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Abstract: 

The ability to lead is not based on one's character traits but on their demonstrated behavior and a set of honed 

competencies. Leadership is transformed from an intangible notion into concrete actions and routines that can be 

taught and learnt by anyone who is up for the task. Successful leaders are able to use their expertise to forge a 

path forward for their teams. Intelligence on its own is insufficient. Good leadership techniques not only inspire 

employees to think beyond the box, but also facilitate the implementation of their ideas. Successful leadership 

practices turn as a colleague, friend, and humanitarian toward everyone in the organization for higher 

performance, therefore automotive industry executives need to learn the latest management and leadership 

strategies in the field (Shamir, 1999).Therefore, studies have concentrated on developing more efficient methods 

of utilizing existing evaluation tools to measure the effect that leadership practices have on organizational 

performance. To thrive in today's competitive marketplaces, automakers and suppliers alike must constantly 

innovate and improve their products and services (Arslan & Staub 2013). Research has shown that top executives 

have a crucial role in driving organizational success (Boal & Hooijberg 2000; Peterson et al 2003). Nonetheless, 

previous studies' conclusions about the impact of leadership techniques in boosting organizational performance 

are inconsistent. Therefore, the researcher hoped to use this study to confirm the link between leadership practices 

and the success of automobile-related organizations in Chennai. 
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INTRODUCTION:- 

India is the world's second-largest two-wheeler manufacturer and will be the third-largest 

automaker by 2016. The Indian automotive business might produce USD 300 billion annually 

by 2026, create 65 million jobs, and contribute over 12% to India's GDP. Industry-friendly 

government regulations, port proximity, a traditional engineering background, and human 

brains have established Chennai City India's "Auto Hub." The car business needs strong leaders 

and leadership methods to reach its goal and get a global reputation. Leadership practice is the 

actual application or usage of a theory, concept, or method. Leadership approaches promote 

creativity and help implement unique ideas. Therefore, they must understand the current 
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management and leadership approaches in the auto industry, which function as a change agent 

for an organization (Shamir, 1999). Successful leadership practices turn a leader into a 

colleague, friend, and humanitarian for greater performance. 

Any car business aims to survive and thrive in extremely competitive marketplaces, where 

companies must constantly improve (Arslan & Staub 2013). The literature demonstrates that 

leadership is crucial for organization performance (Boal & Hooijberg 2000; Peterson et al 

2003). Prior studies on leadership strategies and organizational effectiveness have shown 

mixed results. The researcher wanted to determine the impact of leadership approaches on 

organizational performance in Chennai's car industry. 

 

STATEMENT OF PROBLEM: 

The automotive industries' leadership practises and strategies are designed to attract and retain 

talented technicians and professionals in order to fulfil current market conditions. The 

organisation develops robust leadership practises as well as effective ways to achieve goals by 

maximising the use of human resources. There has been a significant shift in leadership policies 

and practises to capitalise on the current state of the automobile sectors. Many studies on 

Human Resource techniques have been undertaken in a variety of businesses. Every 

organization's success is dependent on the leadership of its members. Executives with technical 

credentials, rather than executives with managerial skills, hold significant positions in the 

majority of automobile industries. The current situation necessitates the development of 

leadership abilities among key executives in order for firms to reach their full potential. 

The study aims at examining the leadership practices in automobile manufacturing industries 

in Chennai. This study is a maiden attempt in this direction. Hence the following are the 

research questions that the researcher wants to investigate and find answers: 

1. Does different leadership quality prevailing in Automobile industries in current scenario? 

2. What extent leadership practices have impact on quality & innovation and organizational 

effectives & efficiency among the employees? 

3. Which are the key factors having major influence in leadership quality of the selected 

Automobile Industries in Chennai? 

4. How to sketch a model by portraying the interrelationship between the components of 

leadership quality and organizational performance in the context of the Automobile 

Industries in Chennai? 

Objectives of the study: 

This research is aimed to accomplish the below listed objectives: 

1. To identify the different leadership quality prevailing in Automobile organizations 

in current scenario. 

2. To investigate the influence of demographic profile of the employees towards the 

perception of leadership quality in Automobile Sector at Chennai. 
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3. To scrutinize the association between demographic profile and organizational 

performance from the viewpoint of employees working in Automobile Sector. 

4. To assess the impact of leadership practices on organizational relevance, quality & 

innovation and organizational effectives & efficiency among the employees.  

Scope of the study: 

Chennai has become a major automobile and component manufacturing center organizational, 

earning it the moniker "Detroit of India." Almost 60% of all automobiles produced are 

exported. The city has the advantage of being closer to the coast. This facilitates the export of 

these commodities. As a result, the research study done among personnel working in the 

numerous automobile manufacturers located in Chennai has a broader scope. Furthermore, the 

researcher investigated employees' perceptions of the impact of leadership techniques on 

organisational performance and its quality characteristic in the Automobile Industries. It also 

provides techniques to increase the multitasking skills and talents of Automobile Industry 

employees by implementing correct leadership qualities. 

Research methodology: 

The research is descriptive. It seeks to describe employees' perceptions of the impact of 

leadership techniques on organizational success in the automobile industry; the main data was 

collected via a questionnaire. The sample size is limited to 620 people from various automobile 

industries in Chennai. 

Determination of Sample Size 

A population is defined as the “total collection of individuals or objects that forms the focus of 

the research” whereas the sample is “a selected part or a division of the population (Pretorius 

1995)”. According to Pretorius (1995), research is generally conducted to make inferences 

about the population based on the information available about the sample, in order to make 

deduction from the sample to the population.  

A number of formulae have been formulated for formative the sample size depending upon the 

availability of information. The researcher has used the below mentioned formulae for 

calculation of sample size. 

 Sample size n =  

Where,  Z  = Standardized value corresponding to a confidence level of 95% = 1.96  

 S  = Sample SD from pilot study of 50 samples = 0.635 

 E  = Acceptable error 5 % = 0.05 

Hence  Sample size n =  

                = 619.61 ~ 620 
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Where n  = 620 

Conceptual frame work: 

 

Leadership Qualities 

A person who can bring about change, therefore, is one who has this capability to be a leader. 

Leaders have a number of common qualities. 

1. Courage 

Emotional strength is that involve the exercise of will to achieve goals in the face of opposition, 

internal or external. Leadership absent courage is a mockery. It takes courage to remain honest, 

tell truth always, break from the standard, challenge the status quo, look for new opportunities, 

cut our losses, make the hard decision, listen rather than speak, admit own faults, excuse the 

faults of others, not permit failure to dampen own courage, stand for those not capable of 

standing for themselves, and to remain true to own core values. No employee respects a 

superior who refuses to confess making a mistake, or who tries to blame his or her own mistakes 

on an associate of the team. 

2. Emotional Stability 

Excellent leaders must be able to abide aggravation and stress. Overall, they must be well-

adjusted and have the psychological maturity to deal with anything. This leader shows 

confident vulnerability. Emotionally stable leaders are comfortable hiring and building teams 

of people who complement their skills and knowledge. Behave predictably. Staffs know this 

leader's limited number of hot buttons and know how to redress the situation. Emotionally 

stable leaders are the tranquil within the storm during crises. 

3. Listening Skill 

Generally persons fall into the habit of thinking of a response, while others are speaking instead 

of actively listening. Emotionally strong leaders avoid that trap, realizing that they need to 

understand not only the content. The emotions behind the words are often more important than 

the spoken words. People are frequently aware of that, but still have the need to feel heard. 
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Emotionally intelligent leaders hear their staff and by doing so are able to connect with them 

on a deeper level. 

4.  Empathy 

It is an ability to understand the emotional makeup of other people. According to their 

emotional reactions it is the skill of treating people. The capacity to know how others feel is 

important in any job and in the case of managers too. People, who are empathetic, are more 

adjusted to the subtle social signals that others’ need or want. This skill answers the reason for 

feeling nervous, the consequences of an action, etc. Empathy skills are most imperative in 

managing relationships. Goleman has explained empathy as ‘social radar’. He explains 

empathy as being able to pick up another’s feeling without having a word spoken by them. 

5.  Initiative 

The ability to "think outside the box;” take risks and develop new and effective solutions to old 

and emerging problems. 

 

REVIEW OF LITERATURE: 

Valeria EGuzmán et al (2020)– the aim of their study is about the characteristics of leadership 

and their skills in the perspective of Industry 4.0.  This study results in the following leadership 

characteristics like cognitive, interpersonal, business and strategic skills.  For transition process 

the above skills has been considered for the organization during their transition towards 

Industry 4.0. Characteristics and Skills of Leadership in the Context of Industry 4.0” - Procedia 

Manufacturing, Volume 43, 2020, Pages 543-550 

Markus M Luedi (2022) - the aim of his narrative is to put these dimensions into perspective 

and provide tips to consider during this challenging journey through an ever more complex 

world. This narrative is based on his personal journey as a clinician leader and focuses on 

theinterconnected dimensions of managingpeople, systems, and oneself.-Leadership in 2022: 

A perspective 

My Thi Diem Ta et al (2022) the aim of this paper is about  synthesising the existing safety 

leadership research by performing a systematic literature review to gain an overview of the 

relationship between various leadership styles and safety performance in high-risk industries 

with a main focus on health and workplace safety  and analysing and comparing the major 

results from the reviewed studies. The researchers shows the following leadership styles 

transformational leadership, transactional leadership, leader–member exchange, authentic 

leadership, empowering leadership, ethical leadership, paternalistic leadership, charismatic 

leadership and passive leadership. It has been frequently used in the development and 

validation of safety leadership theories as well as in understanding the leadership influence 

towards safety climate, safety compliance and safety participation in various contexts.  The 

importance of research  is about the development of conceptualization by applying to the study 

of leadership styles’ influence on safety performance. 

https://www.sciencedirect.com/journal/procedia-manufacturing
https://www.sciencedirect.com/journal/procedia-manufacturing
https://www.sciencedirect.com/journal/procedia-manufacturing/vol/43/suppl/C
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Reni Rosari (2020) - This paper attempted the comparison and contrast of various definitions 

and the researcher had chosen a final definition which promises most in terms of practical 

applications as well as providing guiding principles for lecturer leadership development. This 

article has been divided in four parts and finally it was decided that the the most promising 

definition in terms of practical applications as well as providing guiding principles for his own 

leadership development, and conclusion. 

Ebrahim Hasan Al Khajeh (2018) - This study examines the impact of leadership styles on 

the organizational performance by focusing six leadership styles such as -transformational, 

transactional, autocratic, charismatic, bureaucratic and democratic. This study has provided 

deep insights about the leadership styles; the democratic, transformational, bureaucratic and 

autocratic leaderships have a positive impact on the organizational performance, however, the 

charismatic and transactional leaderships have negative impact on the organizational 

performance, as it does not provide opportunities and freedom to employees.  The researcher 

suggested that charismatic, bureaucratic and transactional leadership styles have negative 

relationship with organizational performance. Transformational, autocratic, and democratic 

leadership styles, on the other hand, had a positive relationship with the organizational 

performance. It has been recommended that organizations use the leadership style that 

enhances the capabilities and abilities of the people. 

Fatma Sonmez Cakir  et al (2022)- The aim of this paper is to analyze the relationships 

between leadership effectiveness, knowledge sharing behavior, business performance, firm 

strategy, and firm performance.  The researcher was revealed that  the relationships, statistical 

analyses were applied to the data collected using one-to-one questionnaire techniques while 

the relationships between the variables were tried to be revealed. Meanwhile, the researcher 

studied about the importance of knowledge sharing behavior and the positive effects of both 

independent variable and mediator variable on the organization are emphasized.  

Data Analysis and Interpretation:- 

Leadership Qualities 

Descriptive Statistical Analysis 

Table 1: Leadership Qualities 

S. No Factors Range Minimum Maximum Mean Std. Deviation 

1 Courage 20.00 5.00 25.00 16.2516 5.268 

2 Emotional stability 20.00 5.00 25.00 12.9210 5.245 

3 Listening 20.00 5.00 25.00 15.5194 5.383 

4 Empathy 20.00 5.00 25.00 15.3742 5.111 

5 Initiative 20.00 5.00 25.00 17.5645 5.478 

6 Leadership Qualities 100.00 25.00 125.00 77.6306 23.791 

 

The table:1 Summarizes descriptive statistical measurements of automakers' leadership 

qualities. The following table shows that employees are satisfied with leadership attributes 

including boldness, listening, empathy, and initiative, but are less satisfied with emotional 
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stability. From the analysis, it's clear that factor initiative of leadership qualities has the highest 

mean score of 17.56, indicating that these leaders are proactive. They take the initiative to take 

the company to new heights and help their followers face day-to-day challenges in the selected 

auto companies. 

Indepenent T Test Of Independence 

Gender vs Leadership Qualities. 

Ha3: Significant difference of perception persists between male and female employees with 

regards to leadership qualities possessed by their leaders. 

Table 2: Gender vs Leadership Qualities 

Leadership Qualities. Gender N Mean Std. Deviation t statistic Significance value 

Courage 
Male 497 15.64 3.847 

4.862 <0.001** 
Female 123 13.71 4.996 

Emotional stability 
Male 497 15.30 3.865 

3.846 <0.001** 
Female 123 13.64 4.943 

Listening 
Male 497 16.00 4.168 

4.454 <0.001** 
Female 123 14.07 4.819 

Empathy 
Male 497 15.75 3.673 

3.046 0.002** 
Female 123 14.55 4.753 

Initiative 
Male 497 16.33 4.393 

4.931 <0.001** 
Female 123 14.06 5.184 

Leadership Qualities 
Male 497 79.04 15.151 

5.409 <0.001** 
Female 123 70.04 21.137 

Note: ** signifies significance values are significant at 99% confidence interval. 

Table 2 shows gender vs. leadership exam results. Courage, emotional stability, listening, 

empathy, and initiative are 99% significant. The alternative hypothesis (Ha3) is adopted, 

meaning male and female employees continue to see their bosses differently. Male employees 

had a higher overall perception of leadership abilities (79.04) than female employees. Male 

employees have a stronger opinion of their leaders' initiative (16.33), whereas female 

employees have a higher perception of their leaders' empathy (14.55). Both genders regard the 

emotional stability of their leaders the least, with a mean of 15.30 (male) and 13.64 (female) 

(female) 

Department vs Leadership qualities. 

Ha9: Significant difference of perception persists between technical and non-technical 

employees with regards to leadership qualities possessed by their leaders. 
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Table 3: Department vs Leadership Qualities. 

Leadership Qualities Department N Mean Std. Deviation t statistic 
Significance 

value 

Courage 
Technical 447 20.40 4.300 

2.821 0.002** 
Non-technical 173 18.07 5.037 

Emotional stability 
Technical 447 15.46 4.319 

3.933 <0.001** 
Non-technical 173 13.90 4.757 

Listening 
Technical 447 17.77 4.457 

1.016 0.310 
Non-technical 173 17.35 5.221 

Empathy 
Technical 447 15.90 4.029 

3.326 0.001** 
Non-technical 173 14.64 4.760 

Initiative 
Technical 447 20.15 4.778 

2.109 0.035* 
Non-technical 173 19.22 5.262 

Leadership Qualities 
Technical 447 89.71 17.759 

2.664 <0.001** 
Non-technical 173 83.19 21.698 

Note:  ** and * indicates significance value is significant at 99% and 95% confidence level 

correspondingly. 

Table 3 exhibits department vs leadership test results. Emotional stability and empathy are 99% 

significant, whereas initiative is 95% significant. The alternate hypothesis (Ha9) is accepted, 

which suggests there is a substantial difference in perception between technical and non-

technical personnel for leadership attributes such as courage, emotional stability, and empathy, 

while the initiative is significant at a 95% confidence level. The significance value of listening 

is not significant at a 95% confidence level, hence the alternate hypothesis (Ha9) is rejected, 

indicating that employees in technical and non-technical divisions do not perceive substantial 

differences in their leaders' listening skills. The technical department personnel evaluates their 

leaders' leadership characteristics higher (89.71) Both employees rate their bosses' guts and 

initiative highly. 

Analysis Of Variance (One-Way) 

Designation Vs. Leadership Qualities 

Ha14: Significant difference of perception exists based on the designations of the employees 

with regards to their perception towards leadership qualities of their leaders. 

Table 4: Designation Vs. Leadership Qualities 

Factors N Mean Std. Deviation 

Courage 

Junior Level 299 16.2308 5.10726 

Middle Level 210 15.6571 4.96076 

Senior Level 111 11.8468 4.91787 

Total 620 15.2516 5.26898 

Emotional stability 

Junior Level 299 15.9264 5.10441 

Middle Level 210 15.4810 4.81148 

Senior Level 111 11.1532 4.75241 

Total 620 14.9210 5.24537 

Listening Junior Level 299 16.7592 5.08012 



 
 
 
 

DOI 10.5281/zenodo.7330711 

 

701 | V 1 7 . I 1 1  

 

Middle Level 210 15.8286 4.99369 

Senior Level 111 11.5946 5.08541 

Total 620 15.5194 5.38303 

Empathy 

Junior Level 299 16.5084 4.76027 

Middle Level 210 15.8381 4.60211 

Senior Level 111 11.4414 5.08596 

Total 620 15.3742 5.11123 

Initiative 

Junior Level 299 16.5853 5.27772 

Middle Level 210 16.1762 5.11236 

Senior Level 111 11.6577 4.98086 

Total 620 15.5645 5.47817 

Leadership Qualities 

Junior Level 299 82.0100 22.22649 

Middle Level 210 78.9810 21.66866 

Senior Level 111 57.6937 22.44662 

Total 620 76.6306 23.79199 
 

The one-way analysis of variance (ANOVA) test was used to compare the variation across 

groups (predictor variable) with the variability within each group. Table 4 shows the means 

and standard deviations of all subgroups. In this hypothesis, designation is an independent 

variable and courage, emotional stability, listening, empathy, and initiative are dependent 

factors. Junior-level employees perceive the most leadership traits with a mean score of 82.010, 

followed by middle-level designated executives (78.981) and senior-level employees (57.693). 

Table 5: Designation vs. Leadership Qualities 

 

Table 5 summarizes the One-way ANOVA test findings to compare perceptions of leadership 

variables. The results revealed a considerable variation in the perception of leadership 

characteristics, hence Ha15 is accepted and all the variables are significant at a 99% confidence 

level. 
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Table 6: Posthoc test using Tukey HSD Designation Vs. Leadership Qualities 

 
Table 6 shows Tukey HSD and Multiple Comparisons of the Posthoc test findings. According 

to the results so far, there are statistically significant disparities between employee 

designations. The table shows that there is a statistically significant variation in perception of 

leadership styles among Automobile sector personnel. Junior-level employees differ 

significantly from senior-level employees, but not from middle-level employees, with 99% 

confidence. All leadership qualities differ between juniors and seniors. Juniors and middle-

level employees liked their leader more. 

Chi-Square Test Of Association:- 

Department Vs. Leadership Qualities 

Ha21: There is a significant association between department of the employees and their level 

of perception towards leadership qualities of their leaders working in automobile industries in 

Chennai city. 

Table 7: Department Vs. Leadership Qualities 
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Note: 1. The value within (   ) refers to Row Percentage 

 2. The value within [   ] refers to Column Percentage 

 3. ** Denotes significant at 1% level 

Table 7 shows that the significant value of the chi-square test of the connection between 

employee department and leadership perception is less than 0.01. Therefore, the alternate 

hypothesis (Ha21) is rejected at 1% significance. Therefore, there is a link between employees' 

departments and their perceptions of leaders' leadership skills. Based on the row percentage 

(84.8%), employees in the technical department perceive high levels of leadership qualities 

adopted by their immediate superiors, while employees in non-technical departments (49.1%) 

perceive moderate levels of satisfaction towards leadership qualities exposed by their leaders 

at selected automobile industries in Chennai city. 

Pearson Correlation Analysis: 

Table 8: Intra-correlation between Leadership qualities 

Leadership qualities Courage Emotional stability Listening Empathy Initiative 

Courage 1.000 0.473** 0.464** 0.439** 0.734** 

Emotional stability - 1.000 0.309** 0.601** 0.423** 

Listening - - 1.000 0.435** 0.524** 

Empathy - - - 1.000 0.495** 

Initiative - - - -       1.000 

 

Table 8 shows the link between leadership traits and chosen cars in Chennai. The correlation 

between courage and emotional stability is 47%, while listening, empathy, and initiative have 

correlations of 46%, 43%, and 73% respectively. Emotional stability and listening have just a 

31% link. Emotional stability and empathy have a 0.601 association, which is 60%. Emotional 

stability and initiative are linked by 42%. 44% of correlations exist between listening and 

empathy, 52% between listening and initiative, and 50% between empathy and initiative. 

Emotional stability and empathy had a 60% stronger correlation than other leadership qualities, 

according to the report. 

Implications related to Leadership Qualities 

Auto industry employees are most satisfied with the initiative and courage of their leaders, and 

least satisfied with their emotional stability. Emotional stability is a key leadership trait, but 

some leaders may lose it owing to occupational stress, poor work-life balance, personal 

problems, lack of healthy superior-subordinate relationships, work politics, etc. Offering 

leaders "Stress Management training," "Time Management training," "Yoga/Meditation 

training sessions," etc. help increase their emotional stability. 

Recommendation and conclusion: 

Quantitative research shows that leadership quality has a considerable impact on 

organizational performance. Qualitative research aims to advance the study of leadership 
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quality by identifying the restrictions that enable good skills and eliminate less effective ones. 

Such research reveals ways to improve leadership quality's impact on 

organizational performance. Identify, explain, and intervene in the degree of alignment 

between individuals with influential positions and duties and those who wield leadership 

influence to understand how leadership practices affect organizational performance. 

Since leadership behavior is related to what you choose to practice consciously every day, 

which is a mental aspect, the questionnaire to assess the psychological dimension of the factors 

can also be focused for further research where several criteria for an effective and right 

leadership practice can be done. 

A thorough analysis of such relationships in the correct leadership quality will assist 

researchers and Automobile industry stakeholders understand how the relationship will support 

employees in Automobile manufacturing businesses in the future and its efficacy. 
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