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ABSTRACT

The success of an organization consists of a multitude of factors and
elements, which combined perfectly lead to the achievement of the best performing
standards. The frequently asked question is not whether an organization can be
successful, but what exactly makes an organization successful. Therefore, we can
say that both managers (leaders) and employees have important roles, starting with
the objectives and strategies established at the level of the organization and up to
their implementation and the relationship between them and providing permanent
and reciprocal feedback. In a previous study we analyzed the relationship between
leaders and employees within organizations with a production profile in Romania,
so we considered it necessary to analyze the opinion of employees towards leaders.
Thus, the 31 respondents occupy different executive positions within a production
company. A questionnaire based on a quantitative analysis was used as a working
tool. It consisted of 18 questions (17 closed-ended questions and one open-ended
question). The questionnaire was distributed directly (online) using the Google
Forms platform. In conclusion, we can say that the employee-leader relationship
must also be analyzed from the perspective of the behavior that both have within the
organization. Following the study, we can say that leaders are largely satisfied with
the behavior and attitude that leaders show towards them in different situations.
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1. Introduction

After almost a century of academic
research, the issue of leadership in
organizations remains a highly analyzed topic
both at a theoretical and practical level.

Evidence is beginning to accumulate
that follower characteristics can shape the
impact leadership has on a work team.
Preliminary research has shown that
subordinates prefer different types of leaders
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based on their own personalities, and that this
preference may carry over to performance
consequences. Charismatic leaders are more
effective as they match their approaches to
subordinate self-concepts and the positive
effect of leader extraversion, often thought to
be universal, has been found to be suppressed
by follower proactivity. The aim of leadership
is to bring people together around a common
goal (Gregory & Willis, 2023). We know a



great deal about leader traits, behaviors, and
their effects on performance, but it is
becoming increasingly apparent that our lack
of similar knowledge on follower
characteristics represents an important gap in
our understanding of how and why leadership
does (and does not) work (Lemoine & Blum,
2013). Moreover, the leader who cares
about developing new leaders within the
organization assumes the role of leader-
coach by using and developing leadership
skills and practices (Pless & Maak, 2022).

Understanding a culture is like learning
a new language. No matter how influential
employees might become, there is always
more to discover. Awareness of the level of
organizational culture encompasses the
ability to understand and respect different
cultures, ideas, perspectives, experiences. It is
about the knowledge of human values, of the
ways of life that define our interconnected
world (Skills for success. Your ultimate guide
to mastering the most in-demand skills &
expert strategies to skyrocket your career in
2024).

While there are many factors that
contribute to a team’s success, leadership is
by far the most important. Without a strong
leader, work in a successful team cannot be
achieved, and goals cannot be met. Great
leaders have the ability to bring out the best in
their team members. Thus, one of the
missions they have is to motivate, instill
confidence and provide the right career
guidance to employees.

In all types of organizations, leaders
must focus on improving leadership skills.
Leadership skills comprise a series of
attributes that allow you to effectively guide,
motivate and influence other people in the
organizational environment of employees.
These skills are essential for successful
leadership. A list of some key leadership
skills of leaders can be listed in the following

lines: communication, problem-solving,
decision-making, conflict resolution or
settlement, = empathy and  emotional
intelligence, delegation, motivation and
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inspiration, effective time management,
strategic thinking, team building, vision, goal

setting and achievement, feedback, and
coaching (Kapur, 2020).
The success or failure of an

organization does not belong only to the
leaders, but also to the supporters, i.e. the
employees. The high performance of an
organization is achieved by both leaders and
employees, especially by the best, the most
involved. For a team to achieve high
performance, its members must be well
prepared, motivated, competent, confident,
responsible and proactive.  Supporters’
behavioral styles have been divided into two
dimensions by Robert Kelley, in his book
“The Power of Followership™ (1991).

The first dimension considers the
quality of the supporters’ thinking: critical
and independent versus uncritical and
dependent. Supporters belonging to the first
category are more rational, act and make
independent  decisions,  follow their
convictions, are creative, innovative, offer
constructive criticism when it is necessary
and appropriate. Supporters of the second
category do not have critical thinking, they
follow predetermined instructions and do not
deviate from them, they accept the leader’s
ideas without reservation, without first
assessing the situation.

The second dimension emphasizes the
type of behavior of the supporter: active
versus passive. Active supporters are people
who collaborate easily with other members at
different levels. These people take initiatives
to solve problems and make decisions and are
extremely well-known in the place where
they carry out their activity. The level of
engagement or interaction for passive
supporters is extremely limited. These are the
people who avoid taking on responsibilities
beyond what is provided in the job
description and need continuous guidance
and control.

Depending on the characteristics that
derive from the two dimensions, the five
styles of the supporters’ behavior result: the



active supporter (efficient), the passive
supporter  (ineffective), the conformist
supporter, the alienated supporter and the
pragmatic supporter.

The active supporter is the person who
is seriously committed to carrying out the
tasks, his main goal being to satisfy the
interests of the organization. He/she is critical
thinking, independent, not afraid of conflict
with other members, not even conflicts with
his/her boss.

The passive supporter is the person
who lets the leader think about everything
that needs to be done. He/she does not have a
critical or independent thinking. These people
lack initiative and responsibility and
constantly ask for guidance.

The conformist supporter is the kind of
person preferred by an authoritarian leader.
These supporters carry out all orders without
considering the consequences of such orders.
Conformists are people who avoid conflict,
their thinking is uncritical, proactive but
dependent.

The alienated supporter is a person with
critical, passive and yet independent thinking.
This person feels unappreciated for the
exemplary work he does, is able to participate
in solving problems, but does not want to.

The pragmatic supporter is the person
who combines the 4 styles presented above. It
is not well-known which side of the barricade
this type of supporter is on, as they have an
ambiguous image with positive and negative
sides (Kouzes & Posner, 2017).

2. General Elements on Research
Methodology

The general objective of this exploratory
research is to analyze the perception of
supporters (employees) towards leaders, in a
company with a production profile
(mechanical processing) in Romania. The
company is of medium level and has 31
employees, who represented the surveyed
sample.
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As secondary objectives we list:

—analysis of the main features of the
respondents surveyed;

—identifying the
collaboration between
leaders;

—identifying the degree of satisfaction
of employees with leaders.

A questionnaire based on a quantitative
analysis was used as a working tool.
It consisted of 18 questions (17 closed-ended
questions and one open-ended question).
The questionnaire was distributed directly
(online) using the Google Forms platform.

of
and

reality
employees

3. Analysis of the Main Results
regarding the Employees’ Perception of
Leadership, in a Company with a
Production Profile in Romania

Several types of relationships can be
created between employees and leaders. We
can say that two such types are frequently
encountered in the organizational
environment, more precisely the one of
proximity and the one of distance. These two,
depending on the situation or evolution, can
help or hinder the interaction between them,
providing quick feedback and the speed of
completing organizational tasks.

The first of the questions in the
questionnaire referred to the moment when
employees talk to leaders. As can be seen in
Figure no. 1, the majority of respondents
(45%) talk to leaders every time they do not
know what they have to solve or when they
do not understand or have not been told very
clearly how to execute a task. A percentage of
29% of respondents talk to leaders only when
they are not coping with a situation or in the
case of situations when they are aware that
the task assigned is not within their
competence. A fairly high percentage of
respondents (23%) choose to talk to leaders
every time they have a dissatisfaction. In
fewer situations (3%), supporters do not go to
talk to leaders and prefer to wait for them to
notice their dissatisfaction and approach them
(Figure no. 1). Even if communication in the



organizational environment is an
indispensable binder, it can be seen that there
are still gaps in terms of the clarity of the

| DON'T TALK TO THE SUPERIOR, | WAIT
FOR HIM TO OBSERVE THE SITUATION | AM
IN AND TAKE A STAND

| TALK TO MY SUPERIOR WHEN I'M
OVERWHELMED BY THE SITUATION

| TALK TO THE SUPERIOR AT EVERY
DISSATISFACTION

| TALK TO MY SUPERIOR WHEN | HAVE
SOMETHING TO SOLVE AND | DON'T KNOW

transmission of messages from leaders (work
tasks), which makes the transmission of
feedback late or not at all.

3%

29%

23%

45%

Figure no 1: How often supporters talk to leaders
(Source: Own creation)

When tasks are distributed, it is
important for the leader to always keep in
mind the skills and interests of the people
concerned. According to the data, employees
claim that leaders only sometimes take their
interests and skills into account when
dividing tasks (42%). 32% of them believe

W Never

IR
\

\

32%

M Rarely B Sometimes

that leaders often take this into account, while
13% of them believe that leaders often have
their interests in mind, and 13% say that

leaders never consider their interests
and skills when leaders divide tasks
(Figure no. 2).

W Often M Frequently

~13%

| — 42%

Figure no. 2: How often leaders consider team members’
interests and skills when distributing work tasks
(Source: Own creation)
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The company’s goals are a priority for
leaders, so one of their missions is to
encourage all team members to aspire to
them and achieve them successfully. There
are various methods and techniques through
which they can do this, so that the message
is delivered correctly to the supporters.
Centralized data shows that 52% of

13%

52% __—

W Never

M Rarely M Sometimes

supporters say that leaders often guide them
to aspire to the same goals. Only sometimes
it happens that respondents are not guided to
aspire to the same goals or the message is
not well conveyed (22%). 13% of them
answered that it is rare and frequent for
leaders to encourage them to achieve
common goals (Figure no. 3).

__13%

_22%

B Often ™ Frequently

Figure no. 3: The frequency with which respondents feel encouraged
by leaders to aspire to the same goals
(Source: Own creation)

Employee insecurity at work derives
from several reasons or situations. One of
these could be the extent to which leaders
know employees’ intentions, how they want
to evolve, and what their aspirations are. In

W Yes

13%

29% ——

ENo

this case, 58% of supporters answered yes to
this question, 29% believe that their leaders
do not know this detail, and 13% do not know
or have not asked themselves this question
(Figure no. 4).

W | do not know

Figure no. 4: The leader knows the desire of the respondents
about how they want to evolve in the team
(Source: Own creation)
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An employee’s motivation to perform
at work and their morale are interconnected.
If morale is high, there are premises for the
person to be motivated in what they do. Low
morale makes motivation not long-lasting.
For short periods, employees can be
motivated by different material or moral
methods, but only maintaining a conducive
organizational climate can support their
motivation in the long term.

To the next question in the
questionnaire, respondents had to choose
from six answer options that motivate them
the most at work: salary offer, collegiality,
professional  development, intellectual
challenge through work tasks, time flexibility
and the possibility of working from home. As
can be seen in the graph in Figure no. 5,

collegiality is a factor considered important
for motivation at work (32%), followed only
later by the salary offer (26%). Many times,
the interests and needs of the staff do not

coincide with those of the leader. For
example, while the leader wants their
employees to perform at work, some

employees come to work primarily to reunite
with the work group, which they consider a
“group of friends”. Professional development
(19%) and flexibility of the schedule (19%)
are also considered important by respondents,
but to a lesser extent. The intellectual
challenge through work tasks occupies the
penultimate position in this hierarchy, with
3% of respondents choosing it as a source of
motivation at work in this case.

32%
26%
35%
30%
25% 19% 19%
20%
15%
10% 3% 0%
AV
0%
Salary Collegiality Professional Intellectual Flexibility of Working from
development challenge the schedule home
throught
work tasks

Figure no. 5: What motivates supporters the most in the workplace
(Source: Own creation)

Employees may be very satisfied with
their service, but not performing at the same
time. The important thing is for the leader to
find those ways to motivate the staff through
which to instill in them the desire to work
efficiently for the organization.
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The resolution of problems and work
tasks must come in a way that is as original as
possible. Leaders need to find these solutions
and promote them among supporters. Asked
if leaders do this, supporters’ opinions are
divided (Figure no. 6).



80%
70% 65% 65%
60%
50% 45%
40%
30% 26%
19%

20% 13% 16% 13%

10%
10% 6% I 6% 6% I
The leader decides for
himself what should be appeals to the group's opinions even if
done and howitshould competitive spirit of the he does not share them

be done groupto solve tasks
faster

0%

mTotaldisagreement  m Disagreement

6%

The leader frequently The leader listens tothe The leader discourages
any discussion that

affects th

environment

m Uncertain

74%

32 %’55%

61%
265 29%)|
II 10%I

The leader always The leader looks forthe The leader emphasizes
publicly appreciates the mostoriginal solutions the quality and speed of
group's performance  tosolvethetasksby  performingtasks and
throughpraiseand  promotingthemamong sets high performance

compliments the subordinates standards

58%

26%

i“’ 1s%|
ework

mAgreement  m Totalagreement

Figure no. 6: Situations in which leaders find original solutions to solve problems
(Source: Own creation)

Feedback is very important in the
functioning of an organization, but it should
not be confused with criticism or praise.
There is a distinction between evaluative or
prescriptive feedback and truly constructive
feedback. Correct feedback should be a
balancing factor in an organization.

When asked how often they ask for
feedback from leaders, most supporters
(35%) believe they are never given feedback,
others say they are given weekly (26%),

26%

19%

10%

DAILY WEEKLY MONTHLY

monthly (19%), semi-annual (10%) and daily
(10%). As can be seen from the presentation
of the percentages, within the institution
where the respondents carry out their activity,
there is a communication problem of those at
the higher level felt by the employees (Figure
no. 7). Thus, they mentioned that they want
the leaders to be more communicative, to
listen to them more and to organize more
frequent meetings in which certain problems
they have are discussed.

10%

0%
ARV
HALF-  ANNUALLY  NEVER
YEARLY

Figure no. 7: Respondents’ willingness to receive feedback from leaders
(Source: Own creation)

At the same time, respondents were
asked if they provide daily feedback to
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leaders. The situation is somewhat better for
them than for leaders (Figure no. 8).



26%

74%

HYes ®mNo

Figure no. 8: Providing feedback from respondents
(Source: Own creation)

Regarding the age of the respondents, 13% over 45 years old and 10% between 18-
77% of them are aged between 30-45 years, 30 years old (Figure no. 9).

m 18-30 years = 30-45years = Over45years

Figure no. 9: Age of respondents
(Source: Own creation)

HMale m Female

Figure no. 10: Gender of respondents
(Source: Own creation)
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52%

m<1year

m1-2years

13%

m2-5years ®>5years

Figure no. 11: The length of time respondents have been working in the company
(Source: Own creation)

Figure no. 10 exemplifies the gender of
the respondents. As can be seen, male
employees are in greater numbers than female
ones. In terms of the period of time since they
have been working in the manufacturing
company (Figure no. 11), most of them have
been with the company for more than 5 years
(52%), followed by those with less than 1
year (19%), then with a seniority between 2-5
years (16%).

There are employees for whom a job is
more than a source of income. They are those
employees who like what they do, like the job
they have and want to perform. Moreover, for
them their leaders are important and that is
why they are not allowed to make mistakes or
deviate from the rules of the organization.
The last question in the questionnaire was an
open one through which the respondents had
to offer some aspects that they would like to
improve in their leaders. Thus, among their
wishes, we recorded the improvement of the
work climate by offering more facilities, the
desire for leaders to be more communicative
in some situations and at the same time the
organization of information and counseling
meetings more often and even the
dissemination of the daily problems they face.
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4. Conclusions

In conclusion, we can say that the
employee-leader relationship must also be
analyzed from the perspective of the
behavior that both have within the
organization.

In the workplace, every employee
pursues his or her interests, and when tasks
are divided, advocates want leaders to
consider both their interests and their skills.
From the employees’ perspective, as we have
previously shown, they claim that leaders
mostly take their interests into account. There
are sometimes discrepancies  between
employees and leaders due to the occurrence
of unpleasant situations at work or even due
to personal problems. As for the feedback
that employees give to leaders on a daily
basis, this is a very good one. Team members
largely claim to provide feedback to the
leader on a daily basis to ensure that they
perform their work tasks correctly.

Mainly, leaders know what the team
members’ aspirations are and how they
want to evolve within the team. However,
the relationship that exists between them is
an official one.



Trying to analyze the main features of
the respondents surveyed, we noticed that
there is a fairly high percentage of people
who claim that the most motivating thing
for the workplace is the good work
environment, collegiality. If morale is high,
chances are that the person is motivated in
what they do. Another important factor is
the salary offer, followed by professional
development.

Regarding decision-making at the
group level, respondents say that most
decisions are made only by leaders, with
too few situations in which their opinion is
taken into account.

For the organization to be in
continuous development, it is not enough
for an employee to execute only what they
have to do. They must be more involved in
the way of solving tasks, come up with
innovative ideas and help the leader in the
decision-making process.

The relationship between employees
and leaders must be an open one, and
employees must be sure that they can get in
touch with leaders at any time, for guidance
or advice. Also, leaders must be either open
to their proposals or ideas, which happens
frequently in the organization. Following
the main objective, we notice that there is
continuous communication between
employees and leaders, supporters calling
for the help of leaders when they have
something to solve and do not know, and
leaders in turn come to the aid of employees
when they are overwhelmed by the
situation. Analyzing the situation from this
point of view, we could say that there is an
open relationship between them.

Trying to identify the
relationships ~ between  leaders

true
and
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employees, we also set some secondary
objectives, which we analyzed. We started
by analyzing the main features of the
respondents surveyed and we noticed that
among employees the most motivating
thing 1is the organizational climate.
The work environment often influences
employee morale, thus influencing their
productivity. If employees feel good at
work surrounded by colleagues, but also by
leaders, having some open relationships,
they will be more  productive.
Also, employees tend to be motivated by
the salaries offered by the company.

In terms of employee involvement in
the decision-making process, a weaker
involvement can be observed here, as
leaders prefer to make decisions at the
organization level most of the time on their
own. At the same time, leaders try to
increase employee satisfaction by showing
them that their work is important.

The degree of satisfaction of
employees can also be achieved by
promoting their ideas or praising the group
for well-solved tasks.

Any organization can improve its
activity by pursuing the fulfillment of
employee needs. Once these needs are met,
employees will be much more involved in
what they do. As a result of the research,
we also had proposals for improvement
from employees who want to improve the
work climate by offering more facilities, the
desire  for leaders to be more
communicative in some situations and at
the same time organizing more often
information meetings but also counseling
and even dissemination of the daily
problems they face.



REFERENCES

Gregory, A. & Willis, P. (2023). Strategic public relations leadership, Second edition.
Routledge Taylor & Francis Group. London. 29.

Skills for success. (2024). Your ultimate guide to mastering the most in-demand skills &
expert strategies to skyrocket your career in 2024. Available at: https://blog.skillsuccess.com/
wp-content/uploads/2023/12/Skills-for-Success-2024-Report.pdf.

Kapur, R. (2020). Leadership Skills: Fundamental in Leading to Effective Functioning
of  the Organizations, 2-4, Available at: https://www.researchgate.net/
publication/344361074 Leadership Skills Fundamental in Leading to Effective
Functioning of the Organizations.

Kelley, R. (1991). The Power of Followership. New York: Doubleday Currency.
Available at: https://archive.org/details/dli.ernet.214554/page/n1/mode/2up.

Kouzes, J., & Posner, B. (2017). The leadership challenge. How to Make Extraordinary
Things Happen in Organizations. Sixth Edition. Hoboken, New Jersey, John Wiley & Sons,
Inc. 295-230.

Lemoine, G.J., & Blum, T.C. (2013). The Power of Followership: How Subordinate
Characteristics Moderate  Leader-Performance Relationships. 3-5. Available at:
https://www.researchgate.net/publication/276898015_The Power of Followership How__
Subordinate Characteristics_Moderate [ eader-Performance Relationships.

Pless, N.M., & Maak, T. (2022). Responsible leadership, Second edition. Routledge
Taylor & Francis Group. London. 97-98.

583





