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This report will delve into the life and leaderships skills of Nelson Rolihlahla Mandela. It will go into a brief description of Nelson Mandela, nature and nurture, his background and family, his early influences and timelines. It will also critically evaluate his traits and leaderships style using leadership theories and models. 
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[bookmark: _Toc26262545]Mandela’s childhood.

Nelson Rolihlahla Mandela was born on the 18th July, 1918 in a small village located in the south eastern region of South Africa, named Transkei. Mandela’s father was the chief of the village and was a part of the royal family of the Thembu tribe. Growing up, Mandela was often around the company of chiefs and tribal leaders, this gave him a great sense of the African heritage and workings of the government (Ronald, 1987). 

Mandela was the first in his family to attend school, he was regarded as a talented student who displayed rebellious tendencies in his early years and was extremely influenced by Methodist church beliefs. The instructions that he received from the church, lead him away from some of the African tribal traditions. For example, he refused an arranged marriage proposed by one of the tribal leaders (Ronald, 1987).  

Through his adolescent years, he began to express his passion for free speech and standing up for his rights. As a result, Mandela was expelled from Hare University College in 1940 for leading a student strike. In 1942 however, he achieved a degree in Law from the University of South Africa and became a prominent lawyer – one of the first few black lawyers in the country (Benson, 1986).

[bookmark: _Toc26262546]African National Congress
[bookmark: _GoBack]By 1944, Mandela had joined the Africa National Congress (ANC). This left-wing political party wished to give equal rights and freedoms to the entire country. With the party, Mandela was part of a group that formed the ANC youth League where they adopted grassroots methods to get their point across such as, boycotts, strikes and general civil disobedience. The purpose of this was ‘to unite the African people and out them, build a nation’ (How to develop Leadership Skills, 2014).

The accomplishments of the African National Congress as a liberal movement throughout apartheid and colonialism, rested on well executed leadership; making great efforts to be racially, ethically and overall inclusive, explaining their actions to their members and having an execute inclusive democracy. Throughout the “dark times”, Nelson Mandela’s key leadership further illustrated these traits (Gumede, 2013).



In 1948, the national party was elected to government who formed a legal system of racial segregation called the Apartheid. Meanwhile, Mandela and the African National Congress League (ANCL) continued their non-violent protests against these racist policies. Mandela was instrumental in 1952’s Defiance Campaign, as well as 1955’s Congress of the people campaign. However, for standing up against and opposing inequality, he was subsequently imprisoned for 27 years (Walshe, 1971). 

Eventually the National Party had faltered under the immense political pressure, so when Mandela was released from incarceration, he began to work with the government so that it could move away from the intense discrimination and towards a black majority rule. When Mandela was 77 years old, he was elected President of South Africa, serving one term. Since then, he spent his life engaged in world peace and equality initiatives all around the globe (Willard, 2007).

[bookmark: _Toc26262547]President of South Africa.
When Mandela was the president of South Africa, he was that rare leader that ensured that his newfound sense of power and authority did not decimate and corrupt his good hearted political, philosophical and moral beliefs. One of the most well-known and talented thinkers of the African liberation ideology, stated that for the African liberation movements to be successful, it is essential that the leaders and members have good personal behaviour, honesty and decency (Gumede, 2013). 

[bookmark: _Toc26262548]Nature/ Nurture.
According to…. someone who occupies a position of authority and holds and exercises power is not always necessarily a leader. Leadership is about the quality of an individual’s actions, behaviour and vision. During the “dark times” of apartheid and colonialism, the Mandela generation offered a kind of leadership which was apparent in the quality of their actions.

One of the critical lesson’s Nelson learned in his life came from his father. His father was deemed ‘king’ of their village tribe. They would often sit together in a circle when making important decisions regarding the livelihood and issues around them. Mandela’s father made him a senior of the tribe and he would listen to others one by one before finally giving his opinion and decisions. As a leader, this was fundamental as it empowered others; by going around asking for individual opinions, it showed that their thoughts were valuable and influenced the final decision. …. states that what makes a great leader, is a leader who listens first and speaks last. 

While Mandela was too young to realise the weight of his father’s actions, he maintains that it was not nature rather nurture that was the primary factor for the nature of his own personality. He said that his father had proud sense of rebellion, a need for fairness that Mandela saw in himself (Oppenheim, 2012). 

When describing his life as a Leader, Mandela explains his attributes through the lens of Ubuntu – the African ethic of community, humanity, unity and harmony.  
“Ubuntu ―A traveller through a country would stop at a village and he didn't have to ask for food or for water. Once he stops, the people give him food, entertain him. That is one aspect of Ubuntu, but it will have various aspects. Ubuntu does not mean that people should not enrich themselves. The question therefore is: Are you going to do so in order to enable the community around you to be able to improve?” (Openheim, 2012, pg. 369). 

The word ‘Ubuntu’ derives from the Zulu/ Xhosa culture, which Mandela was born in and 
which has been summarised in the phrase – ‘Umuntu ngumuntu nghabantu’ in the Nguni language of Xhosa, Zulu or Ndebele. This phrase can be translated, meaning – ‘A person is a person through other persons or – I am because we are.’ When Mandela explains this, he talks about the multi-faceted nature of Ubuntu and how people feel Ubuntu to be an innate responsibility to support their fellow men (Openheim, 2012, pg. 370).
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There are several interpretations of the term leadership. Stogdill (1974, p.259) states that “there are almost as many definitions of leadership as there are persons who have attempted to define the concept.” The most common themes within these interpretations or definitions, relate to leadership as a form of behavioural traits, influences, role relationships, communication patterns and occupation of a position. Tannenbaum, Weschler, & Massarik (1961, p. 24) defines leadership as an “interpersonal influence, exercised in a situation, and directed, through the communication process, toward the attainment of a specified goal or goals. 

There are several different theories of leadership which relate to certain characteristics that differentiates leaders from non-leaders. Research today has shifted from traditional trait or personality-based theories to a situation theory. This relates to how the situation in which leadership is practiced, is influenced by the leadership skills and characteristics of the leader (Avolio, Walumbwa, & Weber, 2009),

[bookmark: _Toc26262550]Trait Theory.
The Trait Approach to leadership was one of the earliest theories of leadership. Although it is not a fully articulated theory with well-developed hypotheses, the trait approach formed the basis of most early leadership research. This approach focuses on the personal attributes (or traits) of leaders such as physical and personality characteristics, competencies, and values. It views leadership solely from the perspective of the individual leader. Implicit in this approach, is the assumption that traits produce patterns of behaviour are consistent across situations. That is, leadership traits are considered to be enduring characteristics that people are born with and that remain relatively stable over time (Bass and Bass, 2008).
The concept that traits are the major factor contributing towards leadership, is one of the oldest hypotheses regarding leadership. While the Trait theory view on leadership may not be the most well thought out, with the most seasoned arguments, it most definitely produced the foundation for early research on leadership (Northouse, 2007).
Similarly, Amanchukwu , Stanley & Ololube (2015) state that trait theories tend to identify behavioural characteristics or particular personality that are shared by leaders. However, it is argued that if certain traits are key aspects of being a leader, how does it account for people who hold these qualities but are not leaders? Discrepancies in the correlation between leadership traits and effective leadership, led researchers to move paradigms to seek better explanations for effectivities. 

When looking at the traits of Nelson Mandela, it was evident that his characteristics varied from having strength of spirit, integrity, honour and leadership. His strength of spirit helped him to get through his 27 years of imprisonment. He never compromised his beliefs, showing his integrity and will to never give up, for what he believed in (Mandela 1995).
[bookmark: _Toc26262551]Expectancy Theory.
The expectancy theory states that individuals have different sets of goals and can be motivated if they have certain expectations. This theory is about choice, it explains the processes that an individual undergoes to make choices (Lunenburg, 2011). Motivation, according to Vroom (1964) boils down to the decision of how much effort to apply in a specific task situation. This choice is based on a two-stage sequence of expectations (effort leads to performance and performance leads to a specific outcome/reward). The theory focuses on the concept of choice, explaining what an individual will go through to make their choices. According to Vroom (1964) an individual’s motivation depends on how much effort is needed in a certain type of circumstance. 

[bookmark: _Toc26262552]VROOM’S EXPECTANCY 
The expectancy theory based on these assumptions has three key elements: expectancy, instrumentality, and valence. A person is motivated to the degree that he or she believes that (a) effort will lead to acceptable performance (expectancy), (b) performance will be rewarded (instrumentality), and (c) the value of the rewards is highly positive (valence). (See Figure 1.) 
Expectancy 
Instrumentality 
Rewards 
Performance 
Effort 
Valence 
Figure 1. Basic expectancy model. 
Expectancy 
Expectancy is a person’s estimate of the probability that job-related effort will result in a given level of performance. Expectancy is based on probabilities and ranges from 0 to 1. If an employee sees no chance that effort will lead to the desired performance level, the expectancy is 0. On the other hand, if the employee is completely certain that the task will be completed, the expectancy has a value of 1. Generally, employee estimates of expectancy lie somewhere between these two extremes. 
Instrumentality 
Instrumentality is an individual’s estimate of the probability that a given level of achieved task performance will lead to various work outcomes. As with expectancy, instrumentality ranges from 0 to 1. For example, if an employee sees that a good performance rating will always result in a salary increase, the instrumentality has a value of 1. If there is no perceived relationship between a good performance rating and a salary increase, then the instrumentality is 0.
Valence 
Valence is the strength of an employee’s preference for a particular reward. Thus, salary increases, promotion, peer acceptance, recognition by supervisors, or any other reward might have more or less value to individual employees. Unlike expectancy and instrumentality, valences can be either positive or negative. If an employee has a strong preference for attaining a reward, valence is positive. At the other extreme, valence is negative. And if an employee is indifferent to a reward, valence is 0. The total range is from -1 to +1. Theoretically, a reward has a valence because it is related to an employee’s needs. Valence, then, provides a link to the need theories of motivation (Alderfer, Herzberg, Maslow, and McClelland). 
Vroom suggests that motivation, expectancy, instrumentality, and valence are related to one another by the equation 
Motivation = Expectancy x Instrumentality x Valence. 
The multiplier effect in the equation is significant. It means that higher levels of motivation will result when expectancy, instrumentality, and valence are all high than when they are all low. The multiplier assumption of the theory also implies that if any one of the three factors is zero, the overall level of motivation is zero. Therefore, for example, even if an employee believes that his/her effort will result in performance, which will result in reward, motivation will be zero if the valence of the reward he/she expects to receive is zero (i.e. if he/she believes that the reward he/she will receive for his/her effort has no value to him/her (Lunenburg, 2011).

When considering the theory’s limitations, the theories empirical validation and operationalization is questioned. Robbins (1993, cited in Suciu, Mortan and Lazar, 2013) argued that a large amount of studies had failed to copy the methodology as it was originally designed. The understanding and operationalization of the expectancy, instrumentality and valence ideals continue to be an issue in expectancy theory (Van Eerde and Thierry, 1996; Klein, 1991). Other researchers argue that the theory is too complicated to measure (Connolly, 1976) that the crucial factors of performance, effort and valence lack continuous explanation and operationalization (Heneman and Schwab, 1972) and that repeated measures of the theories reliability over a period of time, cease to exist (Wabba and House,1974). 
[bookmark: _Toc26262553]The Great Man Theory.
The Great Man Theory is often attributed to Thomas Carlyle (1840) who believed that particular individuals – men, are gifts from God sent to uplift humanity (Spector, 2017). According to the theory, effective and good leaders have their leadership skills come to them naturally, rather than skills which are learnt (Kirkpatick and Locke, 1991). The fundamental concept of this theory is that the leader is genetically gifted with exceptional qualities and it is this that distinguishes them from their followers.  At the onset of the 20th century, many theorists took inspiration from Galton’s (1870) study of the inherited background of great men. He expressed that good leaders inherit their skills to lead. This inspired Woods (1913) who examined the historical government leadership styles across 14 nations, across periods of five to ten centuries. He found that the structure of each government, correlated to the abilities of the leaders at that time. 
[bookmark: _Toc26262554]Behavioural Theory.
On the other hand, behavioural theories regarding leadership take the stance that powerful and successful leaders, are made not born. Thus, it focuses on external qualities such the leaders’ actions as opposed to their mental construct. The theory postulates that effective leadership is dependent on the skills a person acquires and can be learnt through studying, teaching and perseverance. 
 The behavioural approach showcases how leaders act and what they do. This new approach furthered the study on the concept of leadership by making sure that the actions of their leaders towards their workers in a plethora of situations were considered. The research on behaviour mainly focuses on two versions of behaviour: task behaviour and relationship behaviour. ‘Task behaviour’ gives help towards successfully fulfilling your aims and helps those working as a group to achieve their goals. However, ‘relationship behaviour’ gives aid towards subordinates, ensuring that they feel comfortable with themselves, the task that they will complete and those around them. This approach’s essential aim is to explain the way leaders will use an amalgamation of both of these to help subordinates fulfil their aims (Jeong, 2004).
[bookmark: _Toc26262555]Kurt Lewin 
In 1939, Kurt Lewin performed the very first large-scale study on the types of leadership. He led researchers to find the variation of leadership styles (Lewin, Lippit & White ,1939). This very early research is still very impactful to this day, because of the three significant leadership styles he constructed: Autocratic - the group’s leader will inform their workers on what to do and how to go through with it to be successful, without obtaining their advice, rather just using their own ideas. The second style was democratic; through this style of leadership, the group’s leader will occasionally refer to one or more workers in the process of making decisions. However, the leader will overall, maintain a lone status when making final decisions. The third style was ‘Laissez-fair,’ in this type of leadership, the group’s leader will permit the employees to have the power on what decisions will be made, but the leader will still be held responsible for the decisions. (Khan, et al, 2015).

[bookmark: _Toc26262556]Styles of leadership 
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Gronn (1999) suggested that the concept of leadership as a profession is a means of comprehending the circumstances in which the leader will act and the components that contributed to the leaders’ birth. Gronn (1999) defines these components as the historical background, cultural impacts and the social concerns that enveloped the development of the leader.  The historical aspects relate to the time in which the leader lived as such, Gronn (1999) expresses that every individual is a product of their time. Cultural impacts refer to the idea that a person acts in accordance to the norms, values and ideology present within their community. The social aspects represent the pressure of groups and media. All these elements influence the individual and motivate the birth of leaders.
[bookmark: _Toc26262558]Four Complementary Stages.
Gronn (1999) indicated that when leadership is chosen as a profession, it should be examined in four complementary stages. The following stages are: Formation, Accession, Incumbency and Divestiture. When examining Mandela’s formation, three essential components were highlighted, and became pivotal factors for his successful transformation into the renowned leader he became. 
Firstly, according to Mandela (1994, 1995), he firstly gained inspiration from two key characters in his upbringing, his own father and by the king, Jongintaba. His father was a community leader and the counsellor of the king. After his father’s death, Mandela was then was raised by king Jongintaba, inspiring Mandela to lead from behind (Stengel, 2012). Nelson Mandela once commented “A leader…is like a shepherd. He stays behind the flock, letting the nimblest go pout ahead, where upon the others follow, not realizing that all along they are being directed from behind”. This quote is significant when remembering Mandela’s leadership technique and its influences; Mandela always used approaches from his gentle upbringing to solidify the respect of the mass following he incurred – he gained followers by relating to his people. 
The second key aspect was Mandela’s education, this was a combination of his self-teaching of Abraham Lincoln’s core values; Stengel (2012) explains that Mandela stated in one of the interviews with him that he had learnt a lot from Lincoln through his textbooks. He considered Lincoln’s leadership style as the best, as Lincoln defended dialogue and peace. This influenced Mandela to believe that persuasion is better than violence. Therefore, it is noticeable as part of his leadership, he always sought negotiation and dialogue with his opponents; and ultimately when he became president, he sought after rehabilitation and the healing of his people rather than punishment. One of Mandela’s most famous quotes is directly in regard to his forgiving nature, “Forgiveness liberates the soul, it removes fear. That’s why it’s such a powerful weapon.”  
Lastly, Mandela’s third largest influence on his leadership techniques, referred to his time in imprisonment. According to Stengel (2012), Mandela's friends describe him as an “emotional, passionate and sensitive person before he went to prison.” However, after his time being incarcerated, Mandela transformed into a more mature and disciplined person. Stengel (2012) explains that the hardship of prison conditions allowed Mandela to learn about life from a different perspective, rather than one of privilege. It was these perspectives which have strengthened and sharpened him to become the person and the leader he is today. Although this last component made Mandela more cautious and reserved, it did not take away his compassion or drive for his cause; instead enabling him to promote peace on a larger scale by sharing quotes reflective of his time incarcerated; “As I walked out the door toward the gate that would lead to my freedom, I knew if I didn’t leave my bitterness and hatred behind, I’d still be in prison” (Mandela 1994).
[bookmark: _Toc26262559]Hersey and Blanchard Theory.
According to Hersey and Blanchard (1988) there are four main leadership styles: Telling – leaders tell their people what to do and how to do it. Mandela was not an authoritarian leader; however, he was more of a democratic leader who described himself as leading from behind and as more of a “shepherd”, who promotes messages of forgiveness, communication and peace – urging and telling his people to do the same. The second style is selling – leaders provide information and direction, but there's more communication with followers. Leaders "sell" their message to get people on board.  As Mandela was more democratic and peaceful, it is understandable that he gained his following in the same way. Mandela ‘sold’ a message of peace and forgiveness, influencing a generation who suffered from atrocities such as apartheid, to do the same. 
The third leadership styles is regarded as participating – leaders focus more on the relationship and less on direction. The leader works with the team and shares decision-making responsibilities. Nelson Mandela was charismatic and helpful, he mixed with all types of people, from followers to royals to pop groups. The final style is referred to as delegating, leaders pass most of the responsibility onto the follower or group. The leaders still monitor progress, but they're less involved in decisions. Being influenced by his upbringing, Mandela understood the importance of communication within groups and often delegated key issues and always discussed these with others.
Mandela’s best legacy as South Africa’s President was how he left the role. In 1994, Mandela was elected and could’ve pushed to be a lifetime president, with many that felt that it was the least South Africa could do to repay him for the 27 years he spent in prison. Mandela was set on leaving a precedent for not only those in South Africa, but for those all around the continent. He would be the opposite of Mugabe, the figure that help his country and not damage it, refusing to hold it hostage. He knew that leaders lead by what they chose not to do rather than by what they choose to do (Keller, 2013)  
This is a classic example of the Great Man Theory.  This is because he naturally had the attributes of a great man, such as rather than using his anger over his prison sentence to fuel a sense of justice, he was compassionate and forgave others, which was a major factor in ending apartheid. He was able to do this because he knew when to let go and how to heal. 
[bookmark: _Toc26262560]Reconciliation
The Truth and Reconciliation Commission (TRC) became a crucial part in the campaign for democracy in South Africa. The primary role of this organisation was to uncover abuse of human rights during the Apartheid era which was done through public hearings. The racial tension in the country between the period of 1960-1964, alongside the numerous cases of human right abuses from the Apartheid, led to the creation of the TRC. The first government that was voted democratically had Mandela as its leader and believed that revealing the truth of what had happened would lead to national healing; this further enhanced Mandela’s ideals of using rehabilitation rather than punishment. In 1995, this finally produced a commission inquiry which was based in Cape Town (Yadav, 2007).
 Mandela had chosen Archbishop Desmond Tutu as chair for the commission, which allowed successful delegation. The commission was given the task of investigating all the crimes that were related to Apartheid, with the main role of mending and diffusing racial disputes. Through this disclosure of the truth, it further emphasised reconciliation and forgiveness among both the victims and perpetrators of apartheid (SAHO, 2014) 
In 1998 after receiving the reports from the TRC, Mandela commended the TRC and stated that: “I therefore take this opportunity to say that I accept the report as it is, with all its imperfections, as an aid that the TRC has given to us to help reconcile and build our nation. Courageous people do not fear forgiving, for the sake of peace.” 
Mandela knew that getting justice for his people was important for his people healing from the abuse they received from the apartheid before they could move on. This shows his leadership traits correlates towards the Trait Theory. This is shown through his own leadership traits such as compassion, a good sense of judgement on who to trust and delegating jobs towards those who were the best fit for the task.
[bookmark: _Toc26262561]In conclusion.
Because of his exceptional leadership styles, as mentioned before, Nelson Mandela became rhe first black president South Africa, with most people believing him to be the best candidate due to his great examples of leadership over the years. Furthermore, he has many brilliant achievements, such as transitioning South Africa from Apartheid, which plagued the country to a multi-racial democracy. Because of this fantastic achievement, he was bestowed the Nobel Prize in 1993. Overall Nelson Mandela is regarded as one of the greatest leaders of all time. From his brilliant of work, those of colour may now live freely. For example, from South Africa having a no blacks national rugby team to South Africa’s national rugby team having a black captain in 2019.
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In this part of the report, I will be utilising Kurt Lewin’s Leadership Style (Northouse,2017). The results I have achieved in this report displayed that the democratic leadership trait was extremely close to laissez-fair, with the democratic leadership trait gaining 21c points and laissez-fair had 20 points, being a very close second. I very much agree with the results of the questionnaire, as I also believe that my own personal leadership traits are very similar to that of the democratic leadership traits.

As a senior carer in my last workplace I had the role of training and managing the new employees. I have displayed this through my previous work as a senior carer in my last workplace, which was a care facility, where I undertook many roles in this high position. These jobs required a plethora of skills.

[bookmark: _Toc26262563] Examples of my leadership styles
As a senior carer, I developed many different leadership traits and styles which allowed a more efficient and adaptable workplace. For example, my role was to manage the rest of the staff and allocate each of them to different floors of the care facility, as I deemed suitable. I did this by getting to know the staff, making sure they got along, working with their strengths and weaknesses, and being flexible and accommodating.

The way I showed my Democratic leadership was by taking everybody’s suggestions on board, and making sure everyone had a say, not letting anyone feel left behind, and maintaining equality. This may be a slower process but it is fair e.g. covering shifts, being flexible with staff, keeping everyone happy, and making people feel listened to. If the staff had a problem, they were able to speak to me. I made sure to consider the skill level of staff when pairing workers together, so a more experienced worker would be paired up with a less experienced worker.

When I was dealing with staff who had all obtained a large amount of experience, I would use a more Laissez Faire approach to the task, as not much involvement from upper management would be needed. However, while I would occasionally step in if it was needed, overall the task when just done by experienced workers ran very smoothly.
When I was overseeing duties, I made sure that the duties of the employees were fulfilled to the highest standard. However, I tried to always listen to the employees and I was always willing to help and support them not putting myself above anyone but working as a team, stepping in when needed, and always been hands on. This demonstrates my democratic approach.

Also, I oversaw the record keeping of multiple records, such as the health and care records and the care plan of each patient. Through this, I ensured that all the records were in order. This was an extremely crucial job, which had no room for mistakes, so I elected an Authoritarian leadership style in this part of the role.

One of my other roles was making the work rota which I tried to make fair and meet people’s needs; people could request days off but it was important that this was fair, unbiased and met the needs of the other workers. It was crucial that I listened to the needs of others, meaning a democratic approach however my overall judgement had to be suitable and fair, so everyone had been treated the same.





[bookmark: _Toc26262564]Task 6
“In most organisational change efforts, it is much easier to draw on strengths of the culture than to overcome the constraints by changing the culture” – Edgar Schein. 
           “If you are entrusted with bringing about change, you likely possess the knowledge needed to advance the organization, and you might have a plan — but knowledge is not enough. You have to bring yourself to each interaction in a deeply authentic way. People don’t care how much you know until they know how much you care” (Conant,2017).  

If I had to make changes to make improvements in an organisation, I would set out the changes that need to be made and make sure they are line with my business aims. 

 Task behaviour (Dwyer, 2012) is the degree to which the leader of the organisation provides directions and advice to manage the actions of the employees, and listens to their feedback. It also requires clear definition of the manager and employee roles and how they carry them out.  Also, I would expand and develop my communication strategies (Kasper and Kellerman, 2014) and openly welcome any feedback from my fellow employees. This is since I believe that communication is key to an organisation’s success. Relationship behaviour is the level to which the manager participates in two-way communication with the employees, making sure to listen to their feedback and providing encouragement and assistance to the employees when it is needed. This is a vital part of an organisation’s success. To achieve this, I would introduce a sense of good communication and listening between the employees, so that it is a cultural norm (Schein, 2006). I would ensure that adequate and proper training is provided to each employee so that optimum performance is produced from each individual. To make further improvements, I would put in a support structure and would make sure that any conflict between the employees is resolved immediately and efficiently (Weinstein, 2018) I believe that to be a good and effective leader you must show vibrant enthusiasm and a good sense of driven motivation, which inspires and transcends towards the other workers. One of the most key and crucial strategies is to be as transparent with the employees as possible, making sure to explain why the changes that are taking place are vital and will overall improve the work of the organisation. (Hollyer, et al, 2018).  With any changes that are made in the organisation, be prepared that some employees will be upset at the changes that are made as it may affect them. While this may be difficult to deal with, a manager must keep a positive attitude. This is because a positive attitude will help the employees settle in with the new changes much faster.
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»  Employees are performing tasks that require handling cash.
This style is ineffective when:
» Work habits form that is hard to break, especially if they are no longer usetful.
» Employees lose their interest in their jobs and in their fellow workers.
» Employees do only what is expected of them and no more.

2.8 Extracted variables/working Concepts

I .

The dictator lays down the law in his or her group and expects individuals to perform without

questioning his or her authority
It capitalizes on their skills and talents by letting them share their views, rather than simply

expecting them to conform

Laissez- Very little guidance from leaders
Faire Complete freedom for followers to make decisions
Leaders provide the tools and resources needed
Group members are expected to solve problems on their own

Every thing is decided in the light of predetermined Every thing is done as per policy or

procedure.

l In it every thing is decided on the spot. No pre-plan is required rather every thing is decided

as per requirement. The leader changes his/her pace with the changing situation.

Several add-ons are readly for use.
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