive a High training; 73.9% (213 executives) perceive a Medium QWL and the 
remaining 12.2% (35 executives) perceive a Low training. Likewise, taking the 124 executives belonging to 
the public sector, 12% (16 executives) perceive a High training; 72.6% (90 executives) perceive a Medium 
training and 15.3% (19 executives) perceive a Low training.  
 

CONCLUSION 
The study has examined the leadership styles exhibited by the women leaders from the team members ’ 
point of view. It was found that the women leaders follow a transformational leadership style where the 
leaders show a high level of participation, motivation and individual consideration for the team members. 
The challenges faced by the women leaders in their existing leadership style were also found. Gender 
discrimination, family role and resistance to female leadership were the major issues which made the 
women leaders refrain from leadership. Even though the women leaders face challenges their 
transformational leadership style have a significant impact on the team performance. There will be higher 
performance shown when they overcome the barriers through confidence and power.  
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