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Abstract  

 
The literature study focuses on autocratic leadership as a barrier to success in the 
workplace and other institutions where it is used. The study accomplishes this goal by 
reviewing and synthesizing the present scholarly literature on this burgeoning topic. 
The review was conducted by using the Web of Science academic search engines to 
identify papers from top publications in operations and management. Leaders in 
developing economy organizations have been reported to have an autocratic 
leadership style. This review is intended to remind leaders that authoritarian 
leadership, no matter what color it is painted, is a style of leadership that is generally 
despised by the people who lead in enterprises. The majority of the time, employees 
do not have a favorable work attitude. Leaders have mostly ignored employees by 
adhering to an out-of-date set of principles because they stuck to Theory X, whereas 
most employees would be more aligned with Theory Y. The different definitions 
proposed by researchers were emphasized and explored in this review. The 
advantages and disadvantages of utilizing an authoritarian leadership style were also 
discussed. It was found that using an autocratic leadership style to solve problems 
hinders the development of creative ideas; as a result, executives should learn to 
apply restraint while employing the technique in their organizations. 
 
Keywords: Theory X Leadership Style, Autocratic leadership style, Authoritarian 
leadership style, and Business Environment 

      
Introduction          
Leaders are the pivots around which all primary and crucial business operations 
revolve in the corporate world (Carroll & Laasch, 2020). This means that how they 
direct (Miao, Newman, Schwarz, & Cooper, 2018), guide (Ghislieri, Molino, & 
Cortese,  2018), and control (Tse, To, & Chiu, 2018). the people who work for them 
could decide how quickly their organizations advance. As leaders, they put 
themselves in front of the group (Pais, Hurst, Lowe, Rosenbaum, & Wadle, 2019), 
facilitating development (Geesa, Stith, & Rose, 2020) and motivating employees 
(Rabiul & Yean, 2021) to achieve organizational goals. A leader is someone who can 
encourage others to do something they don't want to do or are too lethargic to 
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accomplish (Latham, 2020). The leadership process entails persuading employees to 
achieve a common purpose (Shafiu, Manaf, & Muslim, 2019). It is the act of a leader 
influencing a subordinate's behaviors (Liu, Fuller, Hester, Bennett, & Dickerson,  
2018), attitude (HSE, 2018), sentiments (Lanaj, Gabriel, & Chawla, 2021), and goals 
(Schultz, 2020)  in a social system with the willing and eager collaboration of the 
subordinate being influenced. Certain leadership styles are displayed when affecting 
employees (Baig, Iqbal, Abrar, Baig, Amjad, Zia-ur-Rehman, & Awan, 2021). 
According to (Cummings, Tate, Lee, Wong, Paananen,  Micaroni, & Chatterjee, 
2018), leadership styles are the complete pattern of a leader's behaviors as seen by the 
leader's personnel. Pype, Mertens, Helewaut, & Krystallidou (2018) went on to say 
that a leader's leadership style is the distinct way in which he interacts with his team 
and manages (Smith, Busi, Ball, & Van Der Meer, 2019) the duties at hand.  
 
A Theory X boss is known for their autocratic leadership style (Chukwusa,  2018), 
allowing little or no employee input in decision-making. They repeatedly require 
workers to talk and involve them in decision-making when, in fact, a plan of action 
has been committed to. This group of leaders calls for staff meetings to answer 
questions and make announcements (van der Haar, Koeslag-Kreunen, Euwe, & 
Segers, 2017). Staff may not be committed in this environment, resulting in low 
motivation (Parashakti & Afifah, 2018), low morale (Gyang, 2018), and 
unwillingness (Uslu, 2019) to establish goals. Leadership in most organizations has 
been plagued by micromanagement (McKenzie, 2017) and ineffective distribution of 
authority (Pyc,  Meltzer, & Liu, 2017). Organizational failure may result from leaders' 
inability to appropriately delegate responsibility (Niswaty, Juniati, Darwis, & Salam, 
2019) and their over-reliance on autocratic leadership styles or patterns (Guo,  
Decoster, Babalola, De Schutter, Garba, & Riisla, 2018). This could also be due to 
management's incapacity to plan (McMillan & Overall, 2017), organize (Martinsons, 
Davison, & Huang, 2017), and control efficiently (Dahlgaard-Park, Reyes, & Chen, 
2018). 
 
Autocratic leadership style hindrance     
An autocratic boss never accepts staff decisions (Meyer, 2017) and is usually distant 
(Siddique, Siddique, & Siddique, 2020). It is frequently referred to as coercive 
leadership because it is imposed on an organization (Etzioni, 2019). Autocratic 
executives make decisions (Gurr, Jaggers, & Moore, 2017); nevertheless, input from 
employees may be sought along the process, but it is rarely taken into account 
(Omonona, Olabanji, & Obamen, 2019). This is because they are benign autocrats. 
Autocratic leaders exercise total, authoritarian control over their subordinates 
(NawoseIng'ollan & Roussel, 2017). Authoritarian leadership includes little or no 
input from group members (Davis, 2018); leaders make the decisions (Wang, 2021); 
group leaders prescribe all work techniques (Husk, Blockley, Lovell,  Bethel, Lang, 
Byng, & Garside, 2020); and group members are rarely trusted with crucial decisions 
or duties (Beban, Schoenberger, & Lamb, 2019). In some situations, such as when 
decisions must be taken rapidly without consulting a large group of people, autocratic 
leadership may be advantageous. When a specific type of leadership style is applied, 
nothing significant can be accomplished. 
This approach lets employees focus on specific activities (Grzesik, & Piwowar-Sulej, 
2018) rather than making complex judgments, allowing them to become highly 
proficient at doing specialized tasks, which can be helpful to the firm. Autocratic 
leadership can be beneficial at times, but it can also be a source of passivity (Islam,  
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Ali, Jamil, & Ali, 2021), which is why leaders who abuse the autocratic leadership 
style are sometimes perceived as dictatorial (Amah, 2019). Innovative ideas may be 
stifled in organizations due to authoritarian leadership (Dedahanov, Bozorov, & Sung, 
2019), which results from employees' incapacity to participate because they are not 
consulted (Prisacari, 2020). The classical leadership style is a word used to describe 
autocratic leadership (Idiegbeyan-Ose, 2018). It is a situation in which the leader has 
complete control over decision-making (Christensen & Lægreid, 2020) and authority 
(Ashburn-Nardo, Lindsey, Morris, & Goodwin, 2020). Staff members are not allowed 
to give an opinion (Kadiyono, Sulistiobudi, Haris, Wahab, Ramdani,  Purwanto, ... & 
Sumartiningsih, 2020) or discuss (Amah, 2018) with the leader; instead, they are 
expected to follow commands (Zheng, Graham, Farh, & Huang,  2021) and 
instructions (Wang, Cheng, & Wang, 2018) without being given any explanations. 
This is because a systematic set of incentives and punishments (Druskienė, & 
Šarkiūnaitė, 2018) is used to create a motivational atmosphere. Autocratic leadership 
has been widely criticized in recent years. Some research indicates that businesses 
with many authoritarian CEOs had more turnover (Buckley, & Reuter, 2019) and 
absenteeism (Erskine, & Georgiou, 2018) than other organizations.    
 
According to (Siddique & Siddique, 2019), an autocratic leadership style is defined 
by personnel not engaging in decision-making; all choices are taken without the 
staff's consent (Akparep, Jengre, & Mogre, 2019), and they also control "with an iron 
hand." (Jackson & Rosberg, 2020). Furthermore, they are adamant in their stance 
(Smiecinska, 2020) and frequently refuse to explain their actions (Dai, & Spires,  
2018). Leaders often disregard prior agreements with employees (Todorova & 
Vasilev, 2017). They establish tasks (Dyczkowska, 2018) and processes (Essa, 2018) 
and are unconcerned about the decisions and initiative of their employees. This 
supported (Le, & Lei, 2019) thesis that leadership is supposed to be a shared role that 
no one in an organization should claim. The autocratic style is also defined by a 
leader's will being carried out without regard for the opinions of his or her 
subordinates (Lin, Chen, Herman, Wei, & Ma, 2019). Based on unilateral (Zhang, & 
Xie, 2017), top-down communication (Thielen, 2019), autocratic leaders make 
decisions on their own (Bertsch, Nguyen, Alford, Baran, Reynen, Saeed, & Ondracek, 
2017), issue commands to their personnel (Fahlevi, Zuhri, Parashakti, & Ekhsan, 
2019), and expect them to follow them out. Leaders utilize their position to determine 
the proper remuneration to motivate (Olusadum & Anulika, 2018). Autocratic 
leadership frequently explicitly states what (Glasius, 2018), when (Dörnyei & Muir, 
2019), and how (Kalangi, Weol, Tulung, & Rogahang, 2021) a task should be 
completed. The relationship between the leader and the staff is likewise well defined 
(Peker, Inandi, & Gilic, 2018). In many cases, staff feedback is not solicited while 
making decisions (Otieno, & Njoroge, 2019). According to research, decision-making 
under autocratic leadership is less innovative (Akkaya,  2020); hence (Drouin, Müller, 
Sankaran, & Vaagaasar, 2018) suggested that transitioning from authoritarian to 
democratic leadership is more complex than vice versa. Control is one of the 
management elements that an autocratic leader usually employs (Jiang, Chen, Sun, & 
Yang, 2017).        
 
Because autocratic leadership is an exchange process (Al Khajeh, 2018), contingent 
reinforcement of personnel based on performance is necessary. It encourages 
employees by appealing to their desires and monetary transactions (Kuhn & Maleki, 
2017). To keep control, autocratic leaders could employ organizational bureaucracy 
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(Baltaci, & Balcı, 2017), policy (World Health Organization. 2020), power 
(Appelbaum, Kogan, Vasarhelyi, & Yan, 2017), and authority (Zelditch, & Walker, 
2018). According to (Mensah 2019), previous leadership academics have recognized 
offering contingent benefits on fulfilling contractual duties as a rationale for 
employee success. Because it incorporates the trade notion ingrained in autocratic 
leader behavior, this principal activity represents authoritarian leadership. Tangible 
(e.g., wage raises) and intangible (e.g., recognition) commodities may be incorporated 
in contingent incentive transactions or relationships. Leaders of autocracies have been 
acknowledged. Cherry (2015) uses coercion to establish rules (Karlsson, 2020), 
control people (Reny, 2021), and make decisions (Mavromati, 2018), and rewards 
loyalty over merit (da Silva, Neto, Coelho,  L., & de Castro, 2019). Theory X, 
developed by Douglas McGregor, asserts that people should be pushed to work 
(Aykut, 2019), tightly overseen (Tien, 2019), and paid (Anjara, Nellums, Bonetto, & 
Van Bortel, 2017) or punished based on individual production (Yusuf, Oluyemisi, 
Abosede, & Taiwo, 2020 
 
The focus of autocratic leadership is tight adherence to the organizational chart 
(Hartnell, Ou, Kinicki, Choi, & Karam, 2019) and explicit delineation of processes 
(Davies, 2021). According to (Turner R. 2021), authoritarian leaders can succeed in 
specific work scenarios because they allow for the extremes of thought and 
ruthlessness, depending on the occasion (Yang, Tossan, & Law,  2021). Because the 
leader has absolute control in a group or organization (Constantiou, Marton, & 
Tuunainen, 2017), the autocratic leadership style is strong-minded by the leader's 
power (Caillier, 2020). The leader is the only one who makes decisions (Smith & 
Song, 2020) and is responsible for the organization's behavior (Haque, Fernando, & 
Caputi, 2019), outcomes (Carsten, Uhl-Bien, & Huang, 2018), and accomplishments 
(Johennesse & Chou, 2017). He expects his coworkers only to follow his instructions 
(Gumusluoglu, Karakitapoğlu‐Aygün, & Hu, 2020) and directives (Li, Liu, & Luo, 
2018), to respect (Chen, Davison, Mao, & Wang, 2018), and carry out his choices 
(Dirani, Hamie, & Tlaiss, 2017) and demands (Sakurai, 2021), and to communicate 
professionally and in writing (Gandolfi, & Stone, 2017). This leadership style is 
appropriate for tasks that must be accomplished quickly (Samosudova, 2017) and 
with reliant associates in insecure working groups (Bartlett, 2019). This leadership 
style is effective and produces good outcomes at first (Mohiuddin, 2017). However, 
according to (Drewniak, Drewniak, & Posadzinska,  2020), if this sort of leadership 
conduct is used long-term without considering the number of human resources and 
the requirement for associate freedom, it becomes a limiting element in the 
organization's success.  
 
This leadership style, which is defined by one-way communication channels 
(AlOqlah, 2021), reveals that autocratic leaders are rarely interested in feedback 
(Bernadette, 2020) and that employees have little influence and control over decision-
making (Shaed, Zainol, Yusof, & Bahrin, 2018). As a result, according to (Lanzer 
2019), the structure of an autocratic leadership style can be shown in the form of a 
pyramid, with the leader at the top and the workforce below. When presented with the 
need to make a choice, an autocratic leader would come up with a answer for the 
entire group on their own (Hall, & Ambrosio, 2017). In general, an authoritarian 
leader would handle a problem and make decisions for the group based on 
observations (Lirios, Espinosa, & Guillén, 2018) and what they believe is needed or 
most important for the popular of the group members to benefit at the time (Cusack,  
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2018). These are the people in charge of deciding when the group should wake up and 
go and how far they should travel that day.  
 
According to (Shulhan 2018), Autocratic leaderships develop policy standards and 
assign work to personnel without consulting them. The authoritarian style should be 
employed only in exceptional circumstances (Badiou, 2020). When there is minimal 
time for collaborative decision-making (Ulibarri, 2018) or the leader is the most 
knowledgeable member of the group (Lee, Legood, Hughes, Tian, Newman, & 
Knight, 2020), authoritarian leadership is most effective. An autocratic leader assigns 
duties and deadlines to employees and instills an intense concentration on a goal as a 
result (Saragih, Fakhri, Pradana, Gilang, & Vidjashesa, 2018). The style could be 
handy for a team with inexperienced and/or unskilled individuals (Nwachukwu, & 
Emunemu, 2020). A contented employee has a positive attitude at work (Mardanov, 
2020, November). Still, a disgruntled employee due to autocratic leadership (Luqman, 
Fatima, Ahmed, Khalid, & Bhatti, 2020) is a needless addition to their institution's 
difficulties.    
 
Although authoritarian leaders emphasize high productivity (Khan, Bhat, & Hussanie, 
2017), (Klem 2018) argues that this often produces counter-forces of antagonism and 
output restriction. Hostile attitudes (Faragó, Kende, & Krekó, 2019), the suppression 
of disagreement (Chiang, Chen, Liu, Akutsu, & Wang, 2021), distorted (Dragu & 
Przeworski, 2019), and guarded (Rosmanita, Sarwoprasodjo, & Mardiana, 2021) 
communications, high labor turnover (Wang, & Guan, 2018) and absenteeism 
(Ansoleaga, Ahumada, & Cruz, 2019), low productivity (Ortmann, & Thompson,  
2018), and poor job quality (Shu, Chiang, & Lu, 2018) are all expected outcomes. 
This type of leadership tends to develop reliant (Hafezalkotob & Hafezalkotob, 2017) 
and uncreative employees (Kalu Dolly, & Okpokwasili Nonyelum,)  who are scared 
to take on new responsibilities. When leaders care about (Ripp, Peccoralo,  & 
Charney, 2020) and do the right thing (Morsiani, Bagnasco, & Sasso, 2017) regarding 
staff priorities, they win over their employees. When this happens, the team has no 
limit to what they can do to ensure the leader's success. 
 
Autocratic leadership may be the best approach in some situations (Kibbe, (2019), but 
according to (Lirios et al., 2018), authoritarian leadership should not be used when 
employees become tense, fearful (Isaacs, 2020), or resentful (Chacko, 2020); expect 
to have their opinions heard (Page, Boysen, & Arya, 2019); and there is low staff 
morale (Naeem, & Azam, 2017), high turnover (Opalo & Smith, 2021), absenteeism 
(Nevicka, Van Vianen, De Hoogh, & Voorn, 2018), and work stoppage (Deng, 2020). 
Also, when you have all of the information you need to solve the problem, you're 
short on time, and your team is highly motivated, it's a perfect moment to employ it. 
(Wu, Luo, Wang, Wang, & Sapkota, 2018) said that the style might be used when 
new, untrained employees don't know what jobs to accomplish or what processes to 
follow, and adequate supervision can only be delivered through precise instructions. 
Others include situations when employees do not respond to any other leadership 
style, high-volume production is required daily, and limited decision-making time. 
 
Discussion and Further Research     
 
The Theory X framework was proposed by McGregor (Keerthana & Babu,  2018) to 
broadly understand the intersections between managers' ideas of human nature and 
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their techniques to motivating people in organizational settings. The perceptions and 
acts linked with the Theory X orientations, according to McGregor, are fundamentally 
unique. For example, (Taskinen 2019) suggested that managers with a Theory X 
perspective often presume that employees are satisfied by just addressing their lower-
order physiological and safety demands and avoiding disincentives such as corporate 
punishment. As a result, Theory X managers frequently assume that employees have 
negative attitudes toward work (Badubi, 2017), that they must be compelled to work 
(Kaushik & Guleria, 2020), that they must keep from voicing their thoughts (Gao & 
Jiang, 2019), that they are incapable of self-direction (Mansaray, 2019), and that they 
require close direction from authority (Hight, Gajjar,  & Okumus, 2019). Theory X 
managers are prone to believe that participative decision-making hurts their perceived 
power and the organization's effectiveness (Ravenelle, 2019). These findings imply 
that Theory X managers are less comfortable with dialogic communication (Pang, 
Shin, Lew, & Walther,  2018), particularly when making decisions. Managers that 
believe in Theory X are more likely to use anti-social methods like a threat, 
deception, and unpleasant stimuli (Seering, Kraut, & Dabbish, 2017, February). 
Theory X managers are more likely to deploy anti-socially oriented persuasive 
methods such as threat, deception, and unpleasant stimulation than participatory and 
dialogic communication approaches when seeking others' compliance. Theory X 
managers believe that employees demand top-down communication and that their 
bosses give them straight, one-way instructions. Theory X executives do not have a 
higher propensity for or use of participatory decision making. Theory X executives 
use more excellent anti-social persuasion techniques. 
 
The study suggests that more empirical research be conducted to establish the 
influence of theory X leadership style and its performance in an emerging economy.  
Consider the following research topics and null hypotheses: 
 
Research Question 
1. Is there a significant relationship between theory X leadership style on the 

performance of an organization? 
 
Null Hypotheses 
1. There is no significant relationship between theory X leadership style on the 

performance of an organization? 
 
Conclusion  
 
The reasoning behind this review is based on Douglas McGregor's Theory X and 
Theory Y arguments (Senarathne, 2020). According to McGregor's Theory, a leader's 
belief system has an impact on organizational decisions. Whether in making decisions 
or applying other management concepts, what leaders do or don't do, are all 
influenced by their belief system. According to McGregor, Theory X states: the 
average worker does not want to work and will avoid it if he can; as a result, he must 
be pushed to work through threats and penalties. When it comes to issuing solving, an 
autocratic leadership style hinders the utilization of new solutions. As a result, 
executives must learn to show moderation when employing the technique in the 
management of their organizations. 
In some cases, an autocratic leadership style can be a helpful way to accomplish 
success in the workplace. It does not entirely destabilize institutions. The depiction of 
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the authoritarian leadership style that has just been portrayed has been harsh. In 
reality, the class has both disadvantages and benefits. In brief, authoritarian leadership 
may increase production in the short term, but it is typical to see a lack of initiative 
and institutional strife in the long run.  
 
The leader's utilization of performance recognition and sanction results in an increase 
in productivity in an authoritarian setting. These leaders are more specific, confident, 
and at ease with the decision-making responsibilities for the company's strategic plans 
and operations. Autocratic leaders are less creative than more modern (new) leaders. 
In a short period, an authoritarian style can produce excellent results. Excessive use of 
authority, on the other hand, would distort the output in the long run. This style of 
leadership is highly rigid, and it may be the source of employee disengagement. Since 
an autocratic leadership style encourages a one-sided dialogue, employees' 
imagination and leadership abilities are limited, and they are all engaged in repetitive 
work of daily activities. This personality type makes it difficult to communicate and 
socialize at work. If an autocratic leader heads a group or organization, it may also 
lead to disputes and conflicts. 
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