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Abstract
Information Technology (IT) is an important factor to the success of an organization as it will align and
coordinating the organization to their right tracks to achieve the organizational goals. It is essential to maintaining
our leadership and success. It is not surprising because IT offers enormous benefits for organizations to grow their
leadership skills and societal development. In order to cope with the problems in managing people, it is important
to focus on IT leadership program in motivating employees. The current gap on leadership is on evaluation and
measurement of the impacts towards the employee’s attitude, mainly the organization that are being engaged with.
This paper addresses the gap by providing a discussion on IT leadership program on evaluation of employees and
information reporting. The evaluation using the leadership approach will not only create a holistic evaluation
process, but it will also assist in fostering innovative organization and technology.
Keywords: information technology, leadership program, employee’s attitude, job satisfaction
1. Introduction and Background
It is not new about research on multiple levels of management leadership. The research done on leadership style
showed up an analysis where the focus of research was in upper management of studies (34%), lower-levels of
management (16%) while middle management only 7% in the 25 years period prior was found by DeChurch et al.
(2010). Previously, leadership style for middle management has been researched less than high and low
management. This guides DeChurch and colleagues to presume “the least well empirically-understood phase of
organizational leadership happens in the middle level”. Luthans and Avolio (2003) emphasized on the importance
of includes in future research about authentic leadership where involved of the effects of leaders’ positivity on
follower’s behavior, as well as followers’ performance and development. They mentioned that IT leadership
program should also focus on the organization performance and the most important is the effectiveness of a leader
in leading the organization towards the organization goals. Table 1 shows five key behaviors by organizational
leaders and organizational outcomes.
Leadership can also affect the management system as refer to Kotter (2008) by the designing of the organization
system. The usage of evidence-based practices in the designing of a program can lead to the job satisfaction that
will results in the organization effectiveness. Previous studies have examined the relationship between leadership
program and employee’s attitudes including organizational commitment and job satisfaction. On the other hand,
Hampton et al. (1986), Johnston et al. (1990), and Savery (1991) described that there is no linkage between
organizational commitment and leadership program, while Hunt and Liebscher (1973) found a negative
association between leaders’ production emphasis and some phases of organizational commitment.
By contrast, more recent studies researching charismatic and leadership style have shown, with some keeping, a
positive relationship with followers’ organizational commitment (Avolio et al., 2004; Barling et al., 1996; Bono &
Judge, 2003). Mutual affect theory reports that certain leadership styles cause subordinate styles, and certain acts
of subordinates (for example, low performance) can cause the leader to modify behavior. Several studies support
the notion of reciprocal effect between leaders and subordinates. One of the results suggests that leader
consideration or employee-centered behavior and leader positive reinforcement both can conduct to employee job
satisfaction. Job satisfaction has been illustrated as a major contributor aspect to propose to stay in the international
nursing literature (Cavanagh, 1992; Coomber et al., 1997; Strachota et al., 2003), but job satisfaction is a complex
phenomenon with many affecting components.
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Table 1. Five key behaviors by organizational leaders
Challenging the
processes
Inspiring a shared
vision
Enabling the others to
act
Modelling the way
Encouraging the hearts

Transformational leaders search new opportunities in order to transform the
current status.
Transformational leaders have an extensive thinking paradigm and have the ability to
imagine the future.
Transformational leaders support others in their planning and help to improve
their skills and abilities.
Transformational leaders act clearly about the values and beliefs
Transformational leaders would encourage the human workforce to have efforts.

It is an attractive issue on style of leadership and the employee’s along with organizational effects. Feature
approach makes a start of study on IT leadership and become wider from time to time. Via various dimensions,
categories of leadership style like supportive, super, entrepreneurial, transactions, participative and servant, it led
to emergence of spiritual leaderships.
Amabile et al. (2004), Masadeghrad (2003) and Yukl (2002) stated that to manage an organization, interaction of
both leaders and employees who comes from various backgrounds resulting in many leadership style classes. Even
though many leadership styles emerged day by day to achieve higher level of performance, it develops best
universal definition. Generally, there are two main categories of leadership styles which are leadership style on
humanistic-based and on mechanistic-based. Brown (2003), Rad and Yarmohammadian (2006) and Ismail et al,
(2010) stated that an active replacement occur in an organization internally and externally to promote leaders in
modifying leadership style’s paradigms primarily in traditional mechanistic towards humanistic-based for a better
achievement of organizational aims and proposition. The traditional leadership style is powerfully influenced by
traditional management thoughts and most leaders exploit a mechanism based on leadership style to deal with and
manage followers in their organizations (Rad & Yarmohammadian, 2006; Yousef, 2000). This leadership style is
widely exercised in organizations that conduct in a stable market environment, concentrate on internal
organizational environments and offer less emphasis to high commitment human resource practices (Coulter &
Robbins, 2008; Ismail et al., 2010; Noe et al., 2007).
The research model of the survey includes 3 leadership styles; instrumental (transactional) as a mechanic-based
leadership, supportive and participative leadership that are humanistic-based leadership styles of the study. Job
satisfaction for employees is a dimension in providing organization success in particular for human resource
management (Snell & Bohlander, 2010). While Silva (2006) stated that satisfaction of job is an enjoyable sense
which emerged in the workplace. This shows the positive effect on employee’s job or their condition. Plus, job
satisfaction is an employee’s affective orientation on their task (Price, 2001).
Several employees can achieve their satisfaction through some factors on their task and may achieve
dissatisfaction via some factors (Mullins, 2007). In higher education, private institutions are facing high number of
turnover of academic staff (Balakrishnan, 2008). It might be happen due to indirect effect when academic staff
feels dissatisfied on the environmental of the task. The correlation of the relationship for academic staff-leaders
gives an effect on the satisfaction of job which is proportional to the performance of their job. While Mullins (2007)
emphasized the academic organization need’s in maintaining high quality of workforce to give customers a better
services and outcome. Plus, request on a study about satisfaction level of job in education field use as indicators of
feeling and attitude for educators in teaching (Athirah and Muhamad Hasan, 2008). In workplace especially in
managing the organization, there must be a problem which maybe rise based on communication, stress, conflict,
motivation and leadership. The problems should be managed apparently to prevent decisively affect on its nature
and direction of organization. Recruitment is the process by which organization attract potential workers to apply
for a job. Locating workers can be through inside and outside of an organization. Recruiting inside workers is
carried out by selecting the same worker in the organization. For example, students that had graduated from
Universiti Teknologi Malaysia (UTM), can have a chance to be selected as research assistant or a lecturer in UTM.
Different from locating outside candidates for a job, it can be done via internet and agencies. By using internet and
IT, an organization can recruit employee immediately. The problem is immediate recruitment. This will happen
when there are an overload works in a team or an organization, the leader need to find employee immediately in
order to ensure that a project or the works can be done in the time that had been set on. Job satisfaction and
transformational leadership were being highlighted as important factors for an organization. This study was
directed at understanding leadership program among IT leaders in UTM.
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Figure 1 shows the proposed model that will be used to guide the completion of the investigation:
Leadership program

Employees’ attitudes

Individualized

Job satisfaction

consideration
Charisma
inspiration
Intellectual
stimulation

Figure 1. Proposed model of the study
In this theoretical framework, independent variable in this research is leadership style. While, this research has
three moderating variables which are individualized consideration, charisma inspiration, and intellectual
stimulation. Last but not least, dependent variable in this research is job satisfaction.
This research shows relationship between the variables especially on how leadership style will affect job
satisfaction. Various types of leadership style will lead differently on individualized consideration, charisma
inspiration and intellectual stimulation. All three of individualized consideration, charisma inspiration and
intellectual stimulation will give effect on job satisfaction. Several hypotheses can be developed in this research.
(a) There are various types of leadership style among IT leaders in Universiti Teknologi Malaysia (UTM).
(b) Job satisfaction can be categorized into several levels among the employees.
(c)There is a clear relationship between leadership style and job satisfaction among IT leaders in Universiti
Teknologi Malaysia (UTM).
(d) Different style of leadership will affect job satisfaction of employees differently.
2. Research Methodology
Through a mixed-method design based on survey of IT leaders as well as interviews with them, the study will
combine IT programs on the factors shaping employees attitudes and their causes. Interviews with IT leaders will
reflect the influence of determinant of IT programs in job satisfaction. Combining these methods will enable the
researcher to generate a huge amount of data which increase the robustness of this study. A subsample of leaders
will be interviewed. SPSS package (Version 18) for quantitative data will be used, while the qualitative data will
employ the use of Nvivo. The outcomes of the interview sessions will provide evidence regarding type and
responsibility to IT leaders in managing people.
3 Expected Findings
This study helps researcher to learn and understand the knowledge and information about the relationship
between IT leadership program and employee’s attitude. This research also determines the kind of leadership
styles and the factor to influence job satisfaction and organizational commitment. By doing this research, the
researcher can get a lot of valuable experience for seeking the reasons of problems and solving problems. This
study help respondents to recognize the relationship between leadership style and job satisfaction, they will get a
lot of information and knowledge about leadership style and job satisfaction. Through this research, the
respondents can get a new identification for themselves; it is helpful to their job efficiency, job promotion and
career development.
4. Conclusion
In this paper, the researchers have presented IT leadership as a management function, which is mostly directed
towards people and social interaction, as well as the process of influencing people so that they will achieve the
goals of the organization. Through an investigation of the leadership styles, it is expected that it is need for
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improving the quality of work-based provision and the need to meet employers’ requirements at all levels within
the organization.
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