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[bookmark: _Toc133498867]1.0 Introduction
The focus of this report is to take a comprehensive look at comparing the different types of leadership that are used in different countries based on cultural and Institutional perspectives. The report analyses two different companies in different sectors in order to gain a broader perspective on how leadership changes within businesses and Industries while still managing to Allow companies to function in the corporate world.
The report initially considers the dimensions of leadership from a literary perspective . It considers the literature published on the aspects of leadership and moves on to looking at cultural elements in different countries using Hofstede cultural dimension. The two countries that are compared in the report are the United Kingdom and Sri Lanka. The industries that have been compared are the hotel industry and the airline industry .In Sri Lanka the hotel industry of Taj Samudra Hotels has been compared with Virgin Atlantic airline .
The report is constructed to look at the various cultural differences between the dimensions of these two companies and the markets in which they operate. The intention is to show the differences styles of leadership in general that is within these companies and emphasise on the importance cultural dimensions in specific countries can have on developing distinctive leadership Styles.
Virgin Atlantic airlines is a UK based airline company with its head office in Crawley, United Kingdom. The company records a turnover for proximately $1.2B And has more than 6,725 employees. The function mainly as an airline based operation .The company also provides travel and tourism planning through its sister company Virgin Holidays. 
Taj Samudra hotels located in Sri Lanka is a five star hotel group. The company is officially traded on the Colombo stock exchange since 1982 as TAL Lanka Hotels PLC.  The hotel was ranked 78 from the top 100 most valuable brands in Sri Lanka in 2021. The hotel has a little over 650 employees and is strategically located  in the heart of Colombo for both business and leisure  travellers.


[bookmark: _Toc133498868]2.0 The dimensions of Leadership in the corporate world.
[bookmark: _Toc133498869]2.1 Autocratic leadership.
The first style of leadership that is considered is autocratic leadership (Hunter, 2018). Plainly stated it is a dictatorial style of leadership that is essential to places one individual above all others in the position of a leader that  controls and governs individuals through fear and respect. Individuals are able to elevate themselves to a position of leadership by intimidating the behaviors of others  (Collin, 2016). They view themselves as the only source of authority and by that extension begin to macro and micromanage the entire organizations operations (Olin, 2017). 
These individuals expect their orders to be followed by employees without question and they do not look for any type of major input from employees or empower them to make decisions. In the early years of forming Microsoft Bill Gates adopted an autocratic leadership style, essentially believing that the best way to grow Microsoft is to control every aspect of how employees work  (Olin, 2017).
[bookmark: _Toc133498870]2.2 Transactional Leadership
Transactional leadership leads through the concept of rewards and punishment which becomes part of a contractual base established between the leader and employee. Employees are given a series of tasks and objectives which must be achieved in order to receive the rewards associated with these objectives (Hunter, 2018). Accomplishing various degrees of tasks allows employees to become eligible to receive the specific rewards that are allocated against those tasks that have been previously stipulated to them (Dartey-Baah, 2015). 
However failure to achieve the task does not only disqualify them from receiving the reward but in certain instances has the potential of diminishing their position through reprimanding (Dartey-Baah, 2015). Transactional leadership is therefore a method of encouraging and motivating persons to receive a reward for accomplishment or to be reprimanded for non-accomplishment (Mohiuddin, 2017). 
Howard Schultz, Chief executive officer of Starbucks Between 1986 to 2000 is seen as a classic example of transactional leadership (Campos, 2021). He implemented a series of protocols and processes that essentially drove Starbucks to increase their sales by promising employees a series of rewards and bonuses.
[bookmark: _Toc133498871]2.3 Transformation leadership 
Transformational leadership  is a process by which an individual leads through example as being a role model to encourage persons to become better versions of themselves (Donohoe & Kelloway, 2016). Transformational leaders Embrace the concept of coaching and mentoring while being exceptionally goal oriented and focused on the future.  Transformation and leaders look at empowering individuals to become self-responsible and by that definition encourage them to become self-motivated (Isaacson, 2012).They buy into a shared Vision and consistently work towards the achievement of that Vision. In today's world there are several transformational leaders that lead by examples. Some of the renowned transformational leaders are  Oprah Winfrey, Elon Musk, Steve Jobs, Mark Zuckerberg and Jeff Bezos (Campos, 2021).
However when we consider the dimensions of these transformational leaders it is noticeable that they have also demonstrated distinctive characteristics of being assertive, highly task-oriented, charismatic as well as visionary (Campos, 2021). While all of these leaders strive to empower employees they are also exceptionally task-oriented, working towards specific targets and deadlines that need to be achieved (Ghasabeh, et al., 2015). They also compliment the employees with both intrinsic and extrinsic rewards for performance. Even though they are encouraging and willing to listen to others they have a clear goal of what they envision for their companies and do not deviate from this (Campos, 2021). 
For example Elon musk’s vision of reaching Mars will not be derailed on any circumstances. It can then be stated that in the modern day leader that embraces transformation and leadership style there are components of autocratic as well as transactional leadership built into the individual.




[bookmark: _Toc133498872]3.0 Impact of  country Culture on different styles of leadership
Country culture is defined as the way people's act as formulated based on a set of beliefs, norms customs and moral values  (Schein, 1985). Different countries have been seen to have different types of Cultures based on five specific dimensions (Mooij and Hofstede, 2010). These dimensions were mapped out by Hofstede (1990) indicating power and distance, masculinity versus femininity, individualism versus collectivism, long term orientation versus short term orientation and uncertainty avoidance.  According to Hofstede ( 1990) all cultures have these five dimensions, and they express them based on a degree of favorability to either one option or the other. It is essentially states that culture becomes measurable within these dimensions of polar opposites and the rating that is allocated for each dimension reflects the extent to which individuals will act and behave in their respective cultures (Mooij and Hofstede, 2010).
The impact of leadership based on culture is then derived from the fact that a person's individual beliefs, norms customs and moral values will control the attitudes and actions  when it comes to managing employees. Both Virgin Atlantic and Taj Samudra operate in two different cultural dimensions as they are established in two different countries. Using Hofstede's cultural dimension the comparison of both United Kingdom and Sri Lanka have been demonstrated below,
Figure 1 Cultural comparisons of SL and UK
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Source- Hofstede Insights (2022)
Power and distance- United Kingdom rating at 35 and Sri Lanka rating at 80 shows a contrasting difference in the power and distance between the power base of an organisation and rest of the employees (Hofstede Insights, 2022). In Taj Samudra the senior leadership will attempt to distance themselves from the rest of the workforce using tall organisation structures with different layers of Managers that lower order employees’ access to the top management. Typically speaking to seniors is done with the sign of respect using terminologies such as “Sir” or “Mr” (which is mandatory and expected) when addressing them during verbal and written communication. non-managerial employees may not have access or even sometimes visually see the top management of the company (Mooij and Hofstede, 2010). 
In Virgin Group culture the top management is more accessible and will make themselves visible to the workforce. The interact directly on social media and provide methods for employees to share their opinions or even directly interact with the management. In this culture even owners of the companies may be referred to by the first name in certain instances but could also be given a voluntary title of “Mr” when being addressed (Hofstede Insights, 2022).
Individualism vs collectivism-Sri Lanka being seen as a collectivistic culture indicates that the leadership Styles adopted by the management will also share this type of a dimension. In collectivistic cultures the intention of overall regulations and  society's rules for the betterment of collective good is often noticed (Hofstede Insights, 2022). To be a successful leader in this type of culture many persons will adopt a concern for collective requirements of the employees and begin to address these first in order to gain compliance and foster motivation (Kelly, 2017). 
Research indicates that due to the diversity of a person collective requirements become extremely narrowed and the focus of this area becomes more plausible from a leadership position. In Taj Samudra the main focus of a collective requirement is good remuneration and job security as well benefits like meals and allowances (Hofstede Insights, 2022). The leadership is able to meet these to a certain extent as they are more common among the workforce given the collectivistic culture. Providing of financial benefits the accomplishing of tasks and goals are seen to be very prominent in Taj Samudra.
The UK is seen as a more individualistic culture Indicating that the concept of the “Me “culture is gaining more prominence. People are taught to think for themselves and to find out what makes them happy through the unique purpose in life so that they could unequivocally become a contributing member in Society (Hofstede Insights, 2022).  The belief in these types of culture is that happiness can be achieved through personal fulfilment. Virgin Atlantic is very focused on understanding and encouraging employees to become the best versions of themselves.  Employees can sometimes request to be transferred to different flows and through discussions with leaders achieved this (Mooij and Hofstede, 2010).There are pathways and routes through the HR departments that are established for employees to express their individual concerns and requirements and most often these are followed up.
Masculinity versus femininity:- Sri Lanka is considered a very feminist Society Indicating that persons have always of the opinion that they Embrace the concept of working in order to live. Most persons value solidarity and a better quality of life both at home and in the workplace.  It is a less confrontational culture and in most instances conflict resolution takes place through compromissions reached because of negotiations (Hofstede Insights, 2022). Less financial incentives are provided with more focus on giving persons flexibility and free time have better work life balance (Hofstede Insights, 2022). Taj Samudra leadership reflects this Dimension by providing grievance resolutions through the HR department and also extensive maternity leave and  certain flexibilities in the working schedule. Instances freedom of work and a positive working environment can replace financial compensation (Ibarra, 2017).
The UK is an extremely masculine Society focusing on achievement and embracing dimensions of competition in order to succeed.  The belief that being the best in one's field is the part to success is one of the driving forces in these types of societies. Individuals are extremely work oriented having a high level of work ethic (Hofstede Insights, 2022). Their motivation comes from understanding that excelling in one's role is one of the fundamental requirements of life in order to derive satisfaction. Virgin Atlantic sets exceptional goals for the employees to achieve and encourages them to become self-motivated. They empower employees to become better versions of themselves, giving them the necessary tools and support to achieve this  (Ibarra, 2017)..
Uncertainty avoidance- Sri Lanka receiving a score 45 shows that the dimensions was uncertainty avoidance do not favour in either direction to a great extent (Hofstede Insights, 2022). Certain considerations for the details of achievement as well as the manner of achievement may be considered when goals are considered. Taj Samudra will take these into consideration when they make their long-term and short-term plans. Not only will they consider how the Vision and mission of the company will be achieved but the individual employee’s contribution to this dimension will also be assessed as part of the leadership Style.
The United Kingdom the low score of 35 shows that persons are not exceptionally detailed oriented although they are extremely clear on what the end goal should be (Hofstede Insights, 2022). Companies like Virgin Atlantic clearly understand what they need to achieve, and they also will Govern the company based on goals. However, focusing on micro aspects of employee contribution to the last Detail may not be a major part of this type of leadership Style.
Long term orientation- both Sri Lanka and the United Kingdom which score 45 and 51 fall within the medium scale of this dimension (Hofstede Insights, 2022). They express similarities associated with normative cultures that view past experiences which determine their future goals as well as pragmatic approach. They consider that modern day life has its own unique types of challenges and rewards . There are no specific scripts that can be derived in order to dictate how individuals have to attend behave in the future. 
Cultures that have long term orientation also value long term planning to a certain extent in the securing of their fundamental necessities such as the purchasing of a house, car and future savings for children's education (Hofstede Insights, 2022). These types of characteristics have been clearly visible in both Sri Lanka and UK culture (Hofstede Insights, 2022). Both company’s leadership's need to take this into consideration when they structure an organizations rewards scheme as well as how they cultivate employees to grow within the company (Lucas, 2016).
There will be both similarities as well as differences in how the companies go about achieving this. For example, Taj Samudra will favour providing long term security of earnings such as employees trust fund and employees provident fund which employees must contribute into. This is similar to the UK pension system. Taj will provide employees more Assurance in their job security while  Virgin will provide employees most scope to grow and develop in their roles giving them access to future promotions. Along with these promotions will come better positions at financial earnings allowing them for better acquisition and financial stability.

[bookmark: _Toc133498873]4.0 Identifying the leadership Styles at Virgin Atlantic and Taj Samudra
Based on the cultural analysis it can be stated that the typical leadership style in Virgin Atlantic is reflective of transformation leadership Style (Donohoe & Kelloway, 2016). The management will be clearly goal-oriented, and task focused in order to achieve the company's long-term Vision and mission, however in doing this they will also be mindful of individual employees’ requirement of personal growth and development. They will understand that the working environment needs to be challenging driving forward innovative Concepts while also becoming productive in its operations (Hunter, 2018). Leaders will be integrated at all levels of the organization in order to have visibility among the employees and the workforce. typically using social media to interact with employees and also show how leaders are performing themselves will be one of the main characteristics in this type of leadership (Ghasabeh, et al., 2015).
The leaders of Virgin Atlantic will look to motivate their employees through success stories,  provide them with goals and objectives with the required Mentoring and Coaching all  with the focus of building up the employee’s confidence in order to take on new challenges and responsibilities  (Ibarra, 2017). Although financial compensation will be seen as an important part of motivating employees more intrinsic motivational dimensions will be used by leaders. Commitment to saving the environment through sustainability initiatives and also conducting social outreach programs will be a big part of this leadership Style (Dellon, 2018). 
Bringing employees into a shared vision so that they can all work towards achieving the company's goals while developing their own personal goals will be a sign of leadership style (Hunter, 2018). Employees will be empowered and encouraged to make suggestions and even come up with new and innovative Concepts that will be given serious thought and a managerial level for improvement of the company’s performance (Dartey-Baah, 2015).
Taj Samudra demonstrates a combination of autocratic and transactional leadership styles. The use of rewards and punishment to gain compliance of employees are seen in this type of leadership Styles. Certain category of employees will have less levels of authority to even propose ideas for implementation (Mohiuddin, 2017). They will be required to perform a series of tasks and activities associated to their job function and the expectation of leaders will be total compliance. The level of segregation will take place with highly detailed designations in the organization structure. Each designation will come with a level of power and authority generally associated directly to the extent of self-motivation and commitment to the job the employee demonstrates (Mohiuddin, 2017). There will be definite room for receiving promotions which will be tied to the accomplishment of achieving certain tasks and objectives associated to the job function. For example designations in the categories of junior executives senior executive assistant managers deputy managers and senior managers are  generally seen in the Taj Samudra organization chart before reaching the executive grade leadership categories. Immediately managers and supervisors will be responsible for employees under their purview achieving the target set by the management (Dartey-Baah, 2015). Financial rewards will be provided for achievement of targets while holding back promotions and even delaying employee confirmations may be present in the form of punishment (Mohiuddin, 2017). Compromised percentages for financial bonuses which are purely at the discussion of the management are also viable based on these type of leadership Style (Campos, 2021).












[bookmark: _Toc133498874]5.0 Conclusion
The comparison of the United Kingdom and Sri Lankan country cultures indicates that there are opposite perspectives for most of the dimensions. Power and distance, masculinity versus femininity and individualism versus collectivism are seen to be extremely different from each other in opposite directions based on the dimensional scale. 
It is evident that the employees of companies in both of these countries will have significantly different levels of expectations and as a result the styles of leadership that are utilised will reflect those differences. In the UK persons are seen to be extremely motivated and self-driven in their accomplishment of various professional tasks in the workplace. While in Sri Lanka persons will be more laid back and focused on collective problems rather than individual problems.
As employees in the United Kingdom will be more self-motivated, they will be more attuned to accept transformation and leadership Style.  As Sri Lankan employs will be more focused on better quality of life they will need constant guidance to the direction of achieving goals and objectives which will require more of a controlled motivation. This will be more of a transactional and autocratic leadership Style.
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[bookmark: _Toc133498876]1.0 The Great man theory vs Trait theory 
There has been countless research being conducted into the areas of leadership. There are several concepts that are held as bedrock principles, theories and concepts to understanding the dimensions that construct the aspect of leadership(Gill, 2003). Some of these have supporting views while others have pole opposite context that is articulated in literature and the corporate world (Tornblom, 2020).
The first is to identify the numerous definitions given to leadership. One of the definitions is to stipulate that leadership A process by which individuals are motivated , led, controlled and directed towards achieving a desired goal objective by an individual (Kippenberger, 2014). Another definition for Leadership is that it is a process that is adopted by an individual in order to influence the behavior of others through  exerting control and Command over there actions for the purpose of achieving a desired outcome (Mumford and Gibson, 2011).
Irrespective of the various definitions there are three main Concepts that hold true .The first is that leadership involves a person acting as a leader an exerting a degree of command and control over a group of people (Kippenberger, 2014). The second is the group of people that become subservient to the influencers of the leader in their roles(Mumford and Gibson, 2011). The third is that leadership is always done with a specific goal, objective and desired outcome in mind from the perspective of the leader(Gill, 2003). 
The concept of leadership itself is derived from two different contrasting schools of thought. The first is that leaders are born with innate capabilities that are unique to themselves which propelled them to become leaders at different stages of their lives (Kippenberger, 2014). This is known as the great man theory. It essentially stipulates that only individuals with a certain set of innate capabilities in their personalities are able to establish themselves as leaders. It does not have anything to do with their level of  knowledge, education or skill but rather their sense of command and control over groups of individuals through their own individual capabilities(Mumford and Gibson, 2011).
Studies have shown that in history the world has been full of individuals that have come from very humble beginnings and reached the pinnacles of leadership. The great man theory explained by thomas carlyle in 1840 through narration of heroes and acts of heroism indicated that certain individuals have emerged throughout history that have been so powerful and inspiration that they have shaped the world and changed its course(Mumford and Gibson, 2011). Great leaders such as abraham lincoln and mahatma gandhi have had humble beginnings and reached the pinnacle of leadership based on their innate capabilities(Gill, 2003). The great man theory centres around two different types of main principles. The first is that great leaders are born and the other is that great leaders will rise when the requirement of them is great(Mumford and Gibson, 2011). When we compare Abraham Lincoln is most renowned for the emancipation act that freed slavery. From him to be popular in the context of a great president today the context of slavery had to exist at that point in time(Gill, 2003). 
Similarly Mahatma Gandhi is known for his peaceful protest to end occupation.  The need for a great person to stand up for independence was present at the time. Throughout history there are several different types of incidents that have made people rise up to become great leaders. The great man theory stipulates that persons with internal capabilities that they are born with allows them to react at this time (Gill, 2003).
A contrasting viewpoint is the  contemporary approach to great man theory is the trait theory. Its stipulates that any individual has the capability of learning and honing in a traits in themselves that can propel them to be great leaders (Tornblom, 2020). The times that individuals live in essentially shape and mould the required traits of the individual which allow them to become great leaders. Terminologies such as situation and leadership, transactional leadership,autocratic leadership, democratic leadership and transformational leadership (Tornblom, 2020).





[bookmark: _Toc133498877]2.0 Belbin’s Team work
According to the present context many Workplaces want to become a part of the team in order to develop their knowledge and critical thinking. Therefore, many tend to join teams and function with the requirements as per the will of the corporation (Edward, 2019). With such the role of the person in groups are changing with the development of their skills since each individual has different level of capabilities and brings in contribution to the team which is known as Distinctive Contribution. Such are added through their own personality for the function of the team. 
From the perspective of psychology, a behavioural analysis test been introduced by Blebin were the direction of this is analysing the key components of each individual where such become the concept of teal role inventory (Kyle, 2019). Then as per the personality profile, the individual play in the team is identified and compared against a series of characteristics where such been determined by Belbin as part of the concept.  But certain individuals have the tendency to take up roles irrespective of their job role and the actual position in the team. Therefore, Blebin Behavioural test has provided nine specific types of characteristic behaviour for each individual. Furthermore, Belbin has mentioned any individual can fit into one of these nine categorises and sometime for more depending on their behaviour and personality traits according to the context of their functionality (Eron, 2010).
Whereas, a self-administered team role inventory has been conducted by the author of this report to identify the specific behavioural characteristics of the author in himself where such could be quantified under mentioned dynamic behaviour traits which been specified by Belbin (Aritzeta, 2017). This will allow the author to identify the real world roles and behavioural characteristics when he is performing as part of the team. 
Author acting as a resource investigator (RI) has been lead towards in this report since the initial findings are under a segmentation where it depicts as an analysis where the author focus on the communication and the considerable factors which demonstrated the extravert perspective (Aritzeta, 2017). 



Figure 2 Belbin’s Team work questionnaire outcome for the author
	Belbin Team-Role Type
	Contributions
	Allowable weaknesses
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RI
RESOURCE 
INVESTIGATOR
	
Extrovert, enthusiastic, communicative.  Explores opportunities.  Develops contacts.
	
Over-optimistic.  Loses interest once initial enthusiasm has passed.

	[image: j0288988]
TW
TEAMWORKER
	
Co-operative, mild, perceptive and diplomatic.  Listens, builds, averts friction.
	
Indecisive in crunch situations.


Source-Authors work
Therefore, when a person is comfortable in the team will allow to function along with his dynamics in an effective manner (Kulkarni, 2019). The author focusses around making others also comfortable to perform well with proper communication style since effective communication can impact on great performance level as a motivating factor. Since such communication emphasize on perceiving the requirements of the team members ad as per the findings through RI driven personnel, it demonstrates that the enthusiasm to achieve goals are a motivational factor (Belbin, 2003). 
Thus, many are curious about the factors which are newly formed in the dynamic market which effects on teams and they tend to explore these different types of connections which been created with the teams. It is been identified that the author has the capability of picking up new ideas of the teammates are building strategies to achieve goals through such where the essential uplift for different individuals in the team is catered through this betterment for team performance. 
But RI has the tendency to demonstrate the loss of interest in performing in team when there is no new dynamic is included neither a clear situation is created  (Kulkarni, 2019). As been understood where the effectiveness of the team relies on the energy level of the dynamics and the level of interests towards the given activities. 
As per the dynamic of the operational perspective, the behavioural test has also identified that the characteristics of the author is under the Team Worker (TW) of his team. Author is focus more on creating better relationships through social dynamics which are beneficial for team effectiveness and to develop oneself with the sharing of knowledge with each other (Eron, 2010). 
Thus, such creates friendly attitude and atmosphere for the individuals to be more productive in teams  (Kyle, 2019). Such provides the path for interviewing others where good listening skills could be demonstrated with such but the challenge is when the pressure is high to evaluate each personas capabilities. For the individuals who are unable to take pressure will need to avoid such confrontations (Murray, 2013). If the interviewee is also under pressure and not supportive aspect to provide their point is accurate such person walking into the team will have affects in portraying the dynamic aspect of the team. Such will affect the actual efficiency and collaboration of the team. 









[bookmark: _Toc133498878]3.0 Blake Mouton grid Leadership
According to the Blake Mouton grid  of leadership there are two distinctive dimensions that leaders will concern themselves with in their efforts to guide persons under their supervisor. The first is the concern for Achieving goals and objectives set out by the management of the company (Kippenberger, 2014). This is indicated as the degree of commitment towards achieving results. The next dimension concerns how employees think and feel when they receive instructions from the leader in the workplace. This dimension deals with the level of concern the leader has towards people. According to Blake and Mouton (1982 ) all leaders will evaluate these two dimensions in their efforts to formulate a  style of leadership.
Impoverished Management Style is seen by leaders that do not concern themselves with either people's development or results (Kippenberger, 2014). They themselves are typically demotivated in their job role and view the job function has only means to achieving the next paycheck. This is sometimes seeing typically in third world country government jobs that do not provide room for advancement not do they have any type of authoritarian control over the person's performance (Sadler, 2013).
The product of parish approach is seen by leaders that are extremely result-oriented. They would adopt an authoritarian or Theory X type of leadership Style (Blake and Mouton, 1982). The intention is to consistently dry forward high performance based goals and objectives as the main priority. Low levels of moral building will be seen in this type of environment that can lead to challenges to maintain good performing employees (Sadler, 2013).
The middle of the road management consistently deals with negotiation and compromise trying to balance both performance as well as people. It is seldom long-term achieved as limited resources and pressures from external challenges make it difficult to always negotiate and compromise out of situations (Blake and Mouton, 1982). Club management style Focuses mainly on country club management style Focuses mainly on ensuring people under leaders’ supervision are very happy and content at all times (Blake and Mouton, 1982). They believe that has long as employees are happy and experience good levels of satisfaction in the job they will always perform better (Kippenberger, 2014).
Team management is seen as the most effective method of leading people. It is to have an equal consideration for result-oriented as well as concern for people under one's charge. These types of leaders are consistently working towards improving employees’ capabilities and they are working conditions while also ensuring to achieve the company targets and goals (Blake and Mouton, 1982).
Figure 3 Blake Mouton grid Leadership
[image: undefined]
Source- Blake Mouton (1982)
As indicated by the Red dot when the author Compares himself with these types of options, he feels that he can be plotted somewhere between middle of the road management and Team management. The author recognizes the importance of teamwork, especially in the hospitality industry as it takes an entire team to deliver superb service experience. 
However the author has been more inclined to focus on result-oriented outcomes while still giving certain levels of consideration to people under their supervision. Definitely the author has concerned himself about improving employees’ well-beings and their performance when they have been placed in a leadership role. However when the situation arises and there is a consideration for considering the employees’ feelings versus achieving a target set by the company the author has always focused on choosing the latter.
Below a few of the examples the author reflects upon in arriving at this position.
· The author reflects on instances in which work was required during holidays and of days in which the author has emphasized employees on the importance of achieving the company’s revenue targets. 
· The author has allocated overtime shift to employees to work beyond what has been expected of the statutory working hours in the event of absenteeism rates experienced.
· The author has encouraged employees to accept existing wages and to bear with the company for a certain time period until they are able to become more profitable and increase salaries in due course.
· The author has sometimes requested employees to cut down on overtime hours and to increase efficiency such as cleaning and extra number of rooms within a given time period at the same standard in order to make the company more profitable.
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