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Prof. Santosh Rangnekar 
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Lecture - 01 

Introduction to Leadership and Team Management 

 

Hi everyone, this is our lecture one first session, and you will find it very interesting to get the 

introduction about this particular subject about leadership and team management. Now, 

whenever we are talking about the functions of a manager, it is becoming the planning, 

organizing, leading and controlling, and leadership is becoming a part of the rest of the functions 

as a backbone. Why? Because, unless and until you cannot become a leader, you cannot get the 

work done from the others.  

 

Therefore, in this particular session, we will talk about what we understand by the leadership, 

who is the leader? What type of leadership can a person do or perform? And then, in that case, 

whenever we are talking about that, a leader has to perform as a leader. Now, I would like to 

make a difference between the manager and a leader; who is a manager? I mentioned planning, 

organizing, leading and controlling and who is a leader performing the job of a leadership 

activity.  

 

So, how it is different? It is different in a sense. It is just one function of a manager, that is why 

all managers are leaders, but all leaders are not managers and precisely what is the leadership 

that we will also discuss in detail. It is always a question: whether leadership is a science or art.  

(Refer Slide Time: 02:01) 
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This particular session will discuss whether it is based on logic and rationality or an articulation. 

Articulation to do a particular job and therefore, if we are going for that particular articulation of 

the job, then definitely we are performing both the job of a rational scientist, logical evidence-

based and the art of making the different solutions, creation of solutions, their creativity. 

Moreover, in this case, whenever we talk about leadership, we will also talk about whether it is 

irrational or emotional.  

 

Because you see the creativity, the colours, the paintings and that it is all is the part of the 

emotion, expression of emotions. So, whenever you are sad, you are going for the black colour, 

you are not going for the very vibrant colours, you are not going to be the creating and happiness 

surrounding you, and you are painting there, which will be expressed as a sadness. However, 

when you are happy, your colours will reflect that yes, whatever the culture now, what a leader 

does in an organization, leader paints a culture in the organization. 

 

He is a painter, and this particular painting is very colourful based on creating the organization's 

particular culture. So therefore, we will also understand that when you become emotional, how is 

your leadership style. That is the second part of this particular discussion and this course itself, 

so we talk about leadership and team effectiveness. So, we are focusing on both. So, here I will 

also talk about the introduction of team management and the difference between the group and 

team. 
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Many people understand that once you create a group, for example, in any organization you have 

one department and in the department, ten persons are working ten employees are working now, 

these ten employees are working as a group, or they are working as a team. How will you 

differentiate? How do you know that in this organization, in this particular culture, whether we 

have synergy or cohesion, whenever we talk about synergy or cohesion.  

 

It means that you have converted the group into a team, and that is how to do that? Moreover, 

how to manage a team in this team management and how many types of teams are there. 

However, in this particular subject, you will find that we are not only talking that theoretical-we 

also have the case studies, we have the research papers also, but we also have the book 

recommendations for you, and therefore; as a result, you will find that for the different colours 

you will have the different activities.  

 

Furthermore, this way, we will have the sessions. The first and foremost is to become a leader; 

how to become a leader? When you become the leader, you make other people grow. So, 

employees development in the organization is the responsibility of a leader. He is a facilitator; he 

is an actor creating the coordination; who is the actor? Who is showing the vision to the people? 

He is the person who is creating and helping the careers of others.  

 

However, before reaching that particular position of leader, what is essential is that you view 

yourself become the leader. So therefore, when you talk about yourself becoming a leader, it is 

the first part which is compulsory, because unless and until you do not become the leader, how 

will you make the other says the leader. If you have that power, that positioning that influences 

power, it is not the position power, for example, manager. So, a manager also has the power, but 

what power is having? He is in positional power.  

 

Nevertheless, whether he is effective or not, managerial effectiveness and then he is effective if 

he has the effective leadership style and how to be an effective leader that we will see. So, 

according to Jack Welch, before you are a leader, success is all about growing yourself. So, dear 

friends, when you decide to execute the leadership, you have to occupy the position of a leader, 
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and why you want to occupy the position of a leader, it is not just because of the money or the 

glamour but rather than it is to help others grow.  

 

You see, the leader takes the initiative, a leader makes the person move, leaders make the person 

grow and therefore, in that case, this positioning the activities which are becoming very 

important.  

(Refer Slide Time: 07:17) 

 

Furthermore, according to Jack Welch, you first develop yourself as a leader and then develop to 

others. The most outstanding leader is not necessarily the one who does the most extraordinary 

things. So, I will use the example of Chanakya and Chandragupta. So, it is not Chanakya who 

was the leader in the war rather than he makes Chandragupta a leader. So, the most significant 

thing that is the winners are made by the teachers.  

 

Moreover, the winners are doing the most remarkable things; a teacher guides them. Teacher 

ship is also a role of leadership role is there, I hope you will agree it is in the classroom, he is the 

leader and therefore, not necessarily that whatever I am discussing with you that is where I have 

also done in the industry. However, I have ten years of industry experience. So, I had been the 

leader in the industries but not necessarily all teachers who do not have the industry experience 

by chance.  
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So, therefore, in that case, they know that is how to run the industry. So, therefore, in that case, 

the most extraordinary things, whatever has been done, so that whether it is player also in the 

ground and the coach, so, a coach may not be having those records, which the player is having? 

So, therefore, the most remarkable things are not necessarily done by the teacher, coach, 

facilitator, or leader. The teacher, the coach, the facilitator all are the roles of a leader; they are 

leaders in their fields.  

 

So therefore, it is the person who is becoming the leader in the industry, playing on the ground, 

swimming in the swimming pool and not of the coach or teacher there. So therefore, he is the one 

that gets the people to do the greatest things. So, many times people have to understand that there 

are four parameters, knowledge, attitude, skills and habits. So, Coach has the knowledge coach 

has that particular attitude. However, he is a student who may have more skilful power.  

 

Because he has exercised and, therefore, in the very simple example, the champions in the 

Olympics, when we talk about the champions in the Olympics, then those champions coaches are 

not the champions, but they did participate that player is the champion. So, it gets the people to 

do the essential thing, that gold medal. So, that is a direction, dear friends, so, according to 

Ronald Reagan, it is a direction that is becoming very important for a leader, and that is why it is 

called the leadership is there. So, how do we define leadership?  

(Refer Slide Time: 10:40) 
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So, leadership is the ability of a person to influence a group towards the achievement of a reason 

or set of goals. I always say there are several theories; in those theories, you will find that is 

whenever we are talking about, and this is the goal is there, and about this goal, you will find that 

is the here that is the direction is there. This is the direction, this is the goal, and whenever we are 

talking about achieving this particular goal in this particular direction, it becomes essential, 

where is the leader. So, the leader is standing here.  

 

Moreover, who is reaching there, going by this zigzag path, and the follower and the goal? Now, 

these ability to influence, this ability to influence is by this particular leader. If a leader has that 

particular ability to influence, his follower can achieve the goal. So, this is the path. Now, why I 

am at this zigzag? The zigzag path shows that there are many challenges to achieving this goal, 

dear friends, that is why everybody does not become the leader; everybody does not achieve the 

goal.  

 

A coach has a number of the players, a teacher might have the number of students in the class, 

but who is the CEO of the class, who can walk down on this zigzag path and then he reaches 

there. So, dear friends, it becomes very, very important, that is whether you can make this 

particular goal or not, it depends on the leader who is making the influence, but as you see in 

who walks on the path, the person who is going to achieve that particular goal that is that 

follower.  

 

So, when that leader can, what I will say extractable to extract the follower's potential, then, in 

that case, he will be a competent person to become a leader. If the person cannot achieve a 

person means the follower cannot achieve his goal, leadership fails. It is not successful; rather 

than becoming the failure is there. An essential term, the act is an intact interpersonal 

relationship between leader and follower that commitment that loyalty and trust are becoming 

very important.  

 

So, on one side, the leader is to be competent enough; another side, the leader, should have a 

perfect relationship with the followers. So, if a person attempts to influence the behaviour of 

others, therefore, what happens there is that particular follower, that follower will be able to do 
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the things or activities as per the requirement of the leader. So, a very simple example I would 

like to give is reaching the ground at 5 a.m. it is raining, or the follower is reaching there 5 

o'clock, or it is heavy raining so he cannot reach.  

 

So, you might have different opinions on how one can reach there, how one will be able to do 

that activity there is no point by reaching there and doing the activities and all. Now you tell me 

that the rains sometimes stop and your exercise time was 5 to 6 in the morning. Furthermore, at 5 

o'clock heavy showers of rain, 5.20 it stops so, you are having the 40 minutes for you to do the 

exercise, but are you doing those 40 minutes exercise but if you are not reaching the 5 o'clock 

because it was heavy raining.  

 

Then definitely the follow what I want to say is that is the commitment, loyalty, time 

management, these are not only simple words these are the directions given by the leader always. 

Weather, now another example I would like to give you the parents, parents also leader, Father, a 

father is the leader of the family. Mother is the homemaker, and therefore, in that case, you find 

who makes the home that particular department and section of the running the home is the 

mother's leadership.  

 

So, therefore, in that case, whether their competency is the mother or the father as a leader in 

their areas concerning areas, that becomes very important, and when they are committed, they 

are loyal for attaining the predetermined objective. There may be different opinions thoughts in 

the processes; we will also see the different leadership styles. So therefore, some parents are very 

autocratic while some parents are very lenient, some parents are rational and but which one we 

will be working which standard be working that answer you will get in my further sessions. So, 

here it is.  

(Refer Slide Time: 16:37) 
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Organizations need strong leadership and strong management for optimal effectiveness. Now, 

you see, the goal is to be achieved. It is a man, machine, material, money, matter, minutes; all six 

aims are invested dear friends to achieve that particular goal. So, in the family also, it is the 

human resources men hours by parents that are there it is a technology provided to you 

machinery is there, there is a money investment of money is there. So, money is there.  

 

There is a time spent; there is the minutes are there, there is a process of the routine that is a 

method is there, then there are the resources for a student maybe it is yours the study material, 

and that is becoming your material. So, man, machine, material, money, method and minutes all 

these aims are provided. So, therefore, it is pretty strong leadership and strong management 

because anything any resource, if it is not utilized in an optimized way, there will be no optimal 

effectiveness.  

 

If you want to make the optimal effectiveness, you are supposed to get the optimal utilization, 

and there is management as a leader is an excellent manager. Leaders are needed to challenge the 

status quo. So, what is the leader? A leader who has the vision and what is the vision? Whatever 

the present is there, there is something change, and therefore, the leader brings a change. So, 

there is another role of a leader that is a change agent and, therefore, the change agent role; he 

has to challenge the status quo.  
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This simple example, I would like to give you the State Bank of India, and in the State Bank of 

India, Mr Bhatt was the chairman of the SBI that time he has made the high tech-savvy the State 

Bank of India that case study of this, he had challenged the status quo, and he has made that 

organization that is a State Bank of India, so, tech-savvy and he has changed the status of the 

SBI. So, did he see it as effective leadership? So, for effective leadership, there is needed to 

challenge the status quo and create future visions.  

 

Furthermore, all of us know now that is how the SBI is successfully leading and that is a vision 

of the future is there, but it is not forcefully because change is never to be pushed changes has to 

be pulled and therefore, in that case, you will find that is an inspiring organizational member 

style of leadership is there. So, if you want to achieve the visions, it is a collective effort; it is a 

directional effort where all are going towards that particular goal voluntarily. It is the inspiring 

organizational members.  

 

So, therefore voluntarily, they are joining your vision. So, suppose you decide to make any 

change in your organization to make it more tech-savvy, then your leadership style should be 

highly inspiring to achieve the goal. So, that is about the leaders. Now, we will talk about 

leadership and, therefore, in that case, the different authors who have defined leadership 

differently are there. 

(Refer Slide Time: 20:20) 
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So, the process by which an agent induces a subordinate to behave in a desired manner. So 

therefore, in that case, it is the direction for which there is an induce way is there the process of 

influencing an organized group towards the accomplishment of its goals are there. So, therefore, 

in that case, the achievement of its goal that will be the process of influencing the organization is 

there, which already I have talked about earlier.  

 

Now, a widespread practice which you should understand and according to me, you should try to 

practice as much maximum as much as possible, and that is about the creation. Creating the 

conditions for a team to be effective and for their purpose, it is the, you help to create the 

resources. So, what does a leader does? A leader motivates the employee, yes, you perform, but 

then they say, sir, to perform these required resources and create the desire of opportunities; what 

do you do?  

 

You can make these particular opportunities to be performed resources or managed. When you 

are managing those resources, you will be able to create and achieve the opportunities. Dear 

friends, many people do not become leaders because they say we do not have money, we do not 

have the workforce, we do not have time minutes, we do not know how to do that.  

 

So, all these resources, let six aims that have to be managed, managed by the leader for its 

employees and those who can manage their true sense leaders, but some have a position of, but 

the leaders know, they will not be able to manage those resources. So, to manage those 

resources, it becomes essential that a leader be competent enough and how he does he creates the 

conditions to work together. Now, what is a team? A team is a synergy; synergy means to 

become the working together.  

 

Furthermore, therefore, when all are working, the whole conspires about your success. 

Furthermore, that is because you are working in a team. The ability to get results and build teams 

by the leader represents what and how the leadership is there. So therefore, one should be 

competent enough to get the results and have enough ability to build the teams and now work 

together. Now, it is not that easy, dear friend; it is challenging, it is challenging to create the 

teams.  
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According to Prentice, leadership is accomplishing the goal through the direction of human 

assistance. A leader successfully marshals his human collaborators to achieve particular ends. 

According to Northouse, which I have discussed earlier, the words are different but the same 

message. Leadership is a process where an individual influences a group of individuals to 

achieve a common goal. Furthermore, now it is in the true sense; it is a process.  

 

Whenever I use the word processor or the author uses the word process, what does it mean? It is 

not a single activity; it is a series of activities. So, therefore, he will not be successful overnight; 

it will not be like this is today, you decide to be the leader in tomorrow, you are a leader. No, you 

have to follow a process. Process means a series of activities. Moreover, Jacob and Jaques say 

giving the purpose meaningful direction to collective efforts and causing willing effort to be 

expanded to achieve the purpose is there.  

 

So, when you can achieve the purpose, you are becoming successful. Joanne gives another 

definition.  

(Refer Slide Time: 24:38) 
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Leadership is not a person or a position; it is a complex moral relationship. Based on the trust, 

these are the dimensions; these are the different dimensions of the leadership. The one is trust, 

obligation, commitment, emotion, and shared vision of the good is there. So, their shared vision 

of a good. So, therefore that why all of us working all under working for the self, they are 

working for the good of the other people. It is the art of influencing others to their maximum 

performance. 

 

This is also an excellent definition, dear friends, where we make particular efforts to get the 

employees' potential. No, you see, many people are like the horse; what is the horse's strength? 

The horse's strength is power, so they are very powerful, but they do not have direction. 

Furthermore, the leader gives direction, and when that horsepower is used in the right direction, 

you automatically get the results.  

 

However, providing direction is the job of a leader, and when a leader does it successfully, the 

objectives or goals are achieved. So, leadership is an attempt to influence followers' activities 

through the communication process and towards the attainment of some goals and therefore, in 

that case, it is these definitions, these definitions give us a different direction. In the first case, it 

is becoming trust; trust is a dimension.  
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Now, you can also do the research, suppose, you have to identify the leader that personality who 

trust, he can become the leader, a person who always has the doubts about his team members or 

working with the people, whether they have done or they have not done, whether they come on 

time or they do not come on time. So, not an effective leader because when there is no trust, what 

can be the outcome there and if somebody does not trust you, what will you do you will not 

follow that particular person, no this person does not trust me, how I can follow him.  

 

So, this dimension of trust employs commitment, emotional intelligence, and achievement of 

goals. Then in the second definition, we talk about the art of influence or the communication 

process. So, these are all are the dimensions. So, why do we refer to the different definitions? 

You may ask sir to give as one definition. So, one definition will not be enough, dear friends; 

why it is not enough? Because every definition has a particular research base, they talk about the 

different dimensions in that research base.  

 

When they talk about the different dimensions, it becomes essential that we know maximum 

dimensions as much as possible to be an effective leader because leadership is affected by the 

different dimensions. So, do we know all dimensions? No, we cannot know each of the 

dimensions because there are hundreds of dimensions in leadership. However, at least we can get 

the maximum information about different dimensions.  

 

Furthermore, we can get the prominent dimensions that are the prominent dimensions in 

leadership now, whether leadership is both a science and an art.  

(Refer Slide Time: 28:24) 
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So, saying leadership is both a science and art emphasize the subject of leadership like in the 

word sense, it is an art inspiring a person from whom you want the managerial effectiveness, or 

you can say employer effectiveness, or he has to give you his best. So, you have to influence that 

particular person. To influence that particular person is the art; you cannot motivate or inspire 

everybody by the money you will say (FL).  

 

No, many people will not get motivated or influenced by your money; they say, okay, you keep 

your money with you, it is not the money for the important, it is job satisfaction, it is becoming 

important is there. Furthermore, in that case, it is a motivation to know the motivation and then 

give the motivation provide the motivation is he is art, art by the leader, and those are leaders 

who fully motivate the employees then that culture is there.  

 

It is a vibrant culture, energetic culture and therefore, in that case, you will find that everybody is 

motivated everybody means I know that is everybody cannot be there. I want to say that 80% are 

motivated in any organization if 80% do their jobs voluntarily. So, then they become an excellent 

organization—a great place to work. Moreover, motivation is there, but it is every day doing the 

routine job? No, it is a vision, a vision for tomorrow.  

 

So, when we talk about vision 2000, that is over 2010, that is over 2020, that is over. So, now 

2030. Dr Kalam has created the vision 2050. So, therefore, in that case, it is the ability of the 
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individual can help the knowledge, information, attitudes, skills about the creation of vision, and 

accordingly, the periodical vision will be there. Now, it is science also. So, whenever we are 

talking about science. So, we are going by the equations like, for example, here we are talking 

about Y = a + bx, A = L + OE organization effectiveness.  

 

Now, whenever we talk about the r s = r f + r m – r into b. Now, what is that? That is the 

equation that talks about different dimensions of leadership, and whenever we have the different 

dimensions of leadership, we find that these dimensions are reflected in the overall creation of 

the leadership. So, X equation is there, Y equation is there, and then your output depends on the 

X and Y and how you can perform?  

 

So, the managers may be influential leaders without even taking a course or training programme 

in leadership. So, many traditional level leaders like when you talk about Dhirubhai Ambani. So, 

they have not taken a course on a training programme, and the leadership is there.  

(Refer Slide Time: 31:47) 

 

So, some scholars in the field of leadership may be relatively poor leaders themselves, and 

therefore, even some power scholars who have studied this leadership will not be able to be 

influential leaders. So, why because of the skills in analyzing and responding. So, when a teacher 

addresses the 90 students, 100 students and then the CEO becomes the 1 or 2 and therefore, in 
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that case, it is becoming that knowledge and that knowledge is based on information, information 

is based on data and that knowledge you convert into wisdom.  

 

So, it is a pyramid, data into information, information into knowledge, knowledge into wisdom 

and wisdom into truth. Truth means practising. So, therefore, in that case, here it is the skill of 

analyzing, whatever data you give only the person who knows the analysis of the data, he will be 

analyzing the data, and then he will be able to respond to the situations. So therefore, in that case, 

it must be the art.  

 

That is how a person can convert the data into information, information into knowledge, 

knowledge into wisdom and wisdom into truth. So, leadership always remain partly an art as 

well as a science. So, it is a combination of both partly it is a science, partly it is art is there. 

Emotional leadership is also both the rational and emotional sets of human experiences. 

Furthermore, therefore, in that case, it is becoming essential that you are logical, rational means 

science, emotional means art, and I have mentioned earlier.  

(Refer Slide Time: 33:34) 

 

So, therefore, it includes based on their reason and logic and those based on inspiration and 

passion. Not to whom you can become the leader who wants to be the leader. So, you can inspire 

somebody, but once you have that passion for doing right from the follower to the leader, unless 
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and until a leader is not having that passion for being a leader, no effective leadership is there. 

Moreover, if the follower does not have that passion for learning, he cannot become a leader.  

 

So therefore, both are required inspiration and passion is required; people are both rational 

emotional so that readers can use rational techniques and emotional appeals. So, what you learn 

from this input is usually the master. Master of the rational techniques based on the signs know 

something should be a scientific, logical report based and inspiring personality emotional appeal 

to the influence the followers, but they also must way the rational and emotional consequences of 

their actions.  

 

So, it is not like that you have met somebody emotional by giving the evidence and when the 

person becomes emotional and inspiring, and he does the negative act no, no, that negative action 

is not acceptable, what is to be converted a positive cause of good that is required is there. So, 

the author gives 1 example of the civil rights movements of the 1960s, which was based on 

emotions and principles. Dr Martin Luther King Junior inspired many people to action. He 

touched the people's hearts and their heads; therefore, that is becoming the leadership is there.  

(Refer Slide Time: 35:30) 

 

The word management suggests words like efficiency, planning, paperwork, procedures, 

regulations, controls, and consistency is there and therefore, in that case, in the management, you 

will find these words are included. When we talk about leadership, it is more associated with 
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checking, dynamic, creative, change, and vision. So, when you compare the personality of a 

manager and a leader. 

 

So, that manager is a good planner, paperwork, procedure, he can regulate the roles, controls the 

roles, and there is a consistency in the behaviour, but in the leadership, it is dynamic, it is not the 

consistency, it is a dynamic there vibrant and therefore keep on changing, how what changing? 

Doing the new things. So, he changes different goals and goes to the next level of the goals with 

the help of the vision and with the help of creativity.  

 

Some authors say leadership is fundamentally a value choosing and this value-laden, activity 

whereas the management is not. Leaders are thought to do the right things; managers are thought 

to do the things right. So therefore, in that case, the creation of a goal is becoming very, very 

important.  

(Refer Slide Time: 37:00) 

 

As I mentioned, whenever we talk about leadership and management, it is always overlap.  

(Refer Slide Time: 37:07) 

21



 

Now, I would like to give certain examples, like in the manager is administer, the administration 

is very, very important, he is in the maintenance, maintenance that is whatever the policy, 

procedures, rules, regulations of the organizations are there, he is maintaining those rules and 

regulations. He controls those who cannot maintain that particular discipline; then he takes the 

actions against them, then the manager has the short term view because he is concerned with 

whatever has been told in the rules to be followed.  

 

There is a short term view of how and when he is highly concerned, how this goal is to be 

achieved and when it is to be achieved. Then he has to imitate whatever the best practices are 

there; he repeats those practices. Accept the status quo that is whatever is going on, what can 

lead us, what can you do so, therefore, he will have that continuity. While the leader is 

innovative, innovation is here; he develops and develops the new procedures, practices, people, 

and technology. So, that is, the development is there; he inspires others.  

 

He has the vision; a vision means a long term view; he creates a vision and asks the people he 

inspires them to achieve their particular vision or goal. He is highly concerned with what is 

required and why it is required. Furthermore, he originates he does not copy rather than, he 

originates himself, but he with his creativity and challenge it that whatever the status quo is 

there, he will change it that is a what is essential is required. Now, here, we will also talk about a 

team whenever we are talking about leadership.  
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Then leadership with the followers and followers has several people who have the synergy and 

work together.  

(Refer Slide Time: 39:13) 

 

A group was individual efforts result in performance greater than the sum of the individual input 

naturally. So therefore, 2 + 2 is more than 4. So, therefore, many times in management, we say 2 

+ 2 is 22. So, therefore, it is a sum of individual input; it is greater than that; it generates positive 

synergy through the coordinated efforts, that coordination working together, and that team 

manager is there.  

(Refer Slide Time: 39:42) 
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Now, here we would like to see the different dimensions of team building with the help of the 

different definitions; a team is a small group of people with complementary skills committed to a 

common purpose and set of specific performance goals. So, this is very important that we 

understand a common goal. However, here the most important is the complementary, 

complementary supporting each other, supporting each other the skills committed.  

 

Moreover, according to Smith, this particular definition is there. As far as Dyer is concerned, he 

has talked about the other dimensions; according to him, the collaboration of each member is to 

experience the optimum success, and achievement is there. So, why we should collaborate, why 

should we be complementary, why should we support our colleagues, why should we support our 

superiors, why should we support our subordinates? Because the optimum success and 

achievement are there.  

 

The person will have a strong team whenever optimum success and achievement are achieved. 

Thompson has given another definition is a group of people who are interdependent concerning 

information resources, knowledge and skills and therefore, somebody's expertise in information, 

somebody's expertise in resources, somebody's expertise in knowledge, somebody is highly 

skilful and who seek to combine their efforts to achieve a common goal. So, they are different 

members, and all these members will make these particular skills. Now, the team management is 

concerned.  

(Refer Slide Time: 41:17) 
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So, how do a group of individuals each of whom has a personal responsibility for leading the 

some part of an organization and who are interdependent to provide overall leadership for larger 

enterprises there, how practice? Team management refers to the various activities which bind a 

team together by bringing the team members clear to achieve the set targets are there that we 

know the common goals are there. Moreover, ideally think more or less on the same lines, not 

the people, now people who can be working together if they oppose each other.  

 

How they can be a successful team, there cannot be a successful team. So, therefore, they have 

the same lines and should have similar interests and objectives.  

(Refer Slide Time: 42:06) 
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Now, in that organization, you will find that different types of teams are there, like problem-

solving teams are there 5 to 12 employees from the same department who meet for a few hours 

each week to all discuss ways of improving quality efficiency, the work environment is there, the 

team have the authority to unilaterally implement any of their suggestions that is problem-

solving are there.  

(Refer Slide Time: 42:22) 

 

Then there are the self-managed teams. Now you see the organization this type of the teams 

because here the typically 10 to 15 numbers members are there and there and they take their 

initiatives and, therefore, can perform in a self-managed team. Now the self-management work 

teams even select their members and evaluate as you know, we give assignments, so we give it 

ask that is make your team.  

 

So, when they make the group, that group converts into the team because they are known to each 

other, and each other performance supervisory positions on decrease importance and sometimes 

or even the eliminated is there.  

(Refer Slide Time: 43:06) 
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The cross-functional teams are there, in the cross-functional teams, you will find employees from 

about the same hierarchical level, but different work areas will come together to accomplish a 

task. All the major automobile manufacturers, Toyota, Honda, Nissan, BMW, GM, Ford and 

Chrysler, currently use this team form to coordinate complex projects.  

(Refer Slide Time: 43:27) 

 

Then there are the virtual teams. Virtual teams use computer technology to unite physically 

dispersed members and achieve a common goal. Now, whenever we have faced these corona 

phases 1 phase 2. So therefore, in that case, this technology this virtual team they have become 

has become the more effective and then this has the continuous policies there, so, how to create 

the effective team and making the team building.  

27



(Refer Slide Time: 44:00) 

 

So, teams vary in their effectiveness. If a team is to work effectively, the following four variables 

are to be there: the tasks. Does your team know what is to be done, or are the boundaries that are 

the collective members of the team appropriate for the task to be performed, what are the norms, 

what to do and what not to do? Furthermore, what is the authority where the authority can be 

used to flexible rather than the rigid manager is there.  

(Refer Slide Time: 44:27) 

 

Now, here we will talk about this case study. So, please see this particular case study. And then, 

you will find in this case study with one of your teams for several years, their work is excellent, 

and the team gets along well together. Recognizing their abilities, you feel they can now work 
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more on their own, you have begun this year to redirect your energies to other projects and 

teams, and they have continued to work effectively. You must know to ask them to accept 

additional tasks and responsibilities; what you would do?  

(Refer Slide Time: 45:04) 

 

So, therefore, in that case, you will find that you should assign them new responsibilities, make 

sure they know what to do and supervise them closely. Give them the new responsibility, tell 

them that you are pleased with their past performance and that you are sure they will do well. 

This new responsibility and making the team is meetings where they frequently interact with 

them. Make sure they know what you want them to do but incorporate any helpful suggestions.  

 

So therefore, naturally, they are doing it the first time. So, they will require particular 

suggestions, let them determine how to complete the new responsibility, be available to support 

them, and provide the information and resources needed.  

(Refer Slide Time: 45:45) 
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Now, this is the research paper for leadership and team effectiveness. I am sure that is you will 

be able to get specific inputs from this research paper. I found it interesting, and that is there.  

(Refer Slide Time: 46:00) 

 

So, the purpose of this study is to investigate the moderating effect of contingent reward on the 

relationship between the democratic leadership style and organizational performance is there. 

Furthermore, in this research paper, explanatory and cross-sectional survey designs were used a 

quantitative research approach was adopted to collect the data from 476 employees in the 

telecommunication industry. Using statistics packages for social science, that data was analyzed 

via descriptive statistics, correlation, and hierarchical regression techniques.  

(Refer Slide Time: 46:35) 
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Moreover, based on this methodology, the findings are enhancing democratic leadership through 

the introduction of contingent rewards. Study parent or contingent reward is an effective 

moderator for other leadership styles in predicting the organizational performance compared to 

the extant literature on the positive relationship between democratic leadership and 

organizational performance.  

(Refer Slide Time: 46:56) 

 

Now, here that particular implication of the studies to the telecommunication industry would 

exhibit democratic leadership to improve their organization's performance. It implies that 

democratic managers would have to incorporate contingent rewards. This would increase 

employees' satisfaction and commitment level and, in turn, increase organizational performance.  
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Moreover, the last is the book recommendation for the lessons of the experience, which you can 

refer.  

(Refer Slide Time: 47:22) 

 

 (Refer Slide Time: 47:24) 
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This is another book for the leadership challenges there. These are the references for these nodes. 

You can go into the details by reading this particular literature, and this is all about introducing 

leadership and team effectiveness. Thank you. 
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Leadership Myths and Facts-I 

 

In this session we will talk about whether the leadership is really practically in the field is 

workable or not. Or there are certain myths and what are the realities or facts related to 

leadership is there, because whenever we are learning the leadership, we are supposed to know 

about the what are the myths are there about the leadership and because sometimes you see, the 

people say that is the leadership does not work, very normal criticism is about how these non-

MBAs they are becoming leaders.  

 

And when they are so, many successful leaders do MBA requires, so, that particular myth that is 

the leadership does not require any input are whether the leadership, it requires the professional 

qualification, what is the fact that we will be discussing in this particular session is there. And we 

will also talk about the different myths which are very popular and common in this particular 

topic of leadership and we will also talk about that is what are the different facts are there. 

 

we will also relate it with the case study and research papers and also this session will be having 

certain input from different books as a recommendation for you and whatever these as usual at 

the end we will be having the references are there. Now, there are a lot of the, already says there 

is specially related to the rules, that is what are the rules of leadership. And we have seen that is 

the rules of leadership or return on the basis of so, many dimensions they are the team building is 

related, personality is related, perception is related, learning is related.  

 

And therefore, in that case, the researchers, the authors have given the rules on the basis of their 

research, on that particular research base studies, they are making the rules are there, then there 

are the pointers also those who are showing the directions, the direction that is about the 

leadership's are there that how you can become the successful leader then, there are different 

leadership styles a number of theories are there which talk about whether it is the autocratic style 

is there, democratic style is there, participative style is there. 
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And whether there it is Laissez-faire style is there and therefore, in that case, you will find that is 

there are the different inputs are there theoretically by the different authors, it also talks about the 

biographies of the impressive leaders, the biographies are related about that how these leaders 

they have to change the uncomfortable situation to the comfortable situations, how they have 

made that organization so much successful, how would the cultures have been built in the 

organization. 

 

What are the different practices are there with these practices they are made organizations is a 

global level, A class organization or the best employers in the world, these all through these the 

world history is there. Now, I would also like to mention that is this, especially the culture 

whenever we are talking about leadership, so, leadership is very much dependent on the 

individual that is true, but unless and until that individual is having the best combination with the 

organizational culture and environment. 

 

And in a given environment situation, if the leader is able to coordinate and compose then 

definitely the leadership will be the effective leader will be there for this purpose, we will talk 

about that is the there are the particular facts because you will say there is if leadership depends 

on the personality, then, how we can generalize it if the leadership depends on the environment, 

how we can generalize and if the leadership depends on a particular situation, then how we can 

generalize.  

(Refer Slide Time: 04:54) 
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So, there are the particular leadership fits that we all ourselves failed to identify because, in a 

given situation, I always advise my students that are in the classroom, you will learn to get the 

ideas and creativity of the ideas, but what ideas exactly will work that you are to see in a given 

situation at your workplace, at your workplace, if you know that is if this is a situation, for 

example, the role of technology, for example, the role of raw materials, for example, the role of 

finance.  

 

So, leadership within context, these particular dimensions that will require that is the what is to 

be done and how do we make the effective leadership, another very common example is of the 

change management, there is how to implement the change in a given organization, in a given 

situation, in a given culture by the given change agent. So, these parameters are very, very 

important, if you are making these parameters in a single direction, that is why it is known like 

you will see in the about in the pointers and styles. 

 

If the pointers are accurate and styles are directive, then definitely in that case, that leadership 

will be working is an effective leadership is there. Now, here we will talk about the different 

myths about leadership is there.  

(Refer Slide Time: 06:27) 
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So, the leaders are of only one type. But, as I mentioned earlier in the previous slide that is 

leaders are having different personalities, leadership depends on the personality of the leader and 

every leader is having his own personality and we know that his personality depends on the 

heredity, environment, and situation. So, whenever we are talking about the heredity, 

environment, situation, now how heredity is related. 

 

Now, some leaders you will find that they are very happy and it is because of there is the 

situation of dopamine and in that case, when the environment is concerned, that is a 40 percent 

that plays a role into a style of the leader. So, the leader cannot be of one type and therefore, 

whether that is the official position, many times it has been mentioned it is if the person is on the 

head position is the designation his general manager, the designation is vice president then that 

person is a leader. 

 

It is as you know, this is just a myth that is by being in a position it does not mean that person 

becomes the leader, if you remember and recall my previous session on the definition of 

leadership, that it is the influence of the behavior. So, the leader who influenced the behavior of 

others and not it is just because of the position then definitely in that case, you will find that is 

becoming that is the official are the elected for position or offices they becoming their leaders, it 

is not true. 
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The informal leaders by virtue of their wisdom and expertise, that is fact so, one side the official 

the position gives an opportunity to express leadership the manager, you may get the position of 

manager, but are you a leader, the position will give an opportunity. Similarly, the virtue of your 

wisdom that will give you an opportunity to be a leader virtue of your expertise in given 

technical skills, human skills, conceptual skills, analytical skills, designing skills that expertise 

that will give you the leadership style. 

 

And exercise a mix of the leadership variations are there. So, whenever we are talking about that 

the what is the myth leaders are only of one type no leaders are whether they are official on the 

basis of the position or on the based on their wisdom, on the based on their expertise and maybe 

the person at the managerial position with the mix of their wisdom and expertise that can be the 

leadership variation is there. So, Lewin’s 3 basic management styles are their authoritative and 

therefore, in that case, the authoritative style of the leaders they say to do. 

 

And therefore, they have become authoritative, now authoritative can be on the basis of their 

wisdom and expertise also. So, therefore, we have to understand that he is the authoritative 

person, the way they exercise their leadership will decide that is what type of authoritative 

leadership they are having. Similarly, the participative style is there and in the participative style 

they will be asking, that is; what are the different styles of leadership which will be to be 

performed in a given situation. 

 

And they asked to their participants, other team members, that is this is the situation and what 

can be the solution and therefore, that will be the participative style will be there, then there is a 

delegative style, in the case of the delegative style where the leader gives a task to the others and 

the others perform a particular task, but we should not misunderstand that is the how this 

delegation where he is making the person not perform it is not Laissez-faire style.  

 

So, in the Laissez-faire style, you will find it is a person is not performing in delegative style, the 

person is given the task to the others, but he is monitoring that particular task. So, with the 

delegation authority is given, but the responsibility is not given well in the Laissez-faire style of 
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the leadership, it is the person who is not concerned with the authority, not concerned with the 

responsibility. 

(Refer Slide Time: 10:58) 

 

Then Goleman’s 6 emotional leadership styles are there. First and foremost is that being a 

visionary style is there. So, whenever we talk about the leader know? So, the leader is who is a 

leader, who is visionary, who creates the vision, vision for the organization, what will be the 

vision of the organization? Here, I would also like to support that a visionary aspect with the help 

of the research articulation of vision is not that easy.  

 

The vision can be only framed by the experts, those who are able to understand yesterday, today, 

and tomorrow if the person understands what were the problems, so, whenever we are making 

the organization a tech-savvy organization or about the technological-based organization, then 

what is our vision, vision is after 20 years where will be the technology, what will be the 

resources and that will be the visionary is there. 

 

Then there is the affiliative style is there, an affiliative style is there where the persons are more 

concerned with the people or the team members, those who are working with them, then the 

pacesetting is there slowly and slowly and they make the develop the whole organization 

systems, then the coaching style is there where they are having the director the instructions and 
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advisors and develop the people is there, democratic style is there where the leader asks the team 

members that is to express and that is a participant are the team democratic style is there. 

 

And commanding style is there that is the autocratic style or authoritative style is there whenever 

there is this type of these situations, then definitely in that case that the leadership styles there 

they are becoming the different positions are there right now, Likert’s 4 leadership styles are 

there exploitative authoritative, now exploitative authoritative they are the leader is not giving 

any benefits to the team members, while the good-hearted authoritative are there those who are 

having authoritative positions, but their intentions are very fair. 

 

Consultative is there and in the case of the consultative it is the participative style is there where 

the people are getting the involved their team members and participative style is there where the 

decision making is done with the help of the people the difference between the consultative and 

the participative who is there that is you are having the consultation with the others, but you are 

not necessarily following in your decisions. The participative style is there, where you are 

joining with your team members to take the decision and to implement it.  

(Refer Slide Time: 13:59) 

 

The second myth is leaders are born and not made. Leadership is actually a procedure for 

becoming a leader as we are mentioned that is it is a full process. So, earlier it was told that if the 

king’s son will become the king that is a trait theory was there and on basis of that it was told 
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that if the prince is born in any royal family, then definitely he will be the only leader or he will 

be the king and but later on it has been seen they do not become successful leaders. Because by 

just taking birth into a particular king’s family does not make a person a king.  

 

So, then what makes a king that is particular training, which is to be provided to that the prince 

so that he proves in the true sense that prince is not only because of the birth, but it is by the act 

also. Although specific men and women are born with the innate leadership characteristics, so, 

you see, if you watch the children are playing and then you find suddenly that one child he 

becomes the leader and rest of his team members follow him.  

 

So, but if they are playing themselves and following the one person, there is a trait because 

without proper environment and exposure, then they will often fail to acquire their full potential 

and that is why that direction is very much important that coaching is very much important. 

Because a person may have that personality trait to become a leader, especially taking initiative 

extrovert is there, the directive is there it might be there, but then what is required?  

 

There is required an environment, if there is an environment and exposure, then definitely that 

person who has born in the royal family are not born in a royal family, but because of that person 

initiative of his traits which are making him the leader with the proper exposure and by providing 

the proper exposure and environment. So, like learning how to ride a bicycle, it is also possible 

to learn how to become a leader. So, like we learn the swimming, bicycling and then driving. So, 

like this way, we can also learn how to become a leader and sharpen our leadership expertise.  

(Refer Slide Time: 16:40) 
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So, let them be the leader leadership begins with you. So, it is not like this, there are some people 

who can become the leader (FL) they can be the leaders we I cannot be the leader no, that is a 

myth, knowledge on leadership theories and abilities may be formally gained by the finding 

leadership seminar training courses and conventions if you get the training for that, that is how to 

become the leader then definitely, in that case, you will become the leader for that particular task 

or this situation.  

 

So, leadership starts with you, with ourselves we cannot become a leader in a single day lifelong 

learning is essential in learning to be a good leader every day which provides the fresh 

experience. Now, you see the situation keeps on changing, the earlier situation may be different 

now the situation is different, yesterday’s situation was different today's situation is different. 

And then in that case every day we provide the experiences that put our knowledge skills and 

frame of mind to a test.  

 

So, whatever the knowledge we are having, whatever the skills we are having, so every day they 

are a challenge, our knowledge is a challenge, skills is there, attitude is a challenge, habits are a 

challenge and therefore, they will be by these facing these challenges, we make up our mindset 

and that mindset to win the situation that is becoming important. Leadership is the sole act. So, 

leadership is only by one person no, it is shared by others who are your team members. 

(Refer Slide Time: 18:26) 
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So, it is not the responsibility of one person but instead shared accountability among people. 

Now, here you see this particular full diagram and in this particular picture, you will find that is 

the rise of the shared leadership is there, but so, it is a team building. By supporting each other, 

the person can reach the goal. So, accountability among people of an emerging team is there the 

leader belongs to a group every single member has a task to meet.  

 

So, here it is if you find that is a chain is there and this change will be connected by each and 

every member and that is becoming the team building and not by the single person. So, far we 

have discussed some of the myths related to this particular leadership in sole acts and the rest of 

these myths that we end whether the facts are there or I have talked about the research papers and 

books that we will discuss in the next part right in the next session. So, thank you, thank you all 

of you. 
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Earlier we have discussed about these leadership myths and facts in continuation of that you 

will find about that is how the leadership is to be shared. Now, in an organization 

commencing, it is a simple blend of men and women associates and the management, work 

towards the development of a powerful team, all these aspects that is to be shared.  

(Refer Slide Time: 00:43) 

 
So, we can form a team, we can classify, whether it can be on the basis of the gender, that is 

there, what will be the same blend of the men and women in a particular team, who will be 

the associates? Associates may be from the basis of their wisdom and expertise and like this, 

these classifications can be taken. Now, when we are talking about leadership, about the myth 

5 ways that exist only at the top of the organization.  

 

Many people believe that he is the leader means top management, but this is not the fact the 

highly competitive market leaders needed at various levels. So, there are basically 3 levels, 

junior level, middle level, and high level and at every level, I would like to share my 

experience that when I was the labor officer in the Hukamchand mill, and during that time in 

the late 80s, then at that time. 
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It has been seen that is from 1980 to 1990, then it has been seen that he is the chief supervisor 

he was supposed to be the best leader I tell you, because whatever the process starts from the 

ground level, if it is properly checked, quality is controlled, then there will be no complaint. 

So, if you want quality leadership, then quality leadership has to be checked at the initiative 

level. So, therefore, it becomes very, very important that the leadership is not at the CEO 

level only, but rather than it should be right from the junior, middle and senior-level 

executives, it will wringing its own death knell.  

(Refer Slide Time: 02:30) 

 
So, therefore, it is very, very important that is everybody in the organization they should 

contribute to the leadership to get work done, necessity of leadership at the different levels is 

clearly apparent and when considering armed forces are there. So, therefore, in that case, like 

if you are talking about level 1, level 2, level 3 or level A, B, C, then every level there should 

be there clearly, it should be apparent and therefore, the persons who are working in 

organizations, they know what is to be done?  

 

How it is to be done? Where it is to be done? When it is to be done? So, all questions are 

answered by the leader, and as a result of which, once the work is done, there are no 

complaints. Effective leadership at every level is a prerequisite to achieving a corporate 

vision, now, the direction is very important. The leadership might be at the junior, middle and 

senior level, but all the contributions at all levels, where they should be directed?  

 

They should be directed towards the achievement of the corporate vision, whatever the 

corporate vision is there that is, because if there is no coordination between the junior level 
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and the middle level, or middle level and senior level, then definitely it will become a big 

problem. However, it might be effective work, but it may not be efficient work it might be 

efficient work may not be the effective work because of a lack of coordination.  

 

So, if you want proper coordination between efficiency and effectiveness, then it becomes 

very, very important that you are having this coordination amongst all the levels. Leadership 

or the charismatic, now charisma is very often confused as leadership is there.  

(Refer Slide Time: 04:19) 

 
So, every charisma is not necessarily to be a leadership. It is not necessary that is every leader 

has to be a charismatic leader, because when we find that is the employees look for where 

they can trust their leaders more than charisma. So, building the trust, leader should be a trust 

builder. And if he is a trust builder, then definitely, in that case, he will be able to influence 

his followers. Every time you are expecting charisma from the leader, it will be an 

impractical approach.  

 

So if you want to do this particular consideration, then in this consideration to be an effective 

leader, please do not try to always to be charismatic leaders because normally does not 

happen practically does not work in fields which require technical and specialized skill, it 

matters very little, whether the leader is charismatic or not. A very simple example is for 

operations management is there and in operations management technical and specialized 

skills are required.  
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And if you are able to do that follow those skills, automatically, you will get the output and 

product cost-effective, but, if you are talking about the HRM motivation, then definitely the 

role of the charismatic leaders that become more, but in the case of the operations 

management, it is more systematic work quality product itself will prove that there is an 

effective leadership is there.  

 

Organizations like the bank, investment house is not conducive to a completely charismatic 

leader, they go by the rules regulations, and procedures, a more quiet leading by example 

type of person would be better suited and therefore, in that case, by doing his own tasks that 

will make him the leader rather than creating any charisma at the workplace and becoming 

the leader is there.  

(Refer Slide Time: 06:28) 

 
Myth 7 is that good leadership is all common sense at face value this myth says one needs 

only common sense to be a good leader. So, therefore, in that case, that is the only that 

common sense will work need to act confidently of course, but they also need to be humble 

enough to recognize that others’ views are useful. So, therefore, in that case, here we can also 

differentiate between the authoritative or autocratic style of leadership and his participative 

style of leadership is there.  

 

And therefore, it becomes very important that is we are always yes, vision there has to give 

the vision and but in the creation of that vision, in implementation of that vision in the 

achievement of that vision, he requires to get recognition by the views of the other also. So, 

others’ views are also becoming very, very important, do leaders need to persevere when 
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things get tough? Yes, but they also need to recognize when times change and the new 

direction is called for.  

 

So, persevere where the time is always challenging time, at a challenging time the persevere 

is required, yes, that is required, but they have to recognize also that is with the changing in 

time the leadership style is to be changed flexibility, flexibility is very, very important. And 

that is so, that what happens that is the leader to achieve the corporate vision and he changes 

his directions and by the different directions you can reach to the destination.  

(Refer Slide Time: 08:08) 

 
Myth 8 is the only school you learn leadership from is the school of the hard knocks. It is a 

mistake to think of the formal study and learning from experience as mutually exclusive or 

antagonistic, in fact, they complement each other. So, therefore, do not think like this, that is 

the only experience makes a person the perfect leader or only a very highly qualified 

personality high degree from a highly reputed institute that will make a person an effective 

leader, no.  

 

It is the combination of both they require they complement each other in the sense that is they 

are able to mutually supporting to each other and when they mutually support to each other a 

person who is having the experience of the 10 years of experience in his field and then also 

he has studied then they will be nothing like that. And therefore, in that case, that learned 

leadership with the practicing leadership both will be making your leadership more effective.  
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Approaching the issue in such a way recognizes the vital role of experience in leadership 

development, but it also admits that certain kinds of study and training can improve a 

person's ability to discern important lessons about leadership from the experiences there. So, 

therefore, in that case, the individual’s ability that has to be supported by the person's 

experience is there.  

 

It can, in other words, accelerate the process of learning from experience. So, therefore, they 

are not isolated compartments. So, they are the supporting compartments and it is supporting 

compartment means there is a bridge, bridge between the compartment and what is the bridge 

is that is learning with the experience and many times we find as the management education.  

 

They were the initiation for these part-time MBAs and part-time MBAs means that is the 

education of leadership, the practicing the employees, they were in the evening they were 

learning the leadership styles, understanding the leadership concepts and therefore, with their 

experience and their learning, they have become more effective. Please also this myth is 

wrong that is only the experience will become the effective leaders only the learned from the 

top class institutes the learned who were learned and trained into the leadership they will 

become the effective leader no, that has to be mutually interdependent. 

(Refer Slide Time: 10:59) 

 
Contrary to popular belief leadership is a rare skill. So, it was always mentioned it is many 

people feel that they are different from those who become leaders no, contrary to popular 

belief leadership certainly is not a rare skill, the majority of us have inherent leadership 
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qualities that come to fore when opportunity arises, the crisis celebration or when simple 

family decision needs to be taken, I would like to give you an example of a marriage.  

 

So, when the marriage is finalized and then you find that is there are different the relatives, 

those who are performing different functions or responsibilities very efficiently. And then 

you find that these are the people who are the best in this particular task. So, therefore, it is 

the decision need to be taken to whom we are giving you an opportunity to perform good 

leadership skills without management skills to support it will result in an inability to 

operationalize the corporate vision.  

 

So, therefore, in that case, the good leadership skills that is the initiative then participative, 

delegation, decentralization, and management skills, when we are talking about it is a 

communication skill is their job knowledge skills, technical skills, human skills, conceptual 

skills, analytical skills, designing skills. So, therefore, these other management skills are 

there. So these management skills are to be supported, supported to the leadership skills are 

there.  

 

So, therefore, in that case, whenever we are talking about leadership is more, more 

influential, because it is supported by the manager’s skills is there. Myth 10 is that 

extroverted leaders are preferred as you see in the personality we talk about the introvert, 

extrovert, intuitive sensing, thinking, feeling, perceiving, and judging. So extroverts are 

thought to be more outgoing and confident, and introverts are considered shy and withdrawn.  

(Refer Slide Time: 13:02) 
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Extroverts work through the problems by discussing them and seeking advice and input from 

the others are there, introverts process their thoughts and conflicts internally. Because of 

these differences, it should not be surprising that extroverts are drawn to leadership roles. So, 

therefore, in that case, it has to be seen that is how these extroverts those who are becoming 

very popular and very interactive.  

 

And these, therefore, they are becoming the spokespersons and there is a function of this 

manager is as a spokesperson and the extroverts people, they become the spokespersons and 

they emerge the image as a leader. So being a leader means engaging with other people. And 

therefore, please do not take it this myth that is the only extrovert can be the leaders and 

introverts cannot because introverts, they process their thoughts and conflicts internally, but 

they come out with the decisions very, very effectively.  

 

So, the reality is that not all extroverts are cut out to be the leaders. A lot of successful 

individuals such as Warren Buffet, Barack Obama, Marissa Mayer are introverts. And 

therefore, in that case, whenever we are talking about especially, that this USA, President 

Barack Obama and when we are talking about that is the how they are effective leadership 

has worked in spite of that he is an introvert.  

 

So, the reason is this, it is not just because you are the head of the departments are the 

comfortable in crowd does not mean that you should sell yourself short. Those who are even 

introvert they come out with the new ideas and that idea make them the successful leaders. 

So, you must still possess the right leadership skill to inspire others, even though if you are 

the introvert is there because your decision-making styles.  

 

So that is why this introvert leaders, there is a Warren Buffett and Barack Obama and then 

they are so much successful in their areas. And that is, it is just because of their decision-

making styles and therefore, introvert and therefore, they are introverts so they analyse and 

their analysis that is making them stronger, result oriented decisions are there. So, not 

necessarily that all extroverts they will become the effective leaders and they all introverts, 

they will not become the leaders.  

 

It is the individual's the expertise, whether he is an extrovert or the introvert, ultimately, the 

results ultimately, it is the self-analysis of the individual that will decide whether the person 
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will be successful leader or not. And myth is about the results and not the people. Now, we 

have to combine, I came to the previous myth leadership is not about the results at the 

sacrifice of the people.  

(Refer Slide Time: 16:09) 

 
Unfortunately, we are disconnected what I want to say that is the many times we say people 

are important, many times we say technology is important, process is important. And many 

times, we say that is the financial condition is important that makes the people leader. So, 

these are the different myths are there and ultimately, what is the reality of fact, fact is that it 

is the interaction of all that point we will cover.  

 

Now, when we are disconnected from the feelings of ourselves and others are these incessant 

doing leads to action that are not grounded and leaves us feeling disconnected. And many 

times, the people are disconnected from the reality dispirited by the meaning and the 

belongingness is there in the short-term high results may be achieved, but they will be at the 

cost of long-term gains, this is also very, very important at what cost you are achieving your 

results.  

 

So, therefore, it is not that is the, when we say about the accomplishment of goal 

accomplishment of vision, but at what cost you achieve your goal? At what cost you have 

achieved your vision? That is becoming an important aspect. So, as you people will be less 

motivated, discontented and probably will be looking for the other jobs. So, therefore, if your 

people are not highly motivated.  
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And they are not having any concern, not contented, and we are looking for the if they are 

searching for another job. So, therefore, in that case, that is the vision will be achieved in 

long term. So, therefore, in the short term, high results may be achieved, but they will be at 

the cost of the long-term gains, and that care has to be taken.  

(Refer Slide Time: 18:16) 

 
Management equals leadership in short, management is about the oversight, reacting, and 

maintaining the status quo. So many times, they are not taking the initiative, whereas 

leadership is about focusing on the bigger picture, helping others to see this vision, coaching, 

building, relationships, and being willing to take risks. So, there is more momentum into the 

leadership is there. A manager is a steward to get the needs to be accomplished done and 

maintain the processes.  

 

However, a leader goes beyond this, they take you someplace you have never been before to 

a new vision and opportunity. Most people lean towards one or the other self-awareness is 

important and not only one’s own skills but the needs of the team. So, earlier also we are 

talked about this thing that is it is very, very important. We are having the team members we 

are concerned with the team members and not only with the individuals is there.  

 

So any leader if he thinks that is on the basis of his own performance, will lead the 

organization then I will say it is a myth unless and until he is not supported by the team 

members. Related to this myth and reality now I would like to discuss with you one case 

study and that is the Virgin Group is one of the largest companies in the world over the 30 

countries.  
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(Refer Slide Time: 19:42) 

 
At the head of this huge organization is Richard Branson, and Richardson he built the 

organization from a small student magazine to the multibillion-dollar enterprise it is today. So 

always we find that is the journey of the successful leaders, it starts with the small steps. Why 

I am sharing this to you, that is yes you are the potential leader and when you want to 

implement the leadership, so you please start with a small step and you will reach the big 

reason.  

 

So, Branson was suffering from dyslexia in childhood but was great at his uncanny knack for 

uncovering lucrative business ideas and his true talents begin to show in his late teens, he 

decided to start his own magazine named student, it has differed from the most college 

newspapers or magazines, it focused on the students and their interest. Now, you know, you 

see when many magazines are there, and these magazines are talking about the students. 

 

But the title is not the students and it is not focusing much on the students rather than just 

focusing on the different dimensions. But here, according to this case study the Branson’s 

saw an opportunity of a student to offer a course and that has been the cheaply by running the 

advertisements for the mail order delivery, he recruited the staff of the student for his 

discount music business, he built a small recording studio and signed his first artist and soon 

grand sale of the 5 million copies read for the Mike Oldfield recorded the tubular bells. And 

therefore, this way the journey has been started.  

(Refer Slide Time: 21:28) 
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Sometime later, Branson started other businesses like the airlines, hotels, finance, etc. His 

approach was non-traditional, he keeps each enterprise small and relies on his skill of 

empowering people's ideas to fuel success. And that is why earlier we talked about it is the 

connect between the leader and team and if there is a proper connect by the leaders with his 

team members, then definitely that is by empowering this team members and accepting their 

ideas that will lead to your success.  

 

Once a flight attendant from Virgin Airlines approached him with her vision of a wedding 

business, Richard told her to go and do it. Branson relies heavily on the creativity of his staff, 

he is more a supporter of the new ideas, than a creator of them. So, this is also you see, some 

people may have this feeling some people have like some of us they may have this feeling 

that is they are not the good ideas creator no problem.  

 

But then you can connect with the creators of a good idea and when you are connecting 

yourself with the good idea of connectors like here it is given, he is a more supporter of the 

new ideas, then a creator of them that will also do and that will make a successful history. In 

1999 Richard Branson was awarded a knighthood in the Queen's millennium, New Year’s 

Honours list for service to the entrepreneurship and here I would like to help the questions 

and that is, would you classify Richard Branson as a manager or a leader?  

 

What qualities distinguish him as one to the other and identify the myths of leadership 

development that Richard Branson success helps to disprove and you can think about it and 

then you can help your own the answers and that you can take it as your assignment also and 
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then try to find out that is the how these that ideas collection that can make a person a leader 

as compared to only to be a generator of the new ideas. So, many times people do not want to 

come to the driving seat of leadership because they feel that is they are not good idea 

generators. But from this case study, you will find that yes, there is a possibility by making a 

proper team.  

(Refer Slide Time: 24:08) 

 
So, next, I will discuss about this research paper, awakened leaders born or made? So, 

therefore, in that case, we have talked about these myths. So, do you recall what I have 

mentioned? Yes, and that is the not only that what if you are born so, you will be a successful 

leader, but by learning and by experience, the one can be successful leaders. For this research 

paper, the author is John F. Marcus journal of leadership and organizational development 

journal published in 2010.  

(Refer Slide Time: 24:49) 
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And the purpose of this paper aims to review the leader of the 21st century and the awakened 

leaders based on information collected from 11 leadership thinkers, and practitioners, and 

literature review and the author's workplace observations the article seeks to analyze some of 

the important experiences and skills and that make the awakened leaders to so outstanding. In 

this particular research is the methodology which has been used was conducted as a 

qualitative study of the phenomenological kind.  

 

And enriched with the literature review; interviews were executed from a pre-validated 

interview protocol. And the approach to the topic is the definition of the awakened leadership 

review of the essence of the awakened leadership reasoning of the determination regarding 

this leader being born or made and perspectives towards that, this awakened leadership is 

there.  

(Refer Slide Time: 25:47) 

 
The findings of this particular research paper is that is an interesting combination of qualities 

emerge for these awakened leaders varying from morals and values. Now, you see that we 

have to understand here and these creators of successful leadership and the first and foremost 

is that is the moral and wellness, the morals and wellness of the leaders, that is to what is this 

to serve the society and that is if the model and values of the leader are to earn for 

themselves, then such type of business, they do not become much sustainable. 

 

They might have reached the peak, but they will not become successful the ethics, integrity, 

honesty, and trust are there. And these are the dimensions that have to be focused on 

whenever you are talking about really becoming the leader. So your integrity, integrity 
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towards your job, your profession, your honesty and trust towards your organization to 

kindness, forgiveness, courage, love and deep listening, because with your team members, 

this is becoming very, very important, that is you are having that particular kindness.  

 

And forgiveness if you are having that approach in your decision making or in interaction 

with your team members, that kindness and forgiveness are there and there will be certain 

suggestions by the team members if you have that courage to make these applications by 

these particular suggestions made by your team members love and deep listening to them, 

then definitely, in that case, you will find that is yes, you are a collective leader.  

 

As an interesting and not the article explains why practicing awakened leadership is easy and 

difficult at the same time. And therefore, in that case, you will find that is this particular study 

when you are talking about these different dimensions, how it is making one side successful 

another side challenging also, the study is reviewed, although in-depth applied to a small 

sample of leaders, which make generalization riskier. 

 

Because leadership is such a broad and dynamic topic literature review is never exhausted, 

and definitely in that case, you have to see even you see the old literature and there is then 

always you have to find out what is related to you and what can help you to become 

successful leaders. Leaders may reconsider the skills required for themselves time to time, 

because what is important is this that is the if you are referring the literature. 

 

If you are in the current dimensions’ consideration, then you will be making them the 

changes, amendments as per the on whatever the skills are required in a given situation and 

their workforce to guarantee successful performance.  

(Refer Slide Time: 28:54) 
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And naturally, ultimately, they are responsible organizational leaders are responsible to 

provide that guarantee successful performance in an increasingly interconnected world. So, 

therefore, wherever the business is performed, that business has to be performed in a very, 

very interactive way. Leaders may engage in reflection and work towards the stronger 

emphasis and development of skills in which they consider themselves weak.  

 

So, therefore, leaders have to be considered to be very strong, and then this development of 

the skills they should learn from wherever they find it, they are weak into the certain skill 

areas, leaders may re-examine their work environment. Now, this is very important, what is 

your work environment? And consider how to minimize the factors that complicate the 

practice of the awakened leadership in their organization is there and therefore always they 

are supposed to do the reviews and when they are making the reviews.  

 

So that is comprising that is making them more successful unless the complicate. So, if you 

want to make that your leadership style should not be get complicated at the workplace, you 

re-examine your leadership styles, re-examine the work environment, because your 

leadership style should match with the work environment and that is why you are supposed to 

carry on.  

(Refer Slide Time: 30:30) 
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The books recommended here are the myths and reality here these details are given about this 

particular book, which leaders myth and reality General Stanley. So, therefore, McChrystal is 

the author of this. 

(Refer Slide Time: 30:49) 

 
Another book, which have been mentioned here is the mythical leader and the 7 myths of 

leadership are there and on basis of this also, the author is the Ron Edmondson. So, therefore, 

in that case, this is another book about the 7 myths of leadership which you can refer.  

(Refer Slide Time: 31:13) 
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And for all these the literature which we are interacting with you are the references and the 

online sources. So, at the end, I will say that to becoming a successful leader. It is not the just 

do not go by the myths rather than understand the facts. And by understanding the facts, you 

can develop a very effective team and effective leadership. Thank you. 
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Lecture – 04 

Interactional Framework for Analyzing Leadership 

 

In this session, we will talk about the interactional framework for analyzing the leadership, and 

therefore, you will find there are different parameters or dimensions because when you talk 

about the leadership, it does not depend only on the leader; it depends on so many other factors 

also. Furthermore therefore, in that case, we will be talking about the different dimensions, 

factors, or situations responsible. Moreover, we will say; after looking at leadership through 

several lenses.  

(Refer Slide Time: 00:59) 

 

The interactional framework for analyzing leadership these 3 Interactional factors are essential: 

the leader, the follower and the situation. Moreover, changing the rules for the followers that are 

these followers also keep on changing, because the leadership is complete with the leaders and 

the followers also it will not be only through the leader and that is why nowadays much work is 

going on that is the how this leadership is working. 

 

Now, this leadership interaction between the leader followers and the situation that what we will 

talk about is the crowd will follow a leader who marches 20 steps in advance because the 
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primary condition is of the visionary and when we are talking about that is a visionary leadership 

is there then of course in that case he has to be ahead. 

(Refer Slide Time: 01:57) 

 

However, if he is 1000 steps in front of them, they do not see and do not follow him. Now a great 

point has been mentioned that is the how much he should be ahead of the vision, and now you 

see we are living in a particular situation of uncertainty and therefore, in that case, it becomes 

very, very important that is the weather we will be going through these particular parameters of 

the uncertainty. First and foremost is like we have seen this pandemic situation, and therefore if 

you are planning, then how many steps you should be ahead of. So therefore, in that case, there is 

the studying only the leaders. 

(Refer Slide Time: 02:40) 
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That will provide just a partial view of the leadership process. Moreover, in that case, it becomes 

in isolation, it is not in the way of that it will be combined one and if we are not working and 

including the situation in the followers that is why as I mentioned earlier that when we see this 

leadership through several lenses and in this several lenses the situation and the followers are to 

be the part of this particular leadership process. 

 

Furthermore, whenever a leader frequently understands the situation, he will become more 

successful. Leadership is more than just the kind of person he/she is or the things the leader does. 

So, therefore, in that case, it is not just the leader's personality only. It is much more than that, 

and also, whatever the leader does, it is much beyond that; what is it beyond that? 

 

The most precise picture of the leadership process occurs only when you use all three lenses to 

understand it. So, it is a combination of the leader, follower and the situation. Whenever you 

have all three lenses and not the single one, you become the more successful leader. Now first, I 

will like to take about the leader. 

(Refer Slide Time: 04:10) 
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The leader's personality is what type of personality a leader is now; another model is called a 

personal to job fit Illinois model. So, leadership must fit with the personality leadership style 

and, therefore, whatever personality is required. Again, I would like to mention that personality 

is related to the job. Job fit is essential for what type of leadership the person is. 

 

So, if a person is a leader for these paintings, then he should be then the arts and paintings but if 

the leader is for the organization then definitely in that case he has to be more, more dominance 

we cannot make in isolation and therefore he has to go for this personality matching with the job. 

Second is the position, now whatever position junior-level position, middle-level positions, 

senior-level position like I always give the example of immediate supervisor because he is the 

backbone. 

 

So, vision is created at top management, but the implication is essential, and the frontline 

supervisor will do an implication. So that position is also becoming equally important. The 

expertise of the leader there is what sort of the expertise the leader is, and many times you find 

the person has started the leadership with the one expertise and he answered another expertise. 

 

Furthermore, many times it is a positive because it reflects flexibility. As far as the followers are 

concerned, followers value systems now you see there is a trust, trust is a value system and 

therefore whether the follower is having the trust with the leader if the follower is having the 
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trust with the leader then definitely in that case leadership will be more contributing. What are 

the norms? The rules regulations followed by the follows are there. 

 

Moreover, if it is followed, he will understand that particular part. |Now does the situation is that 

is whether it is favourable situations or unfavourable situations. 

(Refer Slide Time: 06:15) 

 

Here I would like to take this particular analyzing leadership with the help of our previous 

diagram, and there is a particular leadership situation scenario to be examined using each level of 

analysis separately it is the examining the interactions in the area of overlaps on can lead to the 

better understanding and therefore, in that case, it is always whatever these overlaps are there 

that overlaps when they are making the standard circle. 

 

Moreover, if a standard circle is there, there will be wider the familiar circle better will be the 

leader. So, leadership results from the complex interactions among the leader, follower, and 

situation. Now here also, I would like to mention that a leader can handle the situation and create 

the situation; this is very important in the situations created. 

 

Because if there is an unfavourable situation, the leader has to create a favourable situation. 

Whenever he creates that favourable situation, the leadership will be more influential. To 

become the more influential leader, the leader has his personality followed by his roles and 
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norms. Moreover, therefore, in that case, it is what a leader can change, and the leader can 

change the situation. 

 

Now how a leader can change that particular situation in the case of the leadership aspects of the 

leadership equation whenever we are talking about there is in a given condition that is the 

situation whether he can go for that leading aspect of the leadership equation if it can go by that 

aspect of the leadership equation on the basis on that is the what type of interest does he have. 

(Refer Slide Time: 08:00) 

 

That is a personality, and naturally, the leaders who are having the interest in the commitment to 

the organizations and getting the job done then definitely that will be more effective the 

character straits of the particular leader what type of the traits is having the motivation level of 

that level highly motivation, high motivation, high results will be there. So therefore, in that case, 

the influential leaders are making these different from the followers in the case of the personality 

traits, and cognitive abilities, the skills and the values are there. 

 

Now, what type of cognitive abilities are their decisions making skills? If it is having the proper 

decision-making skill, he is doing better. Another way personally can affect leadership is through 

temperament; what type of temperament? Now attitude like is an elementary example is that is 

this temperament depends on three factors: heredity, environment, and situation. So, therefore if 

the temperament is as per the demand of the situation. Then definitely the leader will be more 
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and more successful. The leaders appointed by the superiors may hold less credibility and may 

get less loyalty. 

(Refer Slide Time: 09:12) 

 

So, many times like you see there is a boss when we say the boss and the people are having the 

hilarious comments about the term boss is there why? Because the superiors have appointed him 

is there but when the boss is elected or emerging by the consciences from the ranks of followers 

are seen as the more effective is there. Therefore, in that case, it becomes essential that the 

forcefully placed leadership is not by force multipliers; it is not the manager, it is not the 

organizational position; it is an influential position. 

 

Furthermore, therefore his experience or history in a particular organization is quickly essential 

to his or her effectiveness. Now you see impression management. The particular leader creates 

impression management in the organization so that people know if you are working in an 

organization for 5 to 10 years people know that leader know you there is what type of decisions 

you will take. 

 

Moreover, the extent of follower participation in leader selection may affect a leader's 

legitimacy. Now you see that it is a very common process nowadays and everywhere the 

followers are consulted. So, whenever a new person is to be appointed, then definitely in that 
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case the opening of followers that is becoming very important now in the specific aspects of the 

followers affect the leadership process that is the, it means that the followers select the leaders. 

 

So, therefore you are to see what type of followers are there because (FL) that type of the people 

is there they will select the king accordingly. So therefore, in that case, it is the expectations; 

what are the expectations? 

(Refer Slide Time: 11:02) 

 

So, if the followers' expectations are that is our leader should be task-oriented, they will select a 

task-oriented when then also the followers the personality traits, what type of personality trait is 

there? If the followers are sincere, hardworking, organizational, engaged, and committed, they 

will select a leader who reflects those traits. Moreover, there has always to be an understanding 

between the leader and the follower. 

 

Moreover, that is maturity levels are there. Moreover, according to the maturity levels, the 

followers will select their leaders and the type of competence. There are technical skills, 

interpersonal skills, conceptual skills, analytical skills, and designing skills. If these skills are 

there, they will be able to perform similarly to what type of motivation the followers have. 

 

The workers who share a leader's goals and values will be more motivated. So, they have a 

common goal and values that is becoming a very, very important part of the diagram, which I 
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have shared with you earlier and then in that case you find that is a norms values but the norms 

and values are to be common and shared by the leader and the follower. In the case of the 

number of followers now in the management, it is told that 5 to 7 numbers of the subordinates 

are the followers that will be very important. 

(Refer Slide Time: 12:30) 

 

The number of followers reporting to a leader can have significant implications. For example, if 

there are 5 to 7, which is a significant number, then definitely the leader will be able to perform 

in a better way, but when the number of followers is the 20, 25 then how you will control and 

therefore it becomes essential what number of followers you are having. Followers trust the 

leader's value system, and the value system is that norms system is that. 

 

Trust in the leaders is there or follows confidence or lack thereof in the leader's interest in their 

well-being. So, if happiness in the leader is concerned with the happiness of the followers, then 

definitely, in that case, it will affect the followers. Moreover, whenever the leader's decision-

making style is to make these followers very, very confident the contributor to the organization, 

he is concerned with the well-being of the employees. 

(Refer Slide Time: 13:34) 

70



 

Here in this diagram, the leadership follower Mobius strips you will find. In this Mobius Strip, 

followers were in the two concepts: justice leadership and followership and then you find the 

interaction can become indistinguishable in the organizations. So, even though it has a different 

strip, what is essential in it; it is tough to identify from where the leadership starts, where the 

followership starts; they are different. 

 

However, it looks like the same it is one and therefore in that case in this trip you will find like 

here if there is a change in the direction then definitely you will find that is the role of the leaders 

and followers that is becoming very important. To understand this strip, leaders and followers 

must be working together in a given situation. The leaders and followers are working together; 

effective leadership is there. 

 

Similarly, whenever effective leadership is there in this strip, we will find that the third factor to 

be considered in the leading case is organizational culture. The organization culture should create 

this type of strip, and whenever the organization culture creates this type of strip, it becomes very 

important. Now it is the matching. 

 

So, the personality is the value system that is interactions interpersonal relationships between the 

follower and leaders that will make this strip more or more unicolour. In the case of the 
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followers, if they have the different roles down, the changing roles of the followers will be there 

in a period after dynamic change increased pressure to function with the reduced resources. 

(Refer Slide Time: 15:21) 

 

So, whatever the resources are now, the man, machine, material, money, method and minute 6 

M's are there, six resources are there. So, therefore in a crisis, there will be a reduction will be 

there and the trend towards greater power-sharing will be their authority in the organization. If 

they step up there, they will be the problem followers will be having the much more proactive in 

their strips towards the organizational problems. 

 

So, therefore we leaders should be ever to solve this complex problem and rapid changes. Now 

as we see that this era is a technological era and in the technological era there will be the rapid 

changes will be there and when there is a rapid change is there, and what followers can become 

they can be, they have to be skilled and influencing upward flexible and open to opportunities. 

 

So that is change management in the case of the follower's role because of the change of the 

technology, change of the business environment practices it is very, very important that is there 

having the, making the positive attitude and approach towards the influencing the change 

influencing upwards and that influencing upward is making the change more and more positive 

and effective. 

(Refer Slide Time: 16:46) 
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Now the third factor after this leader-follower and the third factor is the leadership situation often 

makes sense only in the context of how the leader and followers interact in a given situation. 

This is always very, very important that is in the case of this context that is how they are having 

that trust mutual respect understanding regards and the competency and if these whenever 

leadership which is always held this in a given changing situation. 

 

If they can perform, then leaders without any getting these types of the complexity of the 

leadership framework are there and therefore in that case that there should not be in this most 

ambiguous aspect of the leadership framework, it is very, very important that is the leader can 

understand the situation. If the leader understands the situation and then accordingly changes his 

leadership style, we will also talk about this in the further sessions. 

 

In a given situation, contingency theories are the contemporary theories of leadership, which talk 

about this particular pyramid. Moreover, in the pyramid, you will find the interaction level 

between the leader and the followers. So, leaders create an environment in the interactions where 

the follower innovations and creative contributions are welcome. 

(Refer Slide Time: 18:12) 
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So, dear friends, it becomes very, very important innovative ideas. The followers should come 

out with the solution to the problems leader has given a vision, followers have to follow, but if 

the followers come out with the problems, it will be challenging. Leaders encourage growth and 

development in their followers' views and the scope of the job. So, they always try to see the 

potential amongst the followers; they are more interested in the big picture of followers' work 

than managers are there. 

 

So, managers are restricted to what is to be done, and whether you are performing or not, it is 

just like a performance appraisal, but the leaders are concerned with the potential appraisal that is 

what type of ability the followers have, leaders motivate followers through more personal and 

intangible factors are there. So, the cognitive ability of the leader should be powerful. If the 

cognitive ability of the leader is vital, then intangible factors that will be highly contributing. 

Then leaders redefine the parameters of tasks and responsibilities. 

 

Often, the one theory is there that is a leader-member exchange theory, and then, in that case, 

you will find it is a task and responsibility. If somebody has given specific tasks he cannot do, 

what does he have to do? The leader has to change the person's responsibility from X to Y. 

Managers are always more likely to emphasize routinization and control of followers' behaviour. 

(Refer Slide Time: 19:46) 
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So therefore, in that case, the manager's focus is narrow. Their focus is to achieve the given 

targets only, not beyond that, and managers tend to assess following performance in terms of the 

explicit. So that intangible factors that cognitive ability of the leaders are not more reflected in 

the managers because the managers are having only in terms of explicit fairly specific the job 

descriptions. 

 

While the managers motivate followers more with the extrinsic even contractual consequences, 

in that case, that intrinsic motivation level to raise it to level the leaders are required because 

managers are restricted only to given consequences to be achieved. Managers tend to accept the 

definitions of situations presented to them in a given situation to affect the change officially 

through control tactics. 

 

Furthermore, when we talk about the control tactics immediately, it is becoming more formal, 

and in the control tactics, it becomes more towards getting the job done with the positioning 

power and not by the knowledge power. So, based on there in a given situation how to behave 

that that experience that the rare behaviour in another situation is there. So, in a given situation, 

your style will be applicable as soon as the situation changes; your other style will be there. 

(Refer Slide Time: 21:26) 
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I want to give examples of managers who are not successful even when they change the 

organization in the previous organization they are very much successful; why? Because they are 

not to change the leadership style as per the change in the situation through unable to agree on 

the one best behaviour in a given situation, the agreement can exist on some inappropriate 

behaviours. 

 

So, therefore in that case, when we are talking about effective leadership, effective leadership is 

appropriate behaviour. I you have the proper behaviour in a given situation, you will be more and 

more successful is; that saying that the behaviour for a leader depends on the situation differs 

from saying it does not matter what the leader does. Moreover, many leaders complain that a 

defect in their leadership is not getting the result. 

 

Because this is a point where as soon as the situation changes, they do not live what they are 

doing, they are does that remain the same? Moreover, it is not easy to get the results in the 

changing scenario if it remains the same. So, what does it mean? So, we can summarize that 

leadership involves dynamic interaction between the leaders and followers in a particular 

situation. Why, what is the dynamic interaction? Because it changes. Whether as soon as there is 

a change, there has to be the change into the leadership whether the changes of the followers are 

of the situation study of leadership must include the followers and the situation. 

(Refer Slide Time: 23:07) 
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Otherwise, what will happen here when we discuss this subject of the leadership styles? You are 

to learn all leadership styles but adopt one according to the best situations. The interactive nature 

of the leader-follower situation can help us better understand the changing nature of the leader 

follower relationship. So, like somebody who is very expert in the textile industry. 

 

Moreover, when suppose he join the aviation industry, he must make the changes. The 

increasingly the greater complexity of the situation leaders and followers face, this change is 

complex and must be learned. So, good relationships can be enhanced by greater awareness of 

the factors influencing the leadership process. What are those factors? Followers and situations. 

 

Moreover, if you understand the changing scenario and then adopt the appropriate leadership 

style, then leadership will be successful. Here I would like to take one case study; it is the 

nation's fourth-largest employer, United Parcel Service, with 357000 employees worldwide. 

(Refer Slide Time: 24:26) 
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Furthermore, operations are in more than 200 countries is there, and in this case study, you will 

find that Jovita Carranza joined UPS in 1976. A part-time clerk in the Los Angeles, Carranza 

demonstrated a strong work ethic and commitment to United Parcel Service, and united parcel 

service rewarded her with the opportunities Carranza was not shy about taking advantage of. 

 

Furthermore, therefore, in that case, whatever opportunities she was getting, then she was saying 

yes to those opportunities. By 1985 Teresa was the workforce planning manager in metropolitan 

Los Angeles in 1987. She was district human resource manager; now you see the carrier, then 

she has become the district human resource manager in Central Texas by 1990 accepted the 

motor district human resource manager in Illinois. She received her first operations assignment 

as division manager for hub, package and feeder operations in Illinois in 1991. 

(Refer Slide Time: 25:31) 
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Two years later, she said yes to becoming a district officer. Moreover, in 1999, she became the 

progressive successful led UPS to promote her to President of the Americas region. So, from 

1985 to 1999, her journey was their opportunities; she is said yes to those opportunities. 

Moreover, you must have noticed that she has gone to different locations. She moved into her 

current position as vice president of the UPS Air Operations based in Louisville and Kentucky. 

 

Carranza attributes much of her success to her eagerness to take on new challenges. Now you see 

that we in the organization sometimes the people have a different academic background or skill 

background, but they have been shifted to the new and what she has done, she is accepted after 

the nearly 30 years with UPS Carranza says teamwork interaction and self-development are the 

achievements of which she is proudest. 

 

Because it takes focus, determination and sincerity to perpetuate the UPS culture and enhance it 

through the people is there. So, perpetuating that particular, this culture is becoming very, very 

important. Carranza's corporate achievements drive innovation and leadership in business, and 

her distinction of being named a Hispanic Business Magazine's Woman of the Year was her 

achievement. Furthermore, the value systems she has talked about, determination and sincerity is 

there and always that whenever she has taken any assignment, she has given her 100%. 

(Refer Slide Time: 27:15) 

79



 

She credits her parents, both of Mexican descent, with teaching her the importance of being 

committed to working hard and doing so with a positive outlook. Principles, she says, continue to 

guide her personal and professional life. Furthermore, in a case like this, she has become 

successful. Now here there are some questions you can think of, and I am taken an assignment, 

what are the important skills Jovita Carranza has demonstrated in her carrier at UPS that made 

her a successful leader. 

 

Moreover, in that case, those values and norms that flexibility and the change which she has been 

accepted that is becoming her important parameters consider the spiral of experience that Jovita 

Carranza has travelled, how are her expenses affected her ability as a leader and therefore in that 

case you also have to think that is the what were the parameters despite so many changes that 

are. However, it is the upgrading it was upward. 

 

Influencing upward, she is adopted. Do you think Jovita Carranza's performance and rise in the 

UPS would help similarly impress you? If she worked in the corporate sector rather than the 

government is there and therefore in that case again in India we talk a lot about public sector 

units in the private sector units, and therefore we talk about the organizational cultures and 

whether the person in the public sector will be successful in the private sector that you have to 

think of.  

(Refer Slide Time: 28:37) 
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Here I would also like to mention a research paper a contingent view of leadership 360-degree 

assessment of leadership behaviour in a different context. This paper is the authors is a Tony 

Manning journal industrial and commitment training published in September 2013. Moreover, in 

this particular paper, what were the situations view of the leadership, if the situation view of the 

leadership in a given situation that there is some essence of effectual leadership. There are 

universal leadership traits and our behaviours associated with success in all situations, 

irrespective of any country; in this article, I want to challenge such views. 

(Refer Slide Time: 29:17) 

 

Providing evidence showing that 360-degree assessment of different leadership behaviours varies 

according to the context. This article seeks to present evidence that supports a contingent view of 

81



the leadership is there that is a situational view of the leadership is there. If there is at that 

particular situation view of the leadership, if it is becoming very effective, then definitely in that 

case you will find that is there will be the changing into the leadership styles. 

 

Furthermore, in the leadership styles it will be that is the approach will be for doing this type of 

research which has been adopted in this paper is the degree of the correlation and statistical 

significance between the sale process leadership behaviour and the 360-degree assessment of 

performance evidence is presented showing that results vary in a different context. So therefore, 

in that case, that is that the leader-follower relationship with the contextual with the change in 

the context, the relationship between the leader followers will change. 

 

And not only these; the overall leadership that overall leadership because of the 360-degree 

assessment of the performance will change. So, what is the finding of this particular research? 

(Refer Slide Time: 30:39) 

 

Statistically significant relationships were formed between leadership behaviours and 360-degree 

outcomes. These relationships vary according to the context, including seniority control over 

resources and line management responsibility. Now you see the person, a person makes much 

difference and therefore when we are talking about the individual securities, it is definitely what 

type of experience and competency he or she has. 
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Furthermore, what type of the control over resources man-machine, material, money, methods, 

minutes and that is the line management responsibility is having the whether fulfilment or not 

that needs to be checked. So, the research finding highlights that in order to be effective, leaders 

need to tailor their behaviour to the specific situation. Consequent inappropriate behaviour 

naturally reduces personal effectiveness and, consequently, organizational effectiveness. 

 

Providers of leadership training and development need to be more aware of the leadership's 

contingent nature, which means abandoning universal leadership models and the prescriptions 

are there. Moreover, therefore, in that case, the leader's appropriate behaviour will motivate the 

followers, and in a given organization or a given situation, that leadership that has the 

appropriate behaviour will be more successful. 

 

Successful global leadership will be a framework for cross-cultural managers in organizations. 

This particular book is successful global leadership which you can refer authors are Ramon 

Henson in language English in this particular book. 

(Refer Slide Time: 32:19) 

 

Moreover, therefore, you will find that he is the when you are working globally. So, naturally, 

you are interacting with the different cross-cultural managers and different organizations how 

you can become more and more successful in such type of these organization Global Leadership 
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organizations and because as I was mentioning about the inappropriate behaviour and the 

appropriate behaviour. 

 

Whenever we are talking about the appropriate behaviour, you have to see whether you have that 

particular norm to perform global leadership or not. Moreover, therefore, in that case, it becomes 

vital that has the situation changes, and they are the followers are changes, you have to be 

equally effective—enhancing the lessons of the experiences there. 

(Refer Slide Time: 33:12) 

 

Moreover, therefore, here you will find that is in this book, there will be a lot of the experiences 

that the different leaders have shared, and that based on their experiences, you can find out that is 

in a given. After all, now we are also to learn there is a given situation in a given situation how 

we should have all the different appropriate behaviour because we should have the appropriate 

behaviour. 

 

Nevertheless, whether the appropriate behaviour how to learn and how to implement and 

therefore specific examples are given in this experience sharing and based on these experience 

sharing in this book, it is becoming very important that is we can develop that particular 

effectiveness in the experiences of this book. Ultimately, it is becoming essential that the 

leadership is not solely responsible for the leader. 

 

84



So, it depends on the followers and this situation. My suggestion is that we can learn from the 

different books and sources, but the best learning is that self-learning is the self experiences. 

Moreover, once you have this knowledge and given that is as the followers are changes, as the 

situations change, then leadership has to change. However, what is essential is that you will learn 

how the leader should behave in a given situation through these courses. 

 

A simple example is when you are changing from one nature of the industry to another; it 

becomes essential to make that change. So, one may be skill industry, highly skill industry there 

then definitely you will be performing and the basis of that particular organizational aspect. So, it 

becomes essential that is the please understand different situations and the work differently. So, 

this way, we can understand these leaders, followers, and situation models. Thank you. 
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Lecture – 05 

Leadership Development: The First 90 Days as a Leader 

 

Earlier we have seen that is the how the leaders’ role is becoming very, very important with 

the different dimensions is there. In this particular presentation, we will see that is what is the 

first role of a leader as a first in 90 days. And before you start to do your homework, the first 

day do you get only one chance to make a first impression and the first 2 weeks led the 

foundation, the first 2 months strategy structure and staffing. 

(Refer Slide Time: 00:52) 

 
The third month communicate and drive change then the edges were in the case study 

research paper book recommendations and the references. 

(Refer Slide Time: 00:59) 
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Now, whenever we are talking about leader development versus leadership development is 

there. So, it becomes the person whenever we are saying about the leader development. So, it 

is a person or individual development is there, whenever we are talking about the leadership 

development, then in that case, we are talking about the complete process, and in the 

complete process, it becomes important. 

 

That is the whether the right from the beginning to the end the leader has been able to 

develop or not and in this case, the leader development that facilitates the growth in 

individuals perspective, knowledge, skills and abilities that are the human capital is there. 

Now, here you see that is the leadership development and the leadership development is there 

and you can find out that is the, it is the how that is the from the leaders’ development. 

 

That is becoming much bigger is compared to the leadership development is there. So, 

individuals that knowledge’s, skills and abilities human capital KSA that is becoming very, 

very important is there. Development such as a degree of trust among all the members of a 

team or department or on enhancing the reward system in an organization to better encourage 

collaborative behavior. 

 

It is focused on promoting network relationships among the individuals in the organization 

social capital is there. So, therefore, in that case, it is the however you are having that 

interaction with the society and here it is very, very important that when you are developing 

as a leader then the role of your society becomes very, very important. In the sense that 

whenever you are talking about leadership development, then it becomes very very important 
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that is the whole process is getting developed. So, people often find moving into a new 

leadership position to be a highly stressful work experience. 

(Refer Slide Time: 02:58) 

 
Because in the beginning, everything is changing, the followers change, the situation is 

changing, and that totally the organization culture has changed. So, the first few days were 

highly stressful work experiences there. These promotions involve relocations, working for 

the new organizations and bosses, leading new teams, and being responsible for the products 

or services that may be outside their immediate area of expertise. 

 

These might be the challenges. The first 3 months give leaders unique opportunities to make 

smooth transitions, paint compelling pictures of the future and drive organizational change. 

So, what you are supposed to do that is a smooth transition is to be there and that future, what 

is your vision, what you want to do and then drive the organization and those early activities 

often are instrumental to a leader’s future success or failure. So, in the first 2 weeks only, you 

will find that it will be decided that is the leader will be successful or not. So, the first step 

before you start to do your homework. 

(Refer Slide Time: 04:09) 
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Pre-hire data gathering and therefore in that case, before you join that is you start please 

collect the all the data and the post-hire activities that what is expected from you. So, 

therefore, for hiring what data is required that you should be clear for this particular 

leadership position and the post-hiring position will be that is what you are having after this 

particular before you start. 

 

On the first day meet your boss meet your entire team. So, therefore the interactions, the first 

2 weeks my team members meet peers, meet stars and other meetings are there. The first 2 

months obtain external perspective, strategic structure, and staffing, socialized the decisions, 

substantive issues, and get feedback. The third month establish the culture, team off-site 

values, strategy ops rhythm, improvement areas, and sub-team analyses is there. 

 

So, therefore, whenever you are starting so, you are first getting updated yourself, your 

homework is updated and when your homework is updated, then definitely and you are very 

clear what activities you are going to plan, but you cannot plan in isolation, what you have to 

do? You have to meet your boss and get permission for what activities you are planning to 

believe about it and then get the guidance. 

 

The boss may say something yes, may say something no. And therefore, in that case, you 

have to be very careful while you are delivering the activities because ultimately you are 

responsible for your boss. So, make team members because whatever advice you have got 

from your boss in your meeting and that has to be also shared that recent activities are to be 

shared with your team members. 
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So, when you meet your team members and peers then definitely, in that case, you will be 

able to get work done from them that is this is the vision, vision the about the organization, so 

that future activities that how these activities are to be performed and that you will talk about 

how you are going to do it. So, therefore in that case, before you start it is very, very 

important that is you do your homework. 

(Refer Slide Time: 06:25) 

 
In all likelihood, people want to move into a leadership role with another organization. So, 

therefore in that case and is also very important, especially in the top position, what happens? 

You are moving from one organization to another organization and in another organization, 

you are already done a considerable amount of preparation for the interview process. 

Candidates should have read as much as they can about the organization by doing its 

websites, reports, press releases, and the marketing literature. 

 

And therefore, in that case, you will be able to know about the organization it is always 

important that is before you take to enter into any organization you are fully aware of that 

organization and they should also use Facebook, LinkedIn, Plaxo, and other social 

networking sites to set up informational interviews with people inside the organization. So, 

therefore in that case that informational interviews will be there. 

 

So, you will come to know about that organization, what is the structure what are the 

practices, what are the objectives, what are the goals are there and therefore, in that case, 

what becomes important is that is these goals object to these perspectives, whether and they 
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can come out with that expectations are not so, therefore, you come to know in advance the 

expectations from the organization where you are likely to adopt the leadership position. 

(Refer Slide Time: 07:56) 

 
Find answers to the following questions, why is an organization looking for an outside hire 

from the position. So, therefore, a very important question and very interesting question also 

is the weather why they are hiring from the outside is there nobody from the inside of the 

organization, and what can make the function or team to be led more effective. So, when you 

are having the informational data with you. 

 

You will be able to adopt it in the current working in the function of a team to be led. So, 

what is the current situation is there, therefore, you know, that is what is currently there are 

issues which are causing the worry and the what is not working in the functional team to be 

led and what are the things on the stones which you are to move and therefore in that case if 

you know that is yes. 

 

So, therefore, in that case, the interviewers awake at night. So, that is the, it becomes very 

important that is the if the functional team is keeping interviewers awake, then definitely they 

will be always ready that what is expected from them and whenever they are ready to perform 

that whatever is expected from them, then definitely there will be no gap between the leader 

and the team members. But if even there is a gap the leader will be able to bridge it because 

he is having the information. 

(Refer Slide Time: 09:22) 
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New Leaders, you get only one chance to make a first impression. So, 2 critical tasks on the 

first day on the job to meet their new boss in their new team. The first meeting should happen 

in the boss’s office and be about an hour long. Here are some key topics to discuss in this 

meeting. So, therefore, in that case, you get the full directions, if you are getting the full 

direction in this particular meeting. 

 

Identifying the team’s key objectives then what are the key objectives are there. Normally 3, 

4 and 5 maximum objectives will be there in which the leader is expected from the leader 

why he has been appointed, and the leader should be enough smart to understand these 

objectives. These metrics and important projects which he is to be expected to complete then 

you understand the boss view. 

 

Your meeting schedules and communication styles. So, therefore, you are through this 

meeting also you will know your boss and what is his communication styles and sharing 

plans for the day and the next several weeks is there. So, you should be well prepared during 

the first impression, that is you are very clear about what you want to do, what are your 

objectives, what are your goals. 

 

And at the end of first 6 months what you want to do or it means if it is for the short period of 

time in first 6 weeks or first 3 days what you will like to do and then weekly what you are 

monthly it will go in a year it will go so, depends on your the appointment for the period of 

appointment and it what type of the period of appointment you are having. So, new leaders 

should spend the first 2 weeks meeting with the many people who lay the foundation here. 
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Both inside and outside the team, the key objectives for these meetings that whenever you are 

having with these people from these different departments or sections or them even from the 

suppliers, so, learn as much as possible. Whenever you are interacting with the team 

members, let them speak more understand what they want to say, and develop relationships 

and this is very, very important. 

 

That is this relationship development with your followers. If it is strong, the binding is strong, 

I am sure that is your leadership will be successful, but in the first meeting or the initial phase 

of your appointment, if there is not a strong binding between the leader and team members, it 

is always a challenge determine the future allies. So, therefore, in that case, allies in the sense 

that is the between the leader and follower also. 

 

That you will be able to identify whenever you are having frequent meetings with your 

followers, you will be able to understand that is the who are the persons or personalities with 

whom you can interact and direct because what happens that easy during this interaction 

while you are laying the foundation, the people with their communication styles will expose 

themselves and you will be able to understand that who one will be the more effective or 

more appropriate for your task. 

(Refer Slide Time: 12:29) 
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The one and one meeting usually last from 2 to 3 hours and some of the critical questions to 

ask to include what is a team member working on and that is a one and one is with that it is a 

middle-management people especially and what are the team members objectives? So, and 

what issues they are working on, and if they are working on the issues which are very, very 

crucial. 

 

And then whether then get those crucial I am meeting with the objectives or not. What are the 

people issues on the team? Whether these are the people who are working with the team 

members are they performing or they are not performing. What can the team do better and 

therefore, in this case, that whatever the current level of performance is there I suppose it is 

the L1 level. So, how we can reach the L2 level, what advice do team members have for the 

new leader, and therefore, in that case, it is also too better to get feedback from them that is 

what to do and what not to do by the leaders according to them. 

(Refer Slide Time: 13:28) 
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And if they know about these things, that is the leader is already aware, he knows in advance 

what is his team members are expecting and what is the team members because in another 

sense this is the support which they are looking for if they can get this particular feedback or 

the leader can get the particular feedback what my followers are looking for it will be a great 

support. 

 

Their peer’s objectives, challenges, team structure, and the like then definitely their 

perspectives on what the new leader’s team does well and could do better and in that case, it 

will be always important that is the leaders that perspective of the leaders will be leading to 

the new team it will be always having the better understanding their perspectives on the new 

leaders’ team members. 

 

So, therefore, in that case, when the peers, his peers, and their perspectives, for example, you 

appointed at the middle management level and then what are the perspective of the middle 

management for his followers, how to best communicate with the boss from the issues with 

the peers when you are discussing with the peers, peers will give you a hint that is what type 

of our boss is, how issues get raised in decisions made on their boss team. 

 

So, therefore, in that case, and whenever we are talking about these whatever the issues and 

directions are there in the boss team, then whether they can perform or they are not able to 

move to perform and you will also understand how you can be a team member for your boss 

and therefore, in that case, it becomes very, very important that is you interact with your 

peers and get the feedback from them. 
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In the first 2 months, there will be the strategy structure and staffing. So, whenever you have 

to find out what is then performed in this time including gathering benchmarking information 

from other organizations, I always emphasize I have 10 years of industry experience and then 

always learned that is we have to also see the other organizations, especially the competitors 

and others and what are their benchmarking practices? We will learn from them. 

(Refer Slide Time: 15:45) 

 
Then meeting with the key external customers and suppliers and if appropriate meeting with 

the former team leader. Now, you are seeing the word has been used if appropriate. So, in 

that case, is the appropriate means that is if you find that is it is better to meet then only meet 

if you find it is the meeting with the team leader will not be liked by your boss please do not 

meet the previous leader. When all these information’s are combined with you are the bosses 

peers stars should help new team leaders to the direction for your team. 

 

The first 90 days on the job provide a unique window for following new challenges need to 

socialize their strategy, structure, and staffing or what you get from your boss peers, and 

subordinates. 

(Refer Slide Time: 16:29) 
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And that will help you to create a particular strategy structure and policies for the 

organization and therefore, the new leader even after meeting the previous leader also if 

possible, as I mentioned, so, he understand what will work and what will not work and 

whatever will be the possibility that he can implement, in whatever if you understand that 

something cannot be implemented after meeting with that boss peers and subordinates if you 

understand that definitely in that case. 

 

He can communicate and then with the others and he can know the more and more solutions 

to the problems, once he understands the solutions to the problems, then he can communicate 

and drive change, this word particular communication and drive change which he has to 

perform at this point, then he she has developed a vision of the future that what will be the 

vision of the future and can articulate how the team will win. 

 

So, therefore, in that case, and this can be identified what why and how of any needed 

changes and defined a clear set of expectations for the team members. So, really, it is a 

wonderful idea, that is the before you start in a new organization, it is always better that you 

are interacting with others and yourself are getting aware, educated and trained and learned 

by the others during this team. So, therefore, you know there is a what, why, and how what is 

required in the organization. 

 

And therefore then you can make the necessary changes as per the expectations. Now here is 

the third month communicate and drive the change the time has come to now sitting on then 

driving seat and then making the changes are there because you are very clear that what is the 
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culture is there, what is the expected is there, whatever the followers are there, whatever the 

situation is there and on basis of this all incomplete information’s now, no, you know, it is a 

time for your performance. 
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So, get an agreement on the critical attributes and values of team members. So, interact with 

the team should aside time during the off-site meeting to finalize and clearly defined the 

positive and negative behaviors for all the attributes and values they want to see in team 

members. So, now it is the time you can tell about that what about what you are looking 

amongst your team members. 

 

What are the positive and what are negative attributes that you do not want? So, therefore, in 

that case, create a team scorecard. The new leader will paint a vision and some overall 

objectives for the future. But the direct report team needs to formulate a set of concrete, 

specific goals with timelines and benchmarks for measuring success, and then here it 

becomes it should be measurable. 

 

It is always has been told that whenever we are talking about the achievement of goals, so 

goals are to be very specific, they should be concrete means they should be measurable, that 

is the if these are the goals are there and then, in that case, you how you will achieve those 

goals what will be your pathway for them to achieve their particular goals and when you are 

sharing with all these aspects with your team members. Then definitely, in that case, you will 

be becoming a pioneer leader because your team members have a very clear and establishing 

operating rhythm. 
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And once you start then definitely you have to develop a rhythm with your team members. 

Once the direction and goals have been clarified, the team will need to work on its meeting 

and cadence and rules of engagement are there then how to perform those. The new leader 

and the direct report, our team need to determine how often they will meet, when they will 

meet the purpose and content of the meetings, meeting roles and rules will be there. 

 

So, therefore, everything is very clarified, establish the task forces to work on the key change 

initiatives. So, whatever the key change initiatives are there, you will make certain people 

responsible in all likelihood a number of issues will need to be addressed by the team. So, 

naturally, when we are talking about the key change initiatives, your team members, they will 

address the issues and then on basis of those issues, there will be discussion, some of these 

issues can be discussed and resolved during the off-site meeting. 

 

Whereas task forces might be a better venue for resolving the other issues. Always whenever 

you are having these types of the issues or try to resolve these issues with your team 

members. Now, as usual, I would like to support a research paper on these particular 

concepts. 

(Refer Slide Time: 21:10) 
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And embracing leadership a multi-faceted model of leader identity development is there, how 

you can develop that leader. Now, the authors and the journals have been mentioned here. 

And therefore, in that case, this particular paper’s leadership development has made the 

always a skill-based focus. Now, you see leadership is also a skill. So, therefore, this paper 

also is saying that is a multi-faceted model. 

 

And then as we have discussed earlier, that is whenever we are talking about the leadership 

models and approaches of leadership, then that leader is required to identify the development 

at what sort of development is required in a given situation, if in a given situation, the person 

is able to complete that particular task, then definitely he will be able to deliver and getting 

this leadership more and more effective, unless and until he is not making that understanding 

of these multitask. 

 

Multitask multi-faceted leadership is there then there will be no challenges and there will be 

no issues that will be the part of this the effective leadership is there. So, leadership 

development has been the replete with a skill-based focus. 

(Refer Slide Time: 22:27) 
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However, learning and development can be a constant by the deeper level is of hidden self-

knowledge that influences how people process information and construct meaning is there. 

So, here we also see that is how hidden self-knowledge is can be, we can explore and the 

purpose of this paper is to answer the question of how people construct and develop their 

leadership identity. 

 

As we have seen that is in the previous part that is whenever we are talking about developing 

the leadership in the 90 days of that particular model. Similarly, we are to also see that is how 

people construct and develop their leadership identity is there. The authors intend to shed 

light on the critical facets of identity changes that occur as individuals grapple with existing 

understanding of the self and leadership transformed them. 

 

And observes new personalized notions of leadership into their identity and therefore, in that, 

this is a new identity there, when you have joined, you are having a particular identity and 

when the middle of time you develop your leadership style, now, there is your new identity is 

there. So, what is the new identity it is more acceptable and why it is called the new because 

you have changed as soon as you are joined the organization you are having the new 

leadership stand then definitely you have changed? 

 

So, your identity has also been changed. Now, in an earlier organization, it might be the 

autocratic or the authoritative style while in the new organization it is more democratic, and 

participatory style is there because you are developed a particular culture. So, based on these 
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are the leaders a continuous journey and in this continuous journey, he is developing a new 

identity. 

(Refer Slide Time: 24:06) 

 
A grounded theory study of participants in their mentors in a leadership development 

program in a Catholic diocese and the authors inductively drew a conceptual model 

describing how leader identity evolves. And therefore, in that case, we have to also see 

identity is how successfully the new identity has been developed. And for this purpose, they 

are finding that leader identity development was not a unidimensional event. 

 

Rather, it was a multi-faceted process that encompassed 3 key factors of identity 

development, expanding boundaries, recognizing interdependences, and discerning purpose. 

Further, it is a co-evolvement of these 3 facts sites and peoples the broadening understanding 

of leadership that led to a more salient leader identity is there. So, therefore, always whenever 

we are talking about boundaries and interdependence. 

 

Then definitely in that case of the leader actually in the factor, the leadership will be 

boundary-less, because it will be kept on changing and whenever we are having this keep on 

changing the leadership style, then definitely it will be very much possible that is your new 

identity is developed. So, it will be very interesting that is in your previous organization 

people are saying about your identity something different and in the new organization. The 

people are saying your identity is something different and therefore, in that case, but, 

ultimately what is the result. 

(Refer Slide Time: 25:35) 
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The finding could be used to guide leadership development professionals to build targeted 

learning activities around key components of leader identity development, diagnose where 

people are in their leadership journey must set personalized goals with them, and provide 

pointed feedback to learners in the process of developing their leader identity is there and 

therefore, in that case, this is the always the whatever the these your followers. 

 

They are giving you the feedback on basis of that feedback you are developing and that 

particular identity is there and that new identity and again you join the organization which is 

more or less similar to your previous organization then definitely, in that case, you can also 

find out that is the yes you can develop that particular identity, which was in the previous 

organization.  

(Refer Slide Time: 26:26) 
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Laura is the associate director of a non-profit agency that provides assistance to children and 

families and this is a case study of the time to act as a leader. And in this particular role, she 

is the head of the department that focuses on evaluating the skill-building programs the 

agency provides to families and she reports directly to the agency leadership is there, so that 

Laura is this particular role, that is the, like the assistance to the children and families. 

 

It is giving the, through the agency in the hiring this year because of the increased 

competition for the federal grant funding is there and this skill-building programs agency 

provides therefore, in that case, here the it is a directly to the agency leadership is becoming 

important. However, they have also suffered a high staff turnover 2 directors, 3 key research 

staff and one staff person from the finance department have left. 

 

Now whereas she was working as ahead of the department and there it is the implies turn 

over that was becoming a very very important issue and as it has been mentioned, that is this 

finance person those who have who were working in this particular organization and those 

they have already left the organization. So, therefore, in that case, it becomes the for a leader 

when she has become this particular role. Then she has to find out the reason. 

(Refer Slide Time: 27:58) 

 
And Laura has a demanding schedule that requires frequent travel. However, she supervises 2 

managers who in turn are responsible for 5 staff members, and each of both managers who 

have been appointed within the last 6 months is there but ultimately she is a leader. So, she 

has to find out the solution because employees are leaving. So, they have had these 2 

managers be their managers. 
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Kelly managers staff who provide services support to another department that delivers 

behavioral health services to youth. Kelly supported her staff and is very organized. Kelly is 

very motivated and driven and expects the same from her staff. And therefore Laura is having 

this strong support from Kelly. Linda has a strong background in social science research. 

 

She manages staff that works on different projects within the agency. She is known as a 

problem solver and is extremely supportive of her stuff. She is very organized and has a 

wealth of experience in the evolution of family services. So, therefore, in that case, and here 

she is becoming the team member and her staff on there they are having the highest support 

for her and as a result of which you will find that is that leadership styles both managers those 

who were reporting to Laura and there are having the different approaches. 

 

And therefore in that case, when we are talking about the delivery of the task, whether 

manager one, manager 2, and Laura, because ultimately what was the challenge? The 

challenge was employee turnover. 

(Refer Slide Time: 29:34) 

 
The managers are sensing that staff are becoming overworked as everyone takes on increased 

responsibilities due to high staff turnover. The staff has also mentioned it Laura’s glass-half-

empty conversation style leaves them feeling dejected. Now here and that is the glass half 

empty style means that is sometimes full sometimes not and therefore, in that case, can 

conversation style and they were not sure whether she is positive or not, in addition, Laura 

has not shared budgets with her managers.  

105



 

So, they are having difficulty appropriately allocating work to staff, Laura said she has not 

received sufficient information from the finance department to complete the budgets. The 

finance department said they have sent her all the information they are available is a very, 

very common problem. That is the Laura is saying that is the finance department has not 

communicated the budget properly. And the financial department says they have sent all the 

information to Laura whatever she is supposed to know.  

 

And therefore, in that case, this was the same department way earlier the employees have left 

the organization. And here also you will find it is even the current staff and they are saying 

that they are giving her the full information, while the employee is saying that is they know 

they are not able to find out the solution. 

(Refer Slide Time: 30:56) 

 
Now, if this is so, how can Laura most effectively use both management and leadership skills 

in her role as Associate Director, and what combination of the 2 do you think would work 

best in this setting. So, therefore, because, as a staff has become distressed and becoming 

frustrated, they feel like they are unable to advocate for their staff or solve the problems 

without key information like the department budget is there. 

 

So, therefore, in that case, then what steps could be taken to build staff confidence is there 

because the staff is dejected, the staff is feeling dejected, the staff is demotivated and they 

have whether these are leadership skills in the role is the Associate Director both 

management also so then, in that case, she has to take certain actions, what advice would you 
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give to Laura on improving her leadership skills and I miss of the above that is 90 days 

preparation. 

 

What we are talking about that is how she will make create the team because she is facing 

this particular problem that you are to answer. The book recommendations the art of 

leadership, this particular book of Kent Curtis is there. 

(Refer Slide Time: 32:09) 

 
And therefore, you will find that is in this book, it has been recommended that is the how that 

is a different leadership style that will work, and in this case, it will be very, very important 

that is whenever we are changing the organization and when the followers are changing or 

there is a crisis also all these have been discussed, that is how your leadership style that will 

be more and more effective. If you can develop your leadership style according to the 

situation.  

 

And then definitely you are to change you to change your the art of leadership and whenever 

you are changing this art of leadership, then definitely you will be able to come out with the 

successful situations. 

(Refer Slide Time: 33:05) 
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In this, we are talking about enhancing the lessons of experience like that we have discussed 

in the earlier session also this particular book, that is the same book, which continued to give 

you this recommendation, that is the how this book will be helpful in the case by 

understanding from the experiences of others when you are having the learning from the 

experiences of others. 

 

Definitely, some of the situations that will be helpful to you to solve the problem, while the 

sum of the situations that may not be the same, then definitely again I will say which I 

mentioned earlier also that you are supposed to be the creator because, from the experience of 

others, you can get exposure, you can get an understanding, but getting this same situation 

and same leadership style does not copy that that will not be useful. 

 

Because ultimately what is important is this that is in a given situation, you have to adapt 

your style by doing the perfect homework. So, this is all about this particular the first 90 days 

basically the leadership styles which we are talking about. 

(Refer Slide Time: 34:27) 
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And these books of this the Robbinson, Judge and Vohra of his book, this is also becoming 

very helpful to understand the leadership and the leadership enhancing the lessons of 

experience, which has been mentioned definitely this will be a sort of the and that the 

supporting references for which whatever you have learned and these type of references that 

will create you the more reading and more understanding. So, all these about all these leaders 

in the first 90 days and as settling yourself as a leader with your team members. Thank you. 
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 Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology - Roorkee 

 

Lecture - 06 

Leader Development: The Action-Observation-Reflection Model 

 

In continuation of our previous lecture, this session, we will talk about the action-

observation-reflection model and can leadership be taught? Now, many people have this 

particular question. Earlier also, we have talked about whether the leaders are born or made? 

We will be discussing the crucial role of perception in the spiral of experience in the actions-

observation-reflection model. 

(Refer Slide Time: 00:46) 

 
The perception and the action, we will be talking about perception and the observation, 

perception and reflection. So, these action-observation-reflection models we will be talking 

about with the perception and action and observation and reflection context, reflection and 

leadership development, we will be talking about as usual we will having the one case study 

as an example, then research paper and book recommendations.  

 

Now, the question arises can leadership be taught? Now, you see that traditionally whenever 

we talk about leadership, it is always has been said that is the leadership that has to be about 

the leaders are born leaders are not made, but that was a trait theory, but the trait theory is up 

to certain extent has been again advanced and then further research has been done.  

(Refer Slide Time: 01:38) 
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And then, in that case, it is strongly believed that it can be a valuable foundation. So, 

therefore, in the case when we are talking about the MBA students, for example, when they 

are joining, so, by the valuable foundation to becoming a better leader over time, so, yes they 

can become the better leader. As we talked about it, leadership can be learned, yes, and that is 

why you are here? To learn this particular course.  

 

So, you want to be aware of leadership and leadership effectiveness and team building. Do 

you also believe that the most powerful lessons about leadership come from one's own 

experience? Yes, because it is situational. Therefore, in this situation, you are there. So, what 

we provide that is from experience, we learned the many ways that how complex or 

multifaceted your conceptual lenses are for constructing the experiences. So, in that case, it is 

always better that whenever we are talking about that leadership that can be taught, it is with 

the complex variables. 

(Refer Slide Time: 02:49) 
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Complex variables are the followers and situations that affect leadership, giving you a greater 

variety of ways to make sense of the leadership situations you confront in your life. So, 

therefore, every individual, whether it is in the personal role or into the professional role, he 

is having that particular context in which he is developing his own experiences to build 

leadership in that way, completing this course in leadership may not make you a better leader 

directly and immediately, but actively mastering.  

 

So therefore, it is becoming essential; that is, the experiences will take time. So therefore, it 

will not make the instantaneous leader to you. So, it will be a period it is gradually and 

therefore, leadership development as you see, it goes by the actively mastering the concepts 

in the course, then definitely the rate at which you learn from your natural experiences 70% 

of the variance in a person's effectiveness in a leadership role is due to the result of her 

experience only 30% is due to heredity.  

 

Now, this is a very interesting point: whenever we talk about the past, learning from the past 

and learning from the past gives you 30% only, and the rest of the 70% comes with the time 

you learn. So, how you handle the situation and your belief in that particular experience 

became strong in a given situation. So, you adopt a good leadership style; in past experience, 

it becomes effective if you have developed that perception by participation. So, that will be a 

milestone for you, for your leadership.  

(Refer Slide Time: 04:45) 
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The action-observation-reflection model shows that leadership development is enhanced 

when the experience involves three different processes: action, observation, and reflection. So 

therefore, these three different processes are about the actual observation and reflection. What 

is the action? Action means what we, what did you do? So therefore, whatever actions you 

have taken in the past that will be decided observation means what happened is the results 

and impact on others.  

 

Moreover, therefore, in that case, it is we learn from our observations and during these 

observations, the behaviour, what results and impacts to others that have been very much 

fruitful in reflection, how do you look at it now, how do you feel about it now, so, that is 

about actually your feedback and reflection is the feedback, what actions you have taken, 

what has happened, that is your observations, and then the reflection that we see now, based 

on that, what are the lessons of learning.  

(Refer Slide Time: 05:50) 
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Here based on this AOR model, action observation and reflection model, it talks about 

whatever we have done in the past, that experience that goes on continuously to improve our 

leadership style, because the first-hand experience whatever has been taught in the classroom, 

that so, you know, the different ways. So, what is the contribution of the classroom leadership 

teaching is that we tell you about the ten types of leadership styles.  

 

And then you are experimenting with those at your workplace, and maybe you might come 

out with the 11th style because you will make a hybrid model. A hybrid model will be unique 

for you so that that action will be decided. So, in the case of these observations, whatever the 

results you obtain, success or failures, that will impact others, this is very important; I can 

share my experience when I was the labour officer in the luncheon mill. 

 

We were negotiating with the union and all, and that time it was when whatever the outcome 

was there of that negotiation or the wage agreement, and then I found it is that was given me 

the direction for the following wage agreement. So, this way, the results impacted my 

leadership style; how do you look at it now? Moreover, how do you feel about it now?  

 

So, I find it is the as I have known for the further model, so, when I entered into the 

academics, so, now and I see now, so, I combined my experience with my current 

observations. Then I teach in the classroom whenever I am interacting with you, I am 

combining my experience also that is the this was the style these were the union and union 

handling was there in the luncheon mill, but when I was in the Sriram group, then I found that 

is, it is the more the employee handling rather than the union handling was there.  
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So, therefore, the leadership with the employees and the unions were both different. 

Moreover, on that case, my observations and reflections have carried out about the 

perception, that the perception in the about what perception I have developed, that is there in 

case of the IR industrial relations, and in case of these the HRD human resource 

development. So, naturally, you have to focus on the different perceiver targets and 

situations.  

(Refer Slide Time: 08:22) 

 
So, what has happened with our perceptions, which individuals organize and interpret their 

sensory impressions to give meaning to their environment, nature? The perceiver target and 

situations. So, whatever the I was the perceiver and the target was that whereas the 

employees or the unions from which I was interacting, and what was the situation? The 

situation was that it is team building.  

 

So, therefore, in that case, it becomes very, very important how I have perceived; if I perceive 

the situation positively, naturally, my interaction with others will always be positive, 

whenever I will talk about leadership, I will say yes, these things work, but if my experience 

was the failure, then definitely, in that case, I will not be able to perform in a better way. So, 

this perceiver and then what factors that is affecting the perception.  

(Refer Slide Time: 09:13) 
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In the case of the perceiver, it will be his attitude, his personality, his thought process, his 

actions that is becoming very, very important, in case of the target, who is the target as I was 

giving the example of the unions and then the employees so, that has to be taken care of, and 

the situation that matter what situation I am working. So, on this basis of the perception, 

whatever I have pursued, my actions will be decided a person's expectation about another 

may influence how he acts towards her and in reaction to his behaviour. 

 

She may act in a way that confirms his expectations. So, now, what happens whatever action 

I will decide an ROI, I will think that is the if this is a behaviour this will be the return 

behaviour a perceptual variable that can affect our action is a self-fulfilling prophecy, which 

occurs when our expectations or predictions play a causal role in bringing about the event we 

predict. Now, this is an important word that is the causal role is there, and here in this 

diagram, we see that is reinforced.  

 

Moreover, our beliefs influence our actions towards others or impact others' beliefs, then that 

is about the causes there. So, in that case, research supervisors are biased towards making 

dispositional attributions about a subordinate substandard performance. Moreover, as a result 

of these attributions often recommended that punishment be used to remedy performance 

deficits. So, the particular perception is there as an action, and the reaction is there.  

 

However, here I would like to say that is there one more word I would like to use, and it is a 

corrective action. So, it should not always be the punishment rather than we have to talk 

about that is it is required to be having the corrective actions is essential from your past 
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actions, what I have learned that yes, when we talk about the reinforcement of behaviour, in 

the reinforcement of behaviour, it is taking about the positive reinforcement and negative 

reinforcement.  

 

Moreover, therefore, in that case, it is becoming very, very important, that is the what 

approach do you have, and here in the case of the perception and action, it becomes despite 

the punishment what I will advise that is let us go for the corrective actions are there 

whenever we understand our target and target has made a particular mistake and invariably 

what the leader does invariably leader makes an application of that particular correct 

punishment, which is to be according to me, that should be the last option. 

 

It should not be the first option if these corrective actions are the first option, and the 

punishment will be the last option for that.  
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Now, we are in perception-action person 1 has expectations of another person; I have heard 

she is excellent, and a person 2 is to behave ambiguously might be seen as friendly. At the 

same time, expectancy is confirmed, she does seem personable, and then initiate positive 

interaction towards another person, because you are talking about that, she has that positive 

interaction in them, these initiates positive interaction towards another person because it is 

the flow and the expectations for the strengthen the self-concept change. 

 

It is easy for me to meet others. So therefore, from the design, whether they when you are 

heard about a person is nice, and then when you are making the interaction, definitely, in that 
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case, it will be essential that your result will be positive. So, here are the observations and 

perceptions both deal with attending to events around us all naturally; what is the perception? 

We perceive through the situation, and one of these perceptions is that we have this keen 

vision.  

 

So, vision is becoming very, very important touch, smell, and then, in that case, it is the see 

or that vision, that observation and perceptions They are making us the more learnable the 

fallacy of this perceived view of perception is that it assumes we attend to all aspects of a 

situation equally there is a limitation of our senses. Moreover, therefore, in that case, when 

we have limited senses, we do not see everything that happens in a particular leadership 

situation nor hear everything.  
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So, this is the warning is there, that is the I do not think that is your observations are complete 

are 100% they are not completed 100% instead, we are selective in what we attend to 

observation and what we in turn pursue. So, it is not the reality, so perception is not complete. 

So, a phenomenon occurs when one expert finds primarily negative things about another 

person, such as problem employee such an expectation becomes a perceptual set to look for 

this particular perception and then decide about your reflection.  

(Refer Slide Time: 14:22) 
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So, these perceptual sets influence what we attend to and what we observe, and if we are 

selective, some persons are very selective in their perception because their observations are 

minimal. Although we cannot have 100% observation, this is also true that we can have the 

maximum observations if we are more sensitive. In addition, like a beautiful picture is given 

here, that is how you can imagine a cat similarly can image is a lion.  

 

So, that is about perception; how do you perceive yourself also influences the next stage of 

the spiral of experience, reflection, because reflection is how we interpret our observations. 

So, a practical example is when you are occupying a higher position, your image about 

yourself changes; perception is inherently an interpretive, or a meaning-making activity is 

there.  

 

So, usually, this is about the reflection, that whatever we perceive, we create an image and 

accordingly, whatever image is there, we interpret it and therefore, make this particular 

activity. A critical aspect of this process is called the attribution we develop often are 

behaviours or actions we attend to. Moreover, therefore, in that case, these actions the actions 

are based on our attribution are there.  

 

So, suppose we are creating an image of ourselves, a larger image, a compelling one. In that 

case, you then in that case, definitely our action and reflection will be that is we are strong, 

and then in the case, when we are talking about that is a perception about ourselves is the 

smaller one, where we are not confident, then in that case, naturally, our actions will be 
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affected accordingly. So, how do you perceive yourself to be an effective leader? That must 

be you strongly perceive yourself.  

(Refer Slide Time: 16:26) 

 
So, how this attribution depends on? Attribution depends on the tendency to overestimate the 

dispositional causes of behaviour; what does it mean? Does it mean that is the what are the 

different causes are there? A simple example is a superior-subordinate relationship, it is 

having on the relationship with the subordinate, it has the primary cause, but what happens 

the boss he making the dispositional causes of behaviour that is no, I am not going to bother 

about him and underestimate the environmental causes when others fail.  

 

Moreover, therefore, in the result, what happens that is you are not taking care of your 

subordinate's self-serving bias is there whatever the external attributions are, they are making 

the internal attributions are there. So, therefore, in that case, it is a locus of control, an 

external locus of control, an internal locus of control. The actor and observer differences refer 

to the fact that people observing in action are much more likely to be having the behaviour 

similarly.  

(Refer Slide Time: 17:23) 
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The most important yet most neglected component of the action observation reflection model 

is that is a reflection is there. However, the outcome, so, they will be the input, they will be 

the process, they will be the output, but the most crucial point is that the people are in 

observation and reflection model, and they are underestimating the reflection is there. 

However, it is essential because it can provide leaders with various insights whatever the 

experience you are having. 

 

Moreover, if you are ignoring or becoming the bias about that particular certain factors or 

causes, then definitely, in that case, you will not be able to improve your leadership dear 

friends, so, variety of insights to be accepted, look at situations from multiple perspectives 

and not only by the or better understand the subordinates as I was giving the exam example, 

leadership development can be enhanced by raising such implicit beliefs to conscious 

awareness and thereby more to thoughtful reflection is there.  

 

So, acceptance, this is very, very important is that acceptance is required example is given us 

a variety of art prints to stimulate personal and group reflection on ideal forms of the 

leadership, the prints were used to identify five fundamental archetypes of the leadership's are 

there and therefore, in that case, it is not the limited one. It should be sensible, and a very 

contributing one is there. 

(Refer Slide Time: 18:44) 
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Now, here the first example is taken from teacher and mentor. So a teacher who cares about 

developing others and works beside them as role models has a mentorship. So, can a teacher 

be a mentor? Yes, he can be the mentor, but because the teacher is developing the others, 

what is becoming those who are the followers, they want to be like him, and that is achieved 

is there.  

 

Father and judge so who provides oversight control moral guidance and caring protectiveness 

is there in both the roles the person has the same objective. So therefore, the reflection is 

becoming the same. Warrior and knight who takes risk and action in a crisis and, therefore, 

crisis management crisis manager and who is the best crisis manager who has that particular 

warrior attitude are there.  

 

A revolutionary crusader is there who challenges the status quo and guides the adaptation and 

therefore, in that case, it becomes very, very important that is the leader, so they learn, and 

they get the guidance from the special force of these adaptations is there if it is done, then 

definitely, in that case, the leader will be successful. Visionary Alchemist who imagines 

possibilities that can benefit all members and brings them into the reality is there.  

 

Moreover, in that case, we always have to imagine that if you are imaginary, you will be able 

to get a better and better output. So, this is about the action observation and reflection model 

is there and through which this learning from the action observation and reflection model, we 

are enhancing our leadership styles by adopting the experiments.  

(Refer Slide Time: 20:40) 
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As the founder of management coaching organization TMBC and author of the standout, 

Marcus Buckingham is an expert on creating leadership programmes. He recommends the 

following steps that are first and foremost to find or develop the assessment tools. Now, you 

see that he is the personality component as I mentioned that is the subordinates you have to 

understand his personality when we are talking about the big five inventory test, that is the 

about the extrovert, introvert sensing, thinking-feeling person MBTI.  

 

So therefore, in that case, the test can be included, and we can find out the characteristic 

leadership styles, the top leaders in the organization and administer the test to them and in 

that case, because within one organization you see there is a particular culture and that culture 

we can be adopted by the adopting that leadership styles. So, this tape is not to determine 

what all the leaders have in common, but to group the top leaders into categories by their 

similar profiles, so they are at the high profile of people.  

 

So, therefore, how they will become the high profile people how they reached this particular 

position that is becoming very important in step 3, interview the leaders within each profile 

category to learn about the techniques they use at work. Now, when you are interacting with 

them, those are your organization's top leaders, then you have to interview them, and that is 

their work style that has been successful for this organization.  

 

Often these technologies will be unique unscripted because nobody knows it is knowledge 

management, storing the tacit knowledge and revealing the correlation to the strength in each 

leader's assessment profile.  
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(Refer Slide Time: 22:31) 

 
So, whenever we compile the techniques within each profile category, there are different 

categories. You find different leaders are there the results of the top leader profile categories, 

which we combined from the above steps and these leader techniques can be used to create an 

algorithm or tailored method for the developing the leaders or there this is a beautiful way to 

develop the excellent leadership style in the organization administrate the assessment test to 

developing the leaders.  

 

Moreover, it reminded their profile categories; the techniques from successful leaders can 

now be shared with the leaders who are most like them because they share the same profile. 

So, now what has happened is that they all have the same profile, but the leadership styles are 

different, and therefore, the leaders to whom you are interviewed will give a direction.  

(Refer Slide Time: 23:24) 
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These steps provide a means for successful leaders to pass along techniques that are likely to 

feel authentic to the developing leaders and encourage creativity. So those who are the 

developing leaders are there no. So, some leaders are already established in the organization; 

some are into the developing stage, young and at their leadership positions. So, therefore, 

they can develop this leadership style and authentic leadership style.  

 

The techniques that can be delivered in an ongoing process is a short personalized interactive 

and readily applicable tips and advice that yielded results and therefore, in that case, whatever 

the interaction is there that interaction will apply to the budding leaders here you can have 

this assignment what are some potential negatives of using Marcus Buckingham's approach 

to leadership development?  

 

Are there potential negatives? Because you see, every leadership style is not perfect; there are 

confident positives and certain negatives. What negative do you find? Would you suggest 

applying Buckingham's steps to your organization? Why or why not? Moreover, therefore, in 

that case, based on that is your observation actions, observations and reflection model AOR 

model on what do you think whether it will be based on the experience which you have in 

your organization and interviewing with the people that have to be accepted or not to be 

accepted?  

(Refer Slide Time: 24:53) 

 
The research papers in this context have been selected his leadership development learning 

accelerators, voices from the trenches, and therefore, in that case, you will find that is 

whenever the purpose of this paper was that is the how-to develop that leadership run by the 
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learning accelerators are there and that is the yes we can learn we can learn from the voices 

from the trenches.  

 

Moreover, as a result of which leadership developing learning can be adopted by the different 

methods, we are also to find out that is critical indexing the development accelerators who are 

the accelerators? Here I want to say that this paper will be helping you to identify the 

accelerators at your workplace, but whenever you are at your workplace, then definitely, in 

that case, you will be able to find out practically what accelerators are motivating you in your 

organization.  

 

Because unless and until you are not able to identify the accelerators, what are who are the 

accelerators? Accelerators are those actions or people or those reflections which have been 

encouraged and motivated the leadership style; if the leadership style has been encouraged 

and motivated fast, then definitely in that case, based on this paper, it will be very much 

important that is the how-to identify the accelerators and making the implications of these 

accelerators at the workplace.  

(Refer Slide Time: 26:22) 

 
Now, here the purpose of this paper is to highlight the practices of high-performance leaders. 

If your organization is a high-performance leader, are your organizations that believed were 

influential for accelerating their development as a leader. So therefore, role models, we 

cannot go away from our role models; the role models are those who have accelerated their 

careers, and you can easily find out in some organizations that some people will become 

highly influential in a highly progressive.  
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In this study, the sample consisted of US-based mid-level leaders of the Fortune 1000 

companies who have identified their organizations as high performers processing the strong 

ability to deliver desired results for their enterprises. So, here what is the parameter? The 

parameter is the delivery of results; if results are delivered, there is no problem. The author's 

recently conducted focus group is a subset of 200 of these high performing leaders.  

 

Furthermore, therefore, in that case, whoever been the accelerators are there, they have been 

interviewed, and they have been identified seven leadership isolates were identified based on 

this interview, which has been conducted by the author and then it has been, and the same 

will be there at your workplace also. 

(Refer Slide Time: 27:38) 

 
The first is working for a great leader. So therefore, leaders are also working for a leader. So, 

there must be these accelerators, who are the leadership accelerators. So, what they do, they 

were there working for a great leader experiencing an extremely challenging assignment or 

the significant organizational change are there. Furthermore, in that case, they are not 

working for the easy work; they are taking the challenging assignments, working in an 

organization that requires support skill development.  

 

Here I would like to take the example of citizenship behaviour and then possess a strong 

mentor accountability partner. So, you are working under somebody, or with somebody, 

those who are the strength partners, ongoing a personal reflection and self-assessment 
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experiencing a significant failure or the carrier setback. So, therefore, in that case, that 

reflection model your reflection may play a significant role.  

 

Moreover, formal leadership development training or continuing education is there like you 

are taking these courses and trying to develop your leadership styles. So, therefore, in that 

case, it is always better that is you have continuous education, learning from others.  

(Refer Slide Time: 28:59) 

 
Moreover, the limitations of this type of study are that leaders, HR professionals, and talent 

managers must know and understand these factors and make it an ongoing priority to address 

the key questions that emerge from these findings systematically. So unless and until your 

structure of that research is not well designed? So therefore, if you are doing research in your 

organization. 

 

Then make sure that these thoughtfully answer the questions presented for themselves and 

encourage leaders in their organization to do the same. So therefore, it is not just a formality; 

somebody is asking the question, and you are answering rather than it should be a thoughtful 

exercise. So, let the leaders' commitment is significant from both sides the first person who is 

asking the question and the person who is answering the question? 

 

Because unless and until there is no thoughtful or sincere approach, this child will not be 

becoming successful. So to make this successful, these accelerators are to be strictly 

followed.  

(Refer Slide Time: 29:59) 
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Here we have specific recommendations for the book, the little book of the leadership 

development, the 50 ways to bring out the leader in every employee and therefore, in that 

case, based on that is the how our actions and observations and reflections can be contributed 

for the leadership development because ultimately objective is what? Ultimately objective is 

to develop the leaders from amongst all the employees. 

 

Once we develop these leaders from the amongst our employees, it is not that the leader is 

one and followers are many rather than there are many leaders and very few are followers. 

So, but leaders mean what it is not that they are directed into different directions leaders are 

those who are contributing towards organizational goals and achievements, once they have 

the organizational goals and achievements to commonly by all the leaders working in the 

organization, then nobody can stop that organization to grow.  

(Refer Slide Time: 30:53) 
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Kusy's redefine effect is their traditional leadership as an inflexible yet concrete and proven 

actions are there. So, therefore, in that case, this concrete word must be taken care of 

ultimately; it should not be vague; it should be very, very specific, but specific to your 

organization. Free of complicated theories, The Little Book of the Leadership Development 

focuses on what works to motivate others, encourage productivity and equip future leaders to 

design a straightforward system.  

 

So therefore, it is not that is it is coming through the different complicated theories rather 

than this system tailored a method is there of your own the book delivers streamlined 

instructions on 50 practical strategies including modelling behaviours sharing information 

building accountabilities stretching teams and providing feedback is there. Based on this, in 

that case, you will find that different strategies have been mentioned.  

(Refer Slide Time: 31:53) 

 
So, these are the contents of these books, where you will find the different chapters that have 

been mentioned. And then if they every chapter, you will find it yes, it has been given that is 

the what the after-action reviews are there and on whatever the actual development of the 

through conceptual understanding is there on development as personal growth is there any 

development through the feedback is there.  

 

So therefore, whenever we are talking about the development of the modelling of effective 

leadership, that development through the skill-building is very, very important once we have 

that skill-building attitude amongst the other employees, but, here the mythology that has to 
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be correctly understood that mythology as far as the in your model we are talked about that it 

is to be the actions observations and reflections.  

 

Furthermore, based on the actions, observations, reflections, whatever the methodology is 

there, the methodology that has to be appropriately taken is to be considered once you 

consider that these methodologies are appropriately adopted. You can find out the causal 

behaviour in a given organization when you know the causal behaviour in an organization 

than as a reflection; you can identify what the different accelerators are there and based on 

those accelerators who have contributed to the development of the leadership that you once 

you identify you will be successful.  

(Refer Slide Time: 31:18) 

 
These are specific references about these particular leadership development practices and 

leadership enhancing the lessons of experience McGraw Hill, John C interpreting 

interpersonal behaviour and then the McCall's recasting leadership development, industrial 

and organizational psychology is there. 

(Refer Slide Time: 33:41) 
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These are the references from the Mitchell supervisor's responses to subordinate poor 

performance that is how a test of an attributional model very, very interesting and in the 

Robin's book is there which has always been preferred for the textbooks also. So, this is all 

about the AOR model and developing the leadership attributes and understanding the causal 

effect in the organization. Thank you. 
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology - Roorkee 

 

Lecture - 07 

Leader-Member Exchange (LMX) Theory 

 
The last model we talked about is action, observation and reflection, and now we will talk 

about another theory. So, one by one, we understand now, as I always mentioned, that please 

learn these different theories and models, and as your situation requires, you have to be clever 

enough that know which theory or model will be applicable in your given situation. 

(Refer Slide Time: 01:08) 

 
So, this is about the leader-member exchange theory, the cycle of leadership making phases; 

as usual, the case study, the research papers, the book recommendations and the ref erences 

will be there for your further studies.  

(Refer Slide Time: 01:22) 
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Now, in this case, you will find when we talk about the leader-member exchange theory, 

which was developed by George Graen is also known as the vertical dyad linkage theory, that 

the leader-member exchange theory argues that leaders do not treat all followers as if they 

were a uniform group of equals. So, when you have different subordinates, all subordinates 

cannot be of an equal level; instead, the leader forms specific and unique linkages with each 

subordinate, thus creating a series of direct relationships. 

 

Moreover, what is the dyad relationship? Dyad relationship is the interpersonal relationship 

that is a superior and subordinate relationship. So, the leader-member exchange theory is the 

primary reason or the logic for creation is that is developing the everyone it should not be 

those who are the leaders they remain leaders and those who are not leaders then are not 

getting any opportunity to be a leader. 

 

So, equal opportunity has to be given to all, a theory that supports leaders' creation of in-

groups and outgroups subordinates within-group status have higher performance ratings less 

turnover and greater job satisfaction is there a beautiful outcome is there that is whenever we 

are talking about the leader-member exchange theory is there then they are having that is the 

high performance and the job satisfaction. 

 

Because ultimately, the employees get the motivation to the employees. So, this is wrong to 

understand that every employee will be motivated by money only and monetary benefits only 

rather than it will be seen that it also has job satisfaction. I would also like to share one 
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example: we have the MBA student, and the MBA student has not opted for the first 

organizations coming for the campus placement. 

 

So, I asked her why you are not appearing for this. So, she said sir, and I want to  appear f or 

an organization that will give me the job profile. I am looking for a particular specialization. 

So, therefore job satisfaction is becoming more and more essential, and in general, the 

linkages tend to be differentiated into two major groups.  

(Refer Slide Time: 03:39) 

 
In the outgroup and low-quality exchange relationships, interpersonal interaction is primarily  

restricted to fulfilling the contractual obligations so that they will be the leader, and certain 

in-group people will be there. Moreover, there will be the leader where less interaction is 

there that will be the outgroup will be there in the in-group leaders form high-quality 

exchange relationships that go beyond just what the job requires. 

 

So it is much more than required, and these high-quality relationships are exchanges because 

both parties benefit. So, naturally, those in the inner circle will benefit more because they will 

have more exchanges with and interactions with the leader. So therefore, in that case, 

compared to the out-group people or group people, they will have the lesser and lesser 

exchanges. 

 

Moreover, as a result, they will not get much opportunity to learn. However, in this theory 

also, one critical point is both are learning the in-group people are also learning, and outgroup 

people are also learning and therefore, in the case of group people, those who are getting the 
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higher opportunities they will learn more. The leader will also learn from those the in-group 

members, while it is becoming challenging for them in the case of the out members . That is 

to go for that leadership understanding with the will because of the less interaction with the 

leader. 

(Refer Slide Time: 05:11) 

 
Now here we will see how to decide the internal and external out-groups. So, subordinates A, 

B, and C are there. D, E, and F are there. So, the leader forms the former relationships with 

the outgroup while with the in-group people that is he also knows about the trust and high 

interactions with these people also he is contributing by knowing the personal compatibility  

of the A, B, C and subordinate competence and or the extroverted personalities are there.  

 

So, therefore, in that case, while in case of the leader's interaction without group there is no 

trust there is no interaction with this is the D, E, F. So, therefore, in that case, the interaction 

with the A, B, C because of the trust and interaction and knowing the personal capabilities of 

the individual. So, whenever we talk about the individual's capabilities, the leader and group 

are becoming much more comprehensive than the leader with the outgroup members. 

(Refer Slide Time: 06:15) 
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Early on, the focus of LMX theory was on stages of development as the process of the 

relationship developed over time. These stages typically were described as role -taking, role 

making and routinization. You have to learn that whenever a new boss joins, or you join a 

new organization, these three factors, role-taking, role making, and routinization, contribute 

to developing the relationship with the leader. 

 

So, focusing on this role taking means what? A leader offers opportunities and evaluates the 

follower’s performance and potential. So, therefore first, he will give you the job and then 

observe whether you have performed or not performed and what potential  you have? Role 

making is followed based on a process of trust-building. So trust is their routinization in these 

similarities in an outgroup in differences often isolated for the outgroup becomes cemented. 

 

Furthermore, therefore, based on the role-taking and the role making, cementing the 

relationship is there and making the routinization. Now, what happens whenever there is a 

task to be assigned? First, it will be given to the in-group people, so group members know 

there is trust, and they have that role-taking and making. So therefore, in that case, the 

routinization will be much stronger with the in-group persons. 

(Refer Slide Time: 07:43) 
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The most significant leap forward in the leader-member exchange came 25 years after its 

introduction in an article by Graen and Uhl-Bien. So, therefore this theory was continuous 

continued, and in many organizations, they were finding these in-group people out of the 

outgroup people and making exchanges with them. This leadership style was adopted for 

many years, but later on, the authors expanded the descriptive portion of the model, focusing 

on the dyadic processes between the leader and followers.  

 

Earlier, the leadership was one-sided; it was from the leaders to the followers. Nevertheless, 

now, it is dyadic that is from the followers to the leaders. Also, with the LMX model, Graen 

Uhl-Bein suggests that the leader should engage in an actively developed relationship. Here is 

the prescriptive label. Moreover, build more group relations across the follower pool. So, 

what is essential is that the number has been increased earlier; it was very selective. You 

know they say no, it should be more. Now in this period, there are four stages. 

(Refer Slide Time: 08:56) 
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One is the characteristics: there is a stranger, the third is the acquaintance, and the f ourth is 

maturity. So, in the characteristics, is there the relationship-building phase reciprocity times 

span of reciprocity between the leader and member exchange an incremental influence to  be 

there while in case of the stranger it is a roll taking cash and carry immediate on low and 

none is there. 

 

So, therefore here, the leader-member the stranger is the exchanger acquaintance is medium 

and the maturity it is very high in acquaintance it is a role making that is the what are the 

potential observation is thereby the leader makes you some delay. So therefore, that is role 

making and role-taking are here; acquaintance will be the medium leader-member exchange, 

and incremental influence is limited. 

 

In case maturity is concerned with role routinization, role routinization means a cemented 

relationship between the leader and the follower whenever there is a cemented relationship 

between the leaders and the follower. So, role routinize is there they have in reciprocity  that 

is in kind. So, sometimes the greetings are there, and as this type of greeting, it is reciprocity  

is there a times span of reciprocity. 

 

In the case of the stranger, it is immediate; in the case of the acquaintance, some delay is 

there; in the case of maturity, it is indefinite times. In leader-member exchange, the stranger 

is low, acquaintance is medium, and maturity is the powerful incremental influence. It is none 

limited, and almost unlimited is there. So, therefore, in that case, whenever we are talking 
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about the incremental influence right from the relationship-building phase, these are the 

different phases are there. 

 

Moreover, it starts with the role of routinization cementing and identifying the incremental 

influence's potential performance. So, here this particular path is taking care  f rom building 

the relationship or the trust true to the routinization that requires a journey and in that journey 

that exchanges between the leader to the subordinates and from the subordinates to the leader 

that is becoming very, very important. 

(Refer to Slide Time: 11:17) 

 
This cycle of the leadership-making process prescribes that the leader should work to develop 

a special relationship with all followers. This is very important now that if there are ten 

employees and one supervisor, then all the ten employees will not be part of the leader-

member exchange. So, that is, there will be a special relationship with specific followers are 

there. 

 

And then, when he is interacting with all 10, he offers an opportunity for new rules  because 

he is not biased. He is Frank and free and therefore is given opportunities to all and 

challenges and then should nurture high-quality exchanges with all followers. Moreover, the 

leader should focus on building trust and respect with all subordinates, resulting in the entire 

workgroup becoming an in-group rather than accentuating the differences between in and 

out-groups. 
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So, here we will find that that is the how this leader-member exchange theory that helps us to  

develop a leadership making with these particular from the routinized is there whenever we 

are talking about this leadership making the if with the phase 1 with the strangers is there 

now how much the leader is interacting with that particular stranger and interactions within 

the leader subordinates dyad or generally rule-bound. So, suppose he has to do specific  jobs 

and then out of those jobs, he has to report specific jobs directly to the boss that is a leader , 

and then that is a rule-bound there that is the A, D, F you have to report to your boss is there. 

(Refer Slide Time: 12:59) 

 
While under contractual relationships with the stranger it is formal. So, therefore the 

contractual relationship is the rules and regulations, and the contractual relationship will b e 

there; they will relate to each other within prescribed organizational rules. So, there is nothing 

like the informal there is nothing like the beyond the boundaries , and therefore the 

relationship with these will be very much limited prescribed one. 

 

Furthermore, the expenses lower quality exchanges are there, why low-quality exchange? 

Because the curtain wall is there and that curtain wall is about talking about the formal roles , 

the motives of subordinates are directed towards self-interest rather than the good of the 

group, and therefore, it will be more self-focused. 

(Refer to Slide Time: 13:42) 
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So, therefore it is not suggested much in the beginning. Yes, in the beginning, everyone will 

have the stranger's role. So, it starts with the stranger, but it is in the stranger it will be limited 

to the very, very much formal and formality. At the same time, in the case of the 

acquaintance, you will find that whenever we talk about the relationship between the leader 

and the member, it begins with an offer by the leader's subordinate for improved carrier 

oriented social exchanges. 

 

So, therefore now one step ahead so, therefore, in the beginning, it was just a formal, and now 

the leader is making the offer, offer to the subordinates for the improved carrier oriented 

social exchanges giving more opportunities it now he is breaking that boundary or raising that 

curtain and therefore allowing these and the outgroup people to come into the in-group circle 

and here the testing period will be both. 

 

The subordinate is interested in taking on new roles whether she is interested or not. 

Otherwise, I will make the excuses that I have so many jobs I had to do this and that I can do 

this. Why do not you give this assignment to others to provide new challenges shift in  dyad 

from formulas interactions to the new ways of relating quality of exchanges improves along 

with the greater trust and respect, and the less focus is there in case of that is the self-interest 

is there. 

 

While in the case of the stranger, there was a much more focus was there in  the case of the 

individual self-interest while when you were into the acquaintance, acquaintance will be the 
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breaking of the boundaries and therefore the breaking up the boundaries both are having the 

mutual exchange and for the carrier oriented actions. 

(Refer Slide Time: 15:35) 

 

When this acquaintance is going towards a mature partnership, it is marked by the high-

quality leader-member exchanges there. Moreover, therefore that communication, interaction, 

assignments, delegations, and debt will start. Therefore it will be the mature the partnership 

will move towards their maturing; the partnership is their high experience degree of mutual 

trust, respect and obligation towards each other. 

 

So therefore, in that case, it is becoming trust, respect, and obligation is very important 

whenever we are talking about having a mature partnership with each other, a trusted 

relationship and finding it dependable. So, therefore, in that case, both understand each other, 

and they say yes, we are ready to make the leader-member relationship high depending on 

reciprocity and high development of rating that produce positive outcomes for both 

themselves and the organization. 

 

So, in this case, high dependence on reciprocity is there and may depend on each of our 

favours, and special assistance is there, so dependency starts. So in the case of the stranger, it 

was self-centred; in the case of the acquaintance, it was mutual was there, and less focus was 

further self-centred, but now that the relationship is becoming more and more vital and now 

therefore when it is a maturity of partnership is there.  
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So both have high trust, high trust and partnership are there so we can say in its earlier f orm, 

the vertical dyad linkage model a leader-member exchange was one of the simplest of the 

contingency situation model contingency means situation model. Even today, it is mainly 

about the process of relationship-building between the leader and the follower. 

(Refer Slide Time: 17:25) 

 
Now the situation has barely crept in f rom an application perspective. Perhaps the most 

significant limitation of leader-member exchange is that it does not describe the specific 

behaviours that lead to the high-quality relationship exchanges between the leader and the 

follower. So, this might be the theoretical limit, but I think you can understand when you are 

developing these relationships with your boss or that leader, and then you can find out what 

the expectations are.  

 

Furthermore, from the application perspective, you can judge some of the subsequent 

contingency models continues to gender research into the present decade. In fact ,  among all 

significant contingency models, the most recent articles are being studied both across 

countries and with globally distributed teams. Moreover, this leader-member exchange 

nowadays is a big challenge to whom to get into the inner circle and to whom we should not 

get into the inner circle.  

 

Because otherwise, all are into the outer circles are there. So, various research papers have 

been published on the leader-member exchanger, including the paper, and a lot of  research 

work has been done on this leader-member exchange theory, which is the follower's proactive 

personality. So, when you are a stranger, there is an opportunity to make dear acquaintance  
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friends. So, it is what I will advise you that whenever you get the opportunity, even a tiny  or 

short opportunity, you have to create your imprint.  

(Refer to Slide Time: 19:01) 

 
The extent of the leading social network is how the leader is allowing a social network 

whether he is interested in the social network or not. Some leaders are even not interested in  

the social network and how employees identify their supervisors within the organization. 

Therefore, in that case, whatever the supervisor, employees have that identity that is critical 

to employees' perception of both the procedural and distributive justice climate. 

 

What is procedural and distributive justice climate is there? As per the rules and regulations 

and procedures, the second is whatever the leader wants to give to the others. The degree that 

followers pursue will leaders treat all employees equally, and therefore, in  that case , it will 

not be difficult. If you remember, I have started with this particular concept. Is the leader-

member exchange theory is to bring all to an equal level? 

 

Because those who are in they have been developed and when they have developed they will 

be out and out persons, they will be in, and therefore, in that case, that acquaintance that 

stranger becoming in the acquaintance and then the maturity of the partnership is there and 

therefore the leader-member exchange theory that will be working.  

(Refer Slide Time: 20:18) 
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Here, the case study of Barack Obama was taken in the United States in 2008. His leadership 

style was described as transformational, servant leadership, and charismatic leadership during 

his presidency. Then this functional extreme and non-existence are there. So, therefore 

whenever these leadership styles have become very popular nowadays, it is becoming the 

servant leadership style to serve others, serve society, and serve the followers.  

 

Regardless of different perceptions, leaders must interact with many to accomplish goals and 

advance organizations. Leaders also interact with a small group of close advisers or the 

confidence who lend guidance and support in return for increased loyalty and or favouritism 

is there. There are so many dimensions for this comment, but we are restricted to  the LMX 

theory here.  

 

I want to say that is the yes when you are making the inner circle, it is expected that your 

inner circle people will give his loyalty to the leader is there. However, I know that there are 

limitations to these theories, and so often that you do not find that return on these leadership 

investments, that is, I will say ROLI, so that your return on leadership investment always will 

not be the 100%.  

 

So, the loyalty you may get, you may not get, but what is the importance? The importance is 

that is a percentage of getting the loyalty will increase. If you increase this LMX theory, the 

percentage of getting the inner circle people will increase, but all will be loyal, not 

necessarily. 

(Refer Slide Time: 22:07) 
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This dynamic of interacting with a small group yet having to rely on the support of a large 

group is critical to the leadership process and known as leader-member exchange theory. So , 

therefore, you are making some people inside. So, what is about the rest of the people? They 

should not be dissatisfied; otherwise, your whole theory will waste. It was during his time in 

the Illinois state senate that Obama began building a close relationship with advisors and 

legislators. 

 

One was with his Illinois senate aide Dan Shomon, who would later become his close 

political adviser. Shomon’s essential contribution to Obama's political development was 

making Obama realize that he needed to understand all of the political cultures of Illinois and, 

therefore, in that case, including the external people. So, when you have these, including the 

external people, that is becoming very important. 

 

So, therefore in LMS theory, please do not focus on the inner circle. Otherwise, that will not 

create a good image and the leadership's fair image. So, there are some people because of 

their competency. However, as I mentioned, the inner will go out and will go in. 

(Refer Slide Time: 23:18) 
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A strong relationship with the people who, in turn, had a more significant influence on 

Obama during his 2004 US Senate campaign was David Axelrod, a highly regarded political 

consultant Jim Cauley, who became Obama's campaign manager. Peter Giangreco  so, who 

ran the direct mail operations, and the pollsters' Paul Harstad are there. So, therefore these 

inner circles which Obama created, there are many nationally known advisors. 

 

Robert Gibbs, David Plouffe, and the Valerie Jarrett political advisors Austan Goolsbee and 

David and Christian Romer economist and Susan Rice national security Obama's inner circle. 

Moreover, many of these people later become some of Obama's first appointments to his staff 

and cabinet. One Valerie Jarret remained with Obama through his final year in office and 

held significant influence with him. 

 

So, naturally, they will be the people like here Obama is having that is the certain his advisors 

those who are in the past for the different verticals and they have been continued , and some 

of them have continued till their final year also. So therefore, in that case, it becomes 

essential that you create a team. So, when you create a team, this LMX theory is where you 

talk about the stranger. Because they must be the stranger first, they have reached the mature 

relationship of the leader-member relationship. 

(Refer Slide Time: 24:49) 
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So, he also had close ties both politically and personally with vice president Joe Biden who, 

by his title, was included in every significant discussion Obama held with his senior 

leadership team. So, this was the case written when Joe Biden was the vice president. 

Moreover, now we see that he said he was the president. So, Obama's close confidence has 

provided him with guidance and assistance when making difficult decisions. 

 

This closed group has also created criticism from those inside and outside the administration 

regarding the openness and transparency of Obama's decision-making processes. It has 

created the perception of following less participation while deciding the critical matters 

facing the United States is there. So, therefore, in that case, it becomes crucial whatever the 

transparency of Obama's decision-making processes there. 

 

He can create transparency, and because of the transparency that members, especially the 

inner circle members or even the outer circle members they, were able to see and understand 

what my leader wants to do, what he is doing? and what will be his vision or objectives to 

perform in that particular organization? Moreover, therefore, in that case, it becomes essential 

that you have this transparency in your leadership. 

(Refer to Slide Time: 26:10) 
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President Obama has the strength of creating effective relationships with those closest to him 

while also establishing good relationships with many others. He also has a potential blind 

spot by having an inner circle that may keep him from being transparent and inclusive  and 

allowing others to participate in the decision-making process is there. So, therefore in that 

case, in this process, the question arises. 

 

Who is in President Obama's group and why? Is his group an asset or a detriment to the 

perception of his presidency? Moreover, now, you can write the answer to these questions in  

the current situation. How important are in groups regarding the leadership process very 

interestingly and wisely? How important? Are they more of an asset or liability for the leader, 

and why? So, now today, we can say that his inner circle Joe Biden now proved to have 

assets are there. 

 

Nevertheless, maybe there might be the experiences with your leadership style are the 

industrial experiences that you will find that is some of them those who are working with you 

and are you were working with your leader. Hence, you were into the inner circle , and then 

you will find it is they are becoming into the outer circle is there, so it depends on that 

particular situation that is in a given situation your leadership style how it is working? 

 

And then when you are making these groups, whether the inner group is there or the outer 

group is there, you have to be considered enough that is anytime that exchange can be done , 

you can convert from the inner circle to the outer circle in from the outer circle to  the inner 

circle is there. Once you are making these types of these inner circle and outer circle from the 
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case study, you can adopt that is the yes you can find out that is the how you are a style of  

leadership that is working. 

 

While answering these two questions is an assignment, you will find that is you will be able 

to study your research the contents and then find outdo your research, your objectives and 

inputs what works for you and whether the transparency, transparency will be workable f or 

you it will not be workable for you so that you will be able to decide nowhere during leader-

member exchange your work engagement and job performance. 

(Refer to Slide Time: 28:29) 

 
This particular paper that has explicitly been edited, as I have mentioned earlier, also is at this 

type of research that has become very popular, and nowadays, in journals, you will f ind so 

many research papers out there. So, you can differ the different journals f or this particular 

theory, leader-member exchange theory, which has become the authors' favourite for writing 

papers. 

 

Because that is making the study and then based on the studies, you can write a journal paper 

or write about these particular findings of these your research study may help you f or you r 

effective leadership is there. 

(Refer Slide Time: 29:17) 
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The purpose of this paper is to examine the process through which the leader-member 

exchange is related to the followers’ job performance, and it is always better that is you can 

understand that is whatever the follower's job performance is there then you are making them 

to the taking them from inside to out, or the right from this stranger is continuing into the 

stranger are you are taking from the stranger to the acquaintance is there. 

 

You are integrating the literature on LMX theory and research theories. The authors 

hypothesize that the positive relationship now is very, very important. There is a relationship 

between the leader and member between LMS, and job resources sequentially mediate 

employees' job performance. So, why it is so and what is to be done while making you are 

exchanging from your inner circle to the outer circle? This is becoming very important to the 

employee's job performance. Are you providing the autonomy on how to do this? 

 

Taking the employees from the outer circle to the inner circle means how exactly you take by 

providing autonomy. So, suppose you have ten subordinates, and out of those ten 

subordinates, five if you are giving the autonomy, so you are shifting then you are shif ting 

them from the outer circle to the inner circle as we have seen in the earlier slide that it was 

becoming only the formal relationship. 

 

If you restrict the formal relationship, autonomy will not be there because it will be subject to  

the rules and regulations of the organization guided by the rules and regulations of the 

organization. Moreover, if it is rules and regulations, there is no autonomy because every job, 
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every position has certain rights and duties, and you are just following that; you are not going 

to break the boundaries. So, therefore it is autonomy only. 

 

Then developmental opportunities now out of those ten people to whom you are providing 

the development opportunities are there if you are providing the development opportun ities to 

some of them but based on what it is not just because you like them, or they are you are from 

the there is some similarity, or there is a shortcut in judging and shortcut in judging others 

means what? You are judging the other person only by them because he is from your place or 

he always favours you. 

 

Moreover, therefore, in that case, you are giving the development opportunities no it is 

because of the competency. Whenever the inner circle was there, you were given a specif ic 

assignment and based on that assignment; there were developmental opportunities and social 

support. So, all the superior-subordinate colleagues and peers are supported there because he 

is the follower those who are into the inner circle are there. 

 

An employee's work engagement is there and naturally here sequentially mediated by the job 

resources or work coming into the internal circle. Those who have been provided autonomy 

development opportunities, social support, and high work engagement are  there. Now here 

design methodology approach is. There in total, 847 Dutch police officers filled out an online 

questionnaire. Multi-level structural equation modelling was used to test the hypothesized 

relationship and to account for employees' nesting in teams. So, therefore in  that case , how 

these teams were formed. 

(Refer Slide Time: 32:42) 
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In the findings, employees in high-quality LMX relationships work in a more resourceful 

work environment that reports more developmental opportunities and social support but not 

more autonomy. Here is a very, very interesting finding is. There, we were talking about 

autonomy, social support and developmental opportunities. All three are provided. However, 

when we are making this particular analysis of these samples, we find that they report more 

developmental opportunities and social support in the inner circle of people. 

  

However, not more autonomy may be the leaders are not were in favour of this autonomy. 

This innovative work environment, in turn, facilitates work engagement, and the job 

performance is there for which this particular activity was formed. The limitation of a 

research paper is the value of a high LMX relationship for building a creative environment. In 

turn, this innovative environment has important implications for employees' work 

engagement and performance, which I have mentioned earlier in the above findings. 

(Refer Slide Time: 33:45) 
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What is the practical implication of this tab of finding how this is useful to  you? The study 

results of the study emphasizess the importance of subordinates having a good relationship 

with their leaders since the quality of element relationship is associated with the quality of the 

work environment. Hence, naturally, there is a good relationship, which also stresses the 

importance of having a good relationship with subordinates. 

 

Since this is positively related to employees' work engagement, now you see that it is 

becoming vertical, so when the leader has an inner circle is having a positive relationship 

with their subordinates, research shows that engaged employees also have better health  and 

are absent less often. So, higher is the work engagement is there that so for is this work on 

this the employee engagement bigger absorption and dedication. 

 

So, as you will find they are more involved in a job there is less absent. Studies also showed 

that it is possible to train leaders in their active listening skills, spending time talking to  each 

subordinate interaction more and more interaction and listening to them and shearing 

expectations and telling them what is expected? This communication is vital in my 35 years 

of experience; I have often seen subordinates complain that they are not very clear about 

what they are bosses want. 

 

So, why because that is a lack of communication? It may be because of the f ormal roles or 

maybe the lack of trust and interpersonal relationship compared to the control groups, and 

this little training gangs in the leader-member exchange quality job satisfaction and the 

productivity is there and that you can find out. 
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The book recommendations for this leadership are Oxford Handbook of the Leader-Member 

Exchange.  

(Refer Slide Time: 35:37) 

 
Moreover, in this book, we will find new theories in the 1970s to mature research areas in 

2015. So, interest in this theory has increased rapidly over the past four decades, and the pace 

of research in this area continues to accelerate dramatically. The Oxford handbook of the 

Leader-Member Exchange takes stock of literature to examine its roots, what is currently 

known, what research gaps may exist, and what areas need the most urgent research . 

(Refer Slide Time: 36:05) 
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This is the contents of the book, and here you will find different authors have given their 

different it is compiled book basically, and therefore you will find that is there are the issues 

and about the leader-member exchange beyond the dyad foundation and also you will f ind 

that what are the current issues are there in the leader-member exchange. 

(Refer Slide Time: 36:34) 

 
These are specific references for further reading, which you can refer to, and this is all about 

the leader-member exchange and how to become into the inner circle and, as a leader, how to 

interact with the inner circle people and outer circle people. However, one thing which, 

before I end, I want to share with you is that is inner circle people find, but you also have to  

understand analyze until you do not have the support of the outer circle people.  
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Moreover, the leadership will not be complete without confidence and trust between the inner 

circle people and the outer circle people. It will be incomplete ineffective, so be careful while 

making the leader-member exchange more successful as possible; thank you. 
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Leadership and Team Effectiveness 
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Department of Management Studies 
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Lecture – 08 

Normative Decision Model 

 
In the last session, we talked about the model, and now in this particular session, we will talk 

about the Normative Decision Model. In this normative decision model, we will discuss the 

decision styles in model 5, autocratic decision-making styles are there, consultative is there,  and 

the group is there. 

(Refer Slide Time: 00:44) 

 

So, autocratic A1, A2 and the consultative C1, C2 and the group are there. So, here in this 

normative decision model, we will talk about the levels of participation, decision quality and 

acceptance, leadership decision tree, case studies, research papers, book recommendations and 

references as usual. So, in normative decision model of leadership believes decision making is a 

crucial element of leadership. 

(Refer to Slide Time: 01:10) 
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Moreover, the model helps the leaders decide to which degree their team members should 

participate in decision-making. So, it is always a crucial element of that leadership. A leader has 

to decide to which degree the team member should participate in the decision-making process. 

Because you can either not allow the team members to participate, that is, the autocratic A1 is 

there, or to a certain extent, you are allowing them. 

 

So, autocratic A2 is there, consultative C1 is there, and consultative C2 is there; therefore, in that 

case, you will find that these are the different levels of participation. Victor Vroom and Philip  

Yetton originally developed it in their 1973 book leadership and decision making, and so it is 

also called the Vroom Yetton contingency model. So, Vroom Yetton's model of the decision-

making model where you can find out that is, again, that a leader has to decide. 

 

That is what will be the degree of participation in the decision-making process. If it is in the 

decision-making process, this particular level of the followers that have to be decided by the 

participation is there in normative decision model was designed to improve some aspects of 

leadership effectiveness. Moreover, Vroom and Yetton first investigated the decision-making 

process leaders in this case. The essential point in leadership is that it is the decision taken. 
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Decisions are mainly based on the vision you are creating a vision as a leader. So, based on your 

vision, you want to make a detailed roadmap, and during that implementation of  the roadmap, 

you are supposed to take certain decisions. 

(Refer Slide Time: 03:09) 

 

So that first investigated the decision-making process and what decision-making process the 

leaders are implementing in the group settings. They discovered a continuum of decision-making 

processes ranging from the utterly autocratic level A1 to completely democratic, where all group 

members have equal participation; level G 2 is there. So, G 2 level is that the collaborative is 

there where all group members have equal participation. 

 

When we are talking about the autocratic A1, A2, then, in that case, it is the very , very limited 

participation is there or you can say that is a 0 participation is thereby these members. In 

contrast, in the consultative one and consultative 2, this step of these normative decision model s 

has become essential; that is how they are making this the involvement of your team members 

into the decision-making model. If you are involved in the team decision-making model, then in 

the autocratic processes, the Leader solves the problem or makes the decision by himself or 

herself using the information available. 

(Refer Slide Time: 04:30) 
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So, it is totally that the Leader is not involving their team members rather than trying to solve the 

problems by himself. It has been observed that it is often becoming the very, very autocratic 

leaders that are decided by their own only about these particular models they decided they own 

many Indian leaders they are having the step of the leadership styles. However,  the period  has 

changed, and Indian leaders and managers are now shifted from the A1 to the G2 earlier than  the 

A1.  

 

Nevertheless, now that most leaders are using the G2 style, the Leader obtains any necessary 

information from followers and then decides on a solution to the problem. So here they are 

taking the followers' help but their help to get the information. Nevertheless, ultimately the 

decision will be taken by the Leader himself. He is there and then. As a result, the decision is to  

be taken by the Leader himself only involvement of these followers is to provide the information.  

 

In the C1, the Leader shares the problem with the relevant followers individually and gets their 

ideas and suggestions without bringing them together as a group.  So therefore, here, it is 

selective. In the last session, we talked about the leader-member exchange theory, and in the 

leader-member exchange theory, they talked about the inner circle and outer circle. So, inner and 

outer followers, so when we talk about the relevant followers. 

(Refer Slide Time: 06:17) 
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So, they are the selective followers that have been considered and then, in that case, we will say 

that leadership style is that is the C1 style is there that is consultative processes are there . In the 

C2, her followers in a group meeting well in case of the C1, the individual followers have been 

taken into consideration. So x, y, z they will give their individual information to the Leader to 

take the decision. 

 

Furthermore, the follower's influence is there, but in C2, you will find it is collective; it is a 

group of the meeting. Moreover, they make decisions that may or may not reflect the follower 's 

influence and therefore, they do not need to influence the followers. Because it is a group 

discussion, their group process is there in G2 to the leader shares the problem with his followers 

as a group together they generate and together. 

(Refer Slide Time: 07:21)  
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The point is that together, they generate and evaluate the alternatives and attempt to reach an 

agreement consensus on a solution, and the Leader's role is much like that of a Chairman; 

coordinating the discussion is there. So, here we find that the leaders are making the decisions 

based on that and that together is, this becomes very important. Moreover, if they take this 

together, they generate and evaluate the alternatives, and then we will say it is a group process. 

 

Moreover, it is not the Leader's role that he is taking the decision here. Instead, a coordinator 

coordinating and not an individual is taking the entire decision. Keeping it focused on the 

problem and making sure the critical issues are discussed and therefore in that case that whatever 

the critical issues are there that have been discussed as a coordinator everybody in the group 

members will participate they will discuss, and they will decide about this particular problem. 

 

Moreover, always ensure that whatever the key critical issues are in that particular problem. For 

example, if we are deciding on the retrenchment of the workforce, then in the retrenchment of  

manpower, it will be decided that is the how this whether we have to go by the voluntary 

retirement scheme or we have to go by the shifting of the manpower, or we have to make the 

turnover or layoff of the employees. 

 

So therefore, in that case, all these decisions will be taken. These discuss critical issues in this 

group process G2 is there, and here these critical issues have been discussed and will be decided 
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by the member. A leader can provide the group with information or ideas, but he does not try to  

press them to adopt his solution. So, it becomes essential that he does not try to press them to 

adopt his solution, whatever the information or ideas he has the leaders provide. 

 

So, in the case of the previous ones we have tried, we have seen that he is making the decision. 

While here, he does not try to press them to adopt "his" solution. Moreover, therefore when we 

talk about that, whatever the solution is having and that solution is not have been adopted by this 

particular by the Leader himself only, but by the group more ever leaders adopting this level of  

participation are willing to accept. Furthermore, they are because a collective decision is there 

whenever we discuss a decision, quality in acceptance is there. 

(Refer Slide Time: 10:12) 

 

After establishing a continuum of decision processes, Vroom and Yetton established criteria to  

evaluate the adequacy of the decisions made criteria, and they believed they would be credible to 

leaders and equally applicable across the five levels of participation. So, Vroom and Yetton 

established how to evaluate those criteria on whatever decisions are to be taken . 

 

Moreover, therefore, the different criteria and adequacy of the decisions will be met. Moreover,  

these would be believed to be leaders in the five levels of participation. Vroom and Yetton's 

decision quality and acceptance were the two most important criteria for judging the adequacy of 
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a decision. So, decision quality means that if the decision has a rational or the objectively 

determinable "better or worse" alternative, the Leader should select the better alternative. 

 

So, here decision quality is whether the decision is rational or objectively determinable. So, 

therefore, in that case, that particular rationale or the objectively, whatever the decisions are to be 

taken like that, should be the better or worse alternative. Moreover, the Leader should select the 

better alternative, and this will depend upon that the group members provide all information. 

However, the decision is that the Leader will take the better decision. 

(Refer Slide Time: 11:49) 

 

Also, Vroom and Yetton developed a set of questions under the decision tree to protect the 

quality and acceptance by eliminating decision processes that would be wrong or inappropriate . 

Moreover therefore, in that case, what happens? Decision quality is becoming very, very 

important. Furthermore, this decision quality will be decided by acceptance. So, therefore in that 

case that any process that is not appropriate or wrong that inappropriate or wrong has to be 

eliminated. 

 

Generally, these questions concern the problem itself and the amount of what will be the set of  

questions. So, the set of questions will consist of the problem itself. The amount of pertinent 

information possessed by the Leader and the followers and various situational factors are there . 
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Vroom and Yetton incorporated these questions into a decision tree primarily. These include 

seven critical aspects in the form of 7 questions to guide the Leader to the appropriate style. 

 

So, here, these seven key aspects are their situational factors in a decision tree and how it has 

been decided. So, the first is the quality of the decision important Vroom and Yetton leadership 

decision tree talks about. 

(Refer to Slide Time: 13:13) 

 

So, you will talk about the yes or no. So, if it is no, then his team's commitment to the decision is 

essential, and if it is no, no further discussion will be there. However, if the team is committed to 

the decision is crucial because we are talking about the quality of the decision, then yes. Then we 

will go for enough information. So enough information is needed to decide on your own, and 

here on this particular decision, the problem is well structured.  

 

If we say yes and then decide on our own, and when we say no, then definitely, in that case , we 

will find that is the here we will go; it is a well-structured problem. Moreover, if the problem is 

not well-structured, if it is no, the decision yourself would be the team supporting it; yes, there is 

autocratic 2 in the autocratic two style A2. So, in the A2 style, what is decided that is the quality  

of the decision important? Yes. Is the team committed? Yes. Do you have enough information to 

decide on your own? Yes.  
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Moreover, if you made the decision yourself, would your team support it is there. Similarly, you 

will find that whenever we talk about leadership decision trees, it is the A1 C2, A1 G2, and then 

again, that is a group discussion; their autocratic decision will be there. Moreover, does the team 

share the organizational goals? Yes. Then definitely they will be the participant you will be there 

and enough information if there is not enough information.  

 

Then here, when ultimately you end with the conflict among the team over the decisions likely,  

the collective one will be the decision will be taken group discussions will be taken . So, 

therefore, here, you will find that on these parameters, there are the different yes and no you are 

to a decision tree has to be taken care of and then accordingly, you will adopt the appropriate 

leadership style will be there. 

 

So, when we talk about these, suppose the conflict amongst the team over the decision is likely , 

and if it is no, then definitely, in that case, why A2 because the Leader can himself take the 

decision but while taking the information from the subordinates. Whenever we talk about his 

conflict among the team over the decision is likely, and when we are saying that the team support 

was not there, then definitely G2, that is, a participant 2 has to be adopted is there. 

 

If a conflict is not to be taken likely to occur, you can adopt the C2 is there, and then you will 

have this collective C2 style of the leadership style adopted for taking that decision. So, now, 

these are the seven suggested, suggested questions in a given situation. Dear friends, you can try 

your situation as evidence-based management. I have talked the last time that this leadership  is 

evidence-based management. It is not the traditional management now.  

 

The difference between traditional management is that these models are given, and you have to 

apply that model as it is. However, now but then, sometimes these models are successful, 

sometimes not. So, it was the research. It was done and done when found that there were no 

other situational factors. So, the leader has to consider the other factors called evidence-based 

management. What is the evidence if there are situations and accordingly they will decide about 

whether this particular style of leadership will work or it will not work? Now in the Normative 

Decision Modeling interactional framework is there. 
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And then definitely whether the acceptance is there. So, if there is formal acceptance by the 

Leader, it will be decided accordingly. So, first, the Leader has to take these decision process 

preferences. What are the preferences are there, and these preferences will be why I would not 

take because of the quality requirement; if there is a quality requirement, you can focus on what 

information is there.  

 

We see into A1, A2 and, C1, C2 types of the leadership on the chain for taking the decision. 

Moreover, if it is a problem structured, there is a situation. So, the Leader, followers, and 

situation are the acceptance necessary for the implementation. If a decision model is solely by 

the Leader, will the subordinate accept it or not? There is also to be seen. Otherwise, you will 

decide, and it will not be followed in the organization.  

 

Often, it has been seen that if leaders are taking a decision that has not been acceptable to the 

followers, there is no point in accepting that particular decision is conflict over preferring the 

solution likely and then yes. If that is yes, it is there, then you are to make another decision based 

on that situation, yes and no; you can take the help of the decision tree. Moreover, based on  the 

international framework, you can decide which style of leadership you can prefer.  
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Once you decide about that particular leadership style, you can plan accordingly. That is how the 

decisions are to be taken. Now here is this particular concept of this leadership style for the 

decision making. I want to take this particular case study. 

(Refer to Slide Time: 19:47) 

 

So Kathy McCarthy was the production department manager in Alvis Corporation, which 

manufactures office equipment. After reading an article that stays the participant's benefit to 

management, the workers are not unionized. Kathy believed that this benefit could be realized in 

her department if the workers were allowed to participate in making some decisions that af fect 

them. Now this will be a prevailing situation for many of you. 

 

Before, like these types of discussions or the courses, you might be taking your own decision . 

However, now you keep reading the article that involves the workers or your f ollower's group 

members. Kathy selected two decisions for an experiment in participative management. The first 

decision involved the vacation schedules the second decision involved the production standards. 

 

So, she thought, why not adopt the participatory style of decisions? Therefore, these two matters 

are the vacation schedules and the production standards. She is decided on these particular 

decision strategies or policies that are to be made for these vacation schedules or the production 

standards. Moreover, that will be decided based on the participative management is there. 

Furthermore, if this becomes successful, she will go for this participative decision-making style. 
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The first decision each summer, the workers are given two weeks of vacation, but no more than 

two workers can go on vacation simultaneously. So, the earlier the decision was that workers 

would go on two weeks, then two workers could go on vacation simultaneously. In prior years, 

Kathy decided who would go, and she would first ask the workers to indicate their preferred 

dates. 

 

Then she considered how the work would be affected if different people were out 

simultaneously. So, therefore she was getting this information, information from the group 

members who wanted to go on the vacations and then decided. It was essential to play in the 

vacations schedule, and that would ensure adequate staffing for all of the essential operations 

performed by the department that all of us know that his work should not be suffered. 

 

When more than two workers wanted the same period and had similar skills, she usually gave 

preference to the workers with the highest productivity. Now, this is also a fascinating point 

which you can note that is it not the seniority rather than it is the highest productivity which has 

been taken into consideration and therefore, in that case, it is a merit, merit-based. So, your area 

may not be for the production, but when you think the design wants to implement the same 

decision, you have to consider the merit for that particular.  
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Moreover, if the two subordinates are there, they want to go on vacation and who are the better 

performers that you are to see. 

(Refer Slide Time: 22:48) 

 

The second decision is has been increasing steadily over the past few years and the company 

recently installed some new equipment to increase the productivity is there. So , the help of 

technology was taken to increase productivity. The new equipment would make it possible to 

produce more with the same number of workers. So, therefore in that case, always we talk about 

technology management. 

 

Furthermore, nowadays, when we are about the artificial intelligence era, this era in  the AI era,  

the same number of workers will be having the more production is there. So, here is a piece rate 

for each unit produced about west 100 amount. So, therefore what is an incentive piece? That 

means there is a product base, how much production has been done, there is a category 

production, there is a formula according to that formula piece rate is done, then the standard 

amount will be paid. 

 

Top management wanted to readjust the production standard to reflect that the new equipment 

made it possible for the workers to earn more without working any more complex. So, therefore 

these production standards that is how new types of equipment are to be used for the workers. So 

that they can help them without working any harder, they can do the output is there.  
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Then Kathy called a meeting of her 15 workers an hour before the end of the workday and asked 

them to make their recommendations. So, it was a tremendous trial done by her. Kathy, if  you 

got that, the workers might be inhibited about participating in the discussion if she were present. 

So, she left them alone to discuss the issues. So that is a Leaderless discussion. Nowadays, this is 

also becoming very common and popular that decisions by the group members are done and 

without the Leader.  

 

So, there is always a leaderless group discussion that the organizations prefer. So, here when she 

wants to take a particular decision and when we she was meeting this attempt, she what she 

which type of the leadership she was using that is the A1, A2, A3, A4 than in that case it is that it 

will be their C1, C2 type of the leadership will be there where she wants to discuss the issues 

with them without considering that what will be the decisions made will be done by the Leader.  

So, the Leader remains absent. The leader is not working there, so the group members will 

decide.  

(Refer Slide Time: 25:28) 
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The group's response to division 1 on the vacation issues was deadlocked. Moreover, several of  

the workers wanted to take their vacations during the same two week period and could not agree 

on who should go. So, this was a deadlock was there. That is the yes, like here in the Indian 

context; I would like to share my experience data whenever there are the on this Diwali holidays. 

So, everybody wants to go on leave; this question arises: we will go on leave. 

 

So, in some organizations, it is a seniority basis. In some organizations, it is a merit basis. 

Nevertheless, it is always a conflicting issue is there. So, here also the conflict was not resolved 

it was there was a deadlock, the deadlock was dead yes all of us want to go on the same Diwali 

week festival for example that is for Diwali festivals we want to go to all of us want to go, but at 

the time two can go. Some workers are good. They should have priority because they have more 

seniority. 

 

While others argued that priority should be based on productivity in the past, in that case, it is 

always the conflict between the merit and the sincerity is there. Because it was a quitting time, 

the group concluded that Kathy would have to resolve the dispute herself . After all, was not that 

what she was being paid for? So therefore, in that case, let the manager decide because he is paid 

for that solution to these types of problems. 

(Refer Slide Time: 27:07) 
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Workers responded to Decision 2 when Kathy returned to her department just at quitting time. 

Moreover, she was surprised to learn that the workers recommended keeping the same standards. 

The worker speaking for the group explained that their base pay had not kept up with inf lation 

and the higher incentive pay restored their actual income to its prior level. So theref ore , in  that 

case, it was there. 

 

So that again, it was the same number for the group explained that to give it the inflation and the 

higher incentive pay restored their actual income to its prior level. So the question arises where 

the two decisions are inappropriate for a group decision procedure according to the Vroom 

Yetton model. How will they apply? This is for your assignment, what mistakes were made in 

participation, and what could have been done to avoid the manager's difficulties.  

So therefore, in that case, the workers gave no solution, and it was left to Kathy only. So, it 

means that that particular participation process is not fruitful or complete. So, therefore what do 

you think is what mistakes have been made and then using these difficulties the manager then if  

you are the manager how you will take it decision. So, therefore you have to study a ll this data 

from sweltered Yetton model and then the decision tree and then accordingly, you have to decide 

with the help of the decision tree. 

(Refer Slide Time: 28:39) 
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Now, this is the research paper, and it is the educating managers on decision making in 

leadership. This paper describes a research program spanning three decades to develop the 

normative leadership style model, specifically, the form and degree to which managers should 

involve team members in decision-making. So, here you will find that this particular leadership 

decision-making model has been used with the help of this case study. Also, you can understand 

what type of research is required? 

 

Now please understand that every organization has to do its research, and they have to identif y 

that is the how these Vroom's model Vrooms Yetton model of the decision making tree that will 

be applicable. Furthermore, in that case, it has to be seen that is whether these team members in  

decision making they are making the appropriate decisions or not. 

(Refer Slide Time: 29:43) 
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So, a historical review of the participation in decision making is conducted along with a 

describing the development journey of the normative model of decision making for a leader. So, 

here it has to be seen, which is the developmental journey of good decision making for a leader. 

That depends on whatever has been the history book review in participation. So, in some 

organizations, even if you are encouraged to participate, you but what they say the boss is better 

some like in this case we are saying seen.  

 

A boss is better for this particular style of these problems to be solved. Therefore, even when you 

are going for the participation decision, it is not working. Also, with the help of the three 

briefcases, the practical application of participation in this paper in decision-making is discussed, 

accompanied by the instances pointing out the successful implementations and challenges f aced 

by the managers while practicing participation from followers in the decision-making processes. 

(Refer to Slide Time: 30:42) 
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With the help of the normative decision-making model, leadership styles to be used in 3 different 

cases were identified. While looking for the applications of the normative model, the authors 

found that the one CEO of  a large organization so, therefore this normative decision-making 

model and the leadership style that has to be taken in different cases were identified. So, you can 

refer to this paper and find out these cases. 

 

Moreover, once you have a large organization, send the memorandum to the senior executive to 

use a pencil and pen version of the model. In contrast, another government executive makes it 

mandatory for the managers to use the Vroom analysis before deciding. So one freedom was 

given in the one case while it was then done for another. It was founded in some cases th at the 

model did not benefit much, especially where no experiential activities were conducted after 

training managers in concept of the model. 

(Refer Slide Time: 31:48) 
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Moreover, the model participation decision-making model has not been worked; the authors 

argue that didactic expositions of the model are largely ineffective in producing behaviour 

change unless accompanied by the exponential activities that enable managers to examine their 

implicit assumptions about the consequences of sharing their decision making power is there. 

 

So, therefore, in that case, this step of the model is ineffective in producing the behavioural 

change that asks the followers to take the decision unless there are an experiential activity 

witness so expansionary activities like the Kathy as Yetton whether about the vacations What is 

your opinion? So all of you, please discuss and let me know which enables managers to examine 

their implicit assumptions. 

 

So, unless and until it is not experiential activities are not done, it is tough to say that this model 

will work. The Author implies that having models of when and when not to employee participate 

can be helpful. However, its real utility is likely to be realized with educational activities 

designed to encourage members to examine and reflect upon their assumptions about leadership 

and how their existing behaviour patterns may fall short of what is needed in today's world. 

 

So, therefore, in that case, it is becoming essential that whatever you are making, you want to 

apply that model. So, you have to educate your employees unless you will not be successful until 
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you do not have to educate. The books recommended for this particular leadership decision 

making is about this. 

(Refer Slide Time: 33:34) 

 

The original model gave authors that are victor H. Vroom and the W. Yetton and which you can 

refer to for this group's further understanding. 

(Refer to Slide Time: 33:47) 

 

Vroom and Yetton select a critical aspect of leadership style the extent to which Leader 

encourages his subordinates' participation in decision-making is there. Moreover, they describe a 

normative model that shows the specific leadership style is called for in different situations. So, 
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therefore it is becoming the specific leadership style is there they may have different classes are 

situations the normative model will be decided. 

 

Moreover, therefore in a given situation, in this book, it has been mentioned that the leader 

should behave. So, let us behave in the different situations they look at the differences in 

leadership style and what situations induce people to display autocratic or participative 

behaviour. So that has been discussed in this particular book. So, what you can learn f rom this 

particular book is if you find this similar situation as mentioned in the book. 

 

Then you can try to adopt a particular style of decision-making style. However, I would like to  

segues that is this book's journal papers there giving the exposure understanding, but ultimately , 

the decision has to taken by the manager on his own he cannot copy the decision from the books, 

and one should not. Because they are so often mentioned, there are critical dimensions in the 

culture and the followers. 

 

So, when we talk about the culture and followers, you have to see how they are working at your 

workplace. Furthermore, accordingly, you have to decide whether this model will work in a 

given situation or not.    

(Refer Slide Time: 35:35) 
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These are the specific reference for this particular topic to the normative decision-making model 

where you can go through these books and literature this is all about the normative decision-

making model given by the Vroom and Yetton and create a decision tree and make the decisions. 

Thank you. 
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So, earlier models of which we have discussed about the leader-member exchange theory and 

vroom-yetton and decision tree model is there. Now, interestingly with the pair of research 

because earlier the trait theories, the behaviour theories and on basis of those theories that 

different models have come. So now, the question arises about the situation, and therefore, in 

that case, the situational leadership model that we will see that is how it has been working. Now 

in the situational leadership model, the 4 types of leader behavior are there that we will be 

discussing. 

(Refer Slide Time: 00:57) 

 

The follower’s readiness is in very much more important than the maturity levels of the follower 

then-new employee in that situation and then in the case of the situational leadership model and 

interactional framework as usual the case study, the research papers, book recommendations, and 

the references that we will be discussing. So, here whenever we are talking about the situational 

leadership model also called the Hersey-Blanchard model is primarily concerned with the 

maturity level of the team members is there. 

(Refer Slide Time: 01:36) 
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This is one of the models of situational leadership. And in this case Hersey-Blanchard model, 

there are different situations that have been considered and the leader should adapt the flexible 

leadership style. And high maturity team members are experienced and able to make decisions 

independently. And therefore, in that case, that is whenever there is the followers those who are 

having the team members mean followers basically or your team members are there and when 

they are having a high maturity level are there. 

 

Then definitely yes, they can make their decisions and make decisions very independently. So, 

for example, the section heads, so section heads it is expected that they are having a high 

maturity model is the maturity level will be there. And when they are having a high level of 

maturity then definitely their decisions, they can take the decisions independently. And here we 

will talk about the moderate maturity employees are capable of but lack confidence.  

 

So, there is another category of these, the followers are that they are having the not high maturity 

they are having the moderate maturity but it is a high maturity level they take the decisions 

independently. The moderate maturity employees are capable, but lack confidence or have 

confidence but are not willing to complete the tasks they are assigned. So, therefore, because of 

lack of confidence and they are not willing to complete the task that their task has been assigned.  
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And the low maturity employees are enthusiastic and willing but do not have the skills or 

experience to complete the tasks is there. So, here the Hersey-Blanchard has talked about the 3-

maturity level, where the high maturity moderate maturity level and the low maturity level is 

there. 

(Refer Slide Time: 03:36) 

 

This situational leadership model offers answers to 2 important leadership questions is there an 

optimum way for leaders to adjust their behaviour with the different followers and thereby 

increase their likelihood of success. And therefore, in that case, it will be always important that is 

the leader has to adjust the behaviour according to the maturity level of the followers. So, if they 

are different followers and there their maturity levels are different.  

 

Then definitely, in that case, the leader is supposed to have these particular the flexibility that is 

the how to adapt to the maturity level is there. What factor should the leader base his behavior on 

the followers’ intelligence and therefore, in that case, it has become very very important that is 

the leader of behavior the followers’ intelligence that has to be taken care of. So, in this case, is 

the follower’s intelligence is important or his personality traits are important.  

 

The value system of the follower is important or the preference which he has is important other 

technical competence is important. So, therefore in that case the leader has to take care of these 

different dimensions. And when he takes care of these different dimensions then, in that case, he 
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will be adapting the different leadership maturity models so here you will find that is the there 

are the 4 types of the leaders are there, leader behaviours is there and those that is a task 

behaviour and the relationship behaviour is there.  

(Refer Slide Time: 05:21) 

 

When the task behavior is directive behavior is there. So, in this case, there is a low relationship 

and a low task is there. So, when it will be happening that when there is a delegating is there. So, 

delegating means giving that particular opportunity to the followers so that they will be there is 

not necessarily to interact with mature with them and therefore they will be on the low 

relationship and low task there.  

 

So, here you will find that there are the R1, R2, R3 and R 4 are there is unable and unwilling for 

the insecure is there. So, if R1 style is there unable and unwilling is there then in that case you 

have to go further telling style. The telling style that is autocratic style is there. So, in autocratic 

style because neither they are willing to work your followers are unable and unwilling. So, 

therefore in that case, it is always better that is you are having the telling style is adapted.  

 

The second maturity level is that. That is the unable but willing or the confident is there. And 

therefore, in that case, this type of follower they are willing to perform. A simple example if I do 

not know the operation of this particular machine how to do that. Then, in that case, I am unable, 

but I want to know and I want to do this job. So, they are the willing is the confident type of 
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these the followers are there. When you are having the unable but the willing are confident 

employees then you can go for the selling style of this leadership style.  

 

Selling style means that is explaining, explaining them, and persuading. So, therefore in that 

case, what will happen? That is they will be able to do the task because they are unable but 

willingness is there. So, once your leadership explains them selling means explained and 

persuading there. So, here it will be a high task and a high relationship will be there. Now, 

whenever we are talking about the third level of R3 level of the level maturity level of the 

followers they are able but unwilling or insecure.  

 

So, if they are unable but they are able they are competent but they are not doing the task that is 

unwilling to perform there so, therefore, it is that easy it will be encouraging, encouraging will 

be in the problem-solving. So, therefore what do you have to do? You have to interact with them, 

because these are the employees, those who are very important and because they are able so, 

competent to employ, but they are not performing.  

 

So, whenever these competent employees are not performing you have to give them the 

encouraging also and the problem-solving. So, once you adapt this particular style, then 

definitely in that case, you will find that is your leadership style will be more successful 

according to the situation is there. Suppose, you are having the able and willing and confident 

employees you know so, therefore from unable to we come to the able and unwilling R1 to the 

R4 that is the unwilling to the willing.  

 

So, when we are having able and willing so, no telling style, no autocratic style is required no 

selling style because they know their jobs and they are willing also and they are able also here 

and they are able and because they are able. So, it is not like that is unwillingness because they 

are having the willingness also. So, therefore, in that case, it is just observing and monitoring that 

will do because these are the competent employees.  

 

And whenever you are having these competent employees those who are able and willing then 

definitely you can do whatever a leadership style that will be the delegating style will be there. 
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So, therefore these 4 leadership styles, telling style, selling style, participating style and 

delegating style. And all these 4 styles of these leadership that will depends on the R1 R2 R3 and 

R4 situations that is the maturity level of followers whether the they are able and willing 

delegating is there. 

 

They are able but unwilling to participate is there they are unable but willing selling style is there 

and telling style that is totally they are unable and unwilling is there. Here you can also connect 

to what we discussed earlier A1 A2 C1 C2 and G2 is about the autocratic style and participating 

style in the democratic style. And therefore, in that case, whenever you find people are they very 

hard to work to then, in that case, you will be autocratic style. So, as per the situation you do this 

act you act as per the situation and adapt the flexible leadership style.  

 

So, it, then one more important point is there that is in the case the one person can be unable and 

unwilling for the one task but he can be able and willing for another task. I hope you are getting 

my point that is the same person. So, it is not about the person it is about the a given situation 

and person. So, for a given task if the person is able and willing. So, then definitely, in that case, 

you can go for that particular D is a delegating style but the same person can be unable and 

willing with the same person you can adapt the selling style.  

 

So, what I want to say that is it will be the situation, the person is the same, situation changes 

immediately you have to also change your leadership style. 

(Refer Slide Time: 12:04) 
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So, 4 types of this delegating style are other team members to be responsible for certain tasks to 

lead subgroups. And this style best suits a team of high maturity employees because it requires 

team members to be both confident and capable. Then the participating style is there This style 

focuses on sharing ideas and decisions leaders who use a participating style might apply it to 

moderately mature team members who are capable but have low confidence and need one on one 

mentoring is there.  

(Refer Slide Time: 12:28) 

 

Selling style is there this term refers to a style that involves the leader attempting to sell his ideas 

to the group by persuasively giving task instructions. This may sometimes suit moderate team 

members, but it is best used with the employees who are confident but unable to complete tasks 
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is there. So, therefore in that case, this leadership style will be working with those employees, 

those who are confident but unable to complete. So, what you are selling means you will give the 

ideas you will support them. So, that they can perform the task.  

 

The telling style is that is autocratic style is there, give me explicit directions and who supervise 

all tasks closely. These style best suits low-maturity followers who are unwilling as well as 

unable to act independently and therefore in that case, they will be having the telling style is 

there.  

(Refer Slide Time: 13:13) 

 

So, in situational leadership follower readiness refers to the followers’ ability and willingness to 

accomplish a particular task, and therefore in that case, in case of the situational leadership, the 

followers have that ability and willingness. That is becoming our maturity parameters to 

accomplish a particular task so readiness is not an assessment of individual personality traits, 

values, age and so on. It is not a personal characteristic, but rather how ready an individual is to 

perform a particular task.  

 

So, as I mentioned it there will be the readiness is there. So, therefore if the person is ready to 

perform a particular task. But then he is not having that ability, then definitely you will adapt the 

appropriate which are selling style we will approach. So, any given follower could be low on 

readiness to perform one task, but high on readiness to perform different tasks. So, therefore, 
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focus on that particular situation for certain tasks like for example, detouring tasks so for touring 

a task one may be able, but unwilling.  

 

So, which leadership styles you will adapt. So, you will be adapting the participating style is 

there one person who is able and willing that particular task of touring. So, therefore he is willing 

for touring also he is also able so, what type of leadership style you will adapt? So, that is the 

delegating style that will be there. So, therefore, in that case, the appropriate leadership style will 

be adapted.  

(Refer Slide Time: 14:58) 

 

They are unable and unwilling the knowledge followers lack the knowledge skills and 

willingness. I always talk about the case model and therefore, in that case, you will find that is 

the case a knowledge, skill, and attitude and therefore, willingness is an attitude is there. So, if 

you adapt it knowledge, skill, and willingness, then the maturity level of unable and unwilling is 

there.  

 

So, then if it is low then definitely will go for the autocratic style unable but willing is there so, 

followers are willing and enthusiastic, but let the ability is there so, therefore in that case when 

they are unable and the willing because already, I mentioned earlier also in the style that is for 

the unable, but willing is selling style able yet unwilling is participating still able and willing, 

they will be the delegating style will be there. So, these were the maturity levels are there. Now 
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let us take an example of the new employee. A new person join your team and you are asked to 

help them through the first few days.  

(Refer Slide Time: 15:57) 

 

You sit in front of a PC and tell them you have some work to do and then you leave for a 

meeting a very interesting exercise you can do to implement and check this particular leadership 

model. So, whenever a new person that is the new employee who joins you and you want to find 

out that what is the maturity level of this particular person. So, therefore, you have to tell them 

you have some work to do and then you leave for a meeting. What happened? Here the follower 

is on R1 unable and unwilling and you have opted S4 delegating. 

 

So, everyone loses as the new person feels helpless and unmotivated as well as you failed as a 

leader. So, therefore, in that case, whenever the new person has joined. What should have 

happened? You should have detailed instructions and a checklist for the new person you should 

have opted for S1 telling leadership style there. So that is close supervision and directions which 

are supposed to be given to these new employees there.  

 

Because you are just said and you are assuming that is this new employee will be able to do but 

definitely in that case because the person is new to organization, he does not know what to do, 

how to do, whether it is right or not? So, his confidence level is very low so you cannot go for 

the delegating here dear friends. So, what is required is that is here that is a clear-cut instructions 
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are required, directions are required and it is a telling style is required. In the case of the 

situational leadership and international framework is there. So, then here the telling, selling, 

participating and delegating. Decision to use that is a development interventions are to be there.  

(Refer Slide Time: 17:54) 

 

So, therefore in that case whenever we are talking about the accomplishment of any task which is 

to be completed or increased the follow readiness, this is very very important. A very important 

point, I think that is you should also observe readiness. Many times, I come to across this 

particular situation and find that is the even the person because he is able and unwilling and 

therefore, his readiness is low. 

 

Your readiness is low to perform readiness is low to accept, so readiness and we can talk later on 

in detail about the readiness of followers. So, what is required to increase readiness 

developmental interventions are needed no again, here is a question how effective will be your 

developmental interventions because if the person’s maturity level is low even you try to give 

him the developmental instrumentations and interventions apply, but he will not be able to grasp 

it, he will not accept it know.  

 

Therefore, he is he will be reluctant to increase readiness. So, you are all developmental 

interventions that will fail. So, what to do in that case? You have to find out whether a person is 

able or not. A person is able and when his readiness is low, you have to go for the participating 
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style but you are participating style if does not work. So, then you are to see whether the person 

after the consulting the person and encouraging what was the word that was encouraging and 

participating.  

 

But encouraging and participating you are asking him that is okay what is the problem why you 

are not delivering, you are supposed to deliver like these, you can do this. But he is not 

delivering, he is not able to understand your instructions then, in that case, it is better to be the 

telling style move to the telling style is there because his ability will be converted into unable. 

Because the unwillingness is there already and we are classifying that particular person into the 

able but that person is not into that able category.  

 

So, therefore in that case it was a wrong notion that is for that particular task he will treat him as 

unable if our developmental intervention does not work. So, therefore you have to find out that 

what is the follower readiness is there and it seems that there is no readiness is there. So, what is 

the task to be accomplished that is a situation is there and if the task has to be completed in a 

timely then definitely in that case, the leader has to take the action and get the work done.  

(Refer Slide Time: 20:56) 

 

So, case study why are you not the listening, Jim Anderson is a training specialist in the human 

resource department of a large pharmaceutical company. In response to a recent company-wide 

survey, Jim specifically designed a 6 weeks training program on listening and communication 
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skills to encourage effective management in the company. A very interesting and relevant case 

for you so, Jim's goals for the seminar are twofold for participants to learn new communication 

behaviors and for participants to enjoy the seminar. 

 

So, they will want to attend future seminars. The first group to be offered the program was 

middle-level managers in research and development. This group consisted of about 25 people, 

nearly all of whom had advanced degrees there. 

(Refer Slide Time: 21:41) 

 

Most of this group had attended several in-house training programs in the past so they had a 

sense of how the seminar would be designed and run. Because the previous seminars had not 

always been very productive, many of the managers felt a little disillusioned about coming to the 

seminar. As one of the managers said here we go again a fancy in-house training program from 

which we will begin nothing because Jim recognized that the managers were very experienced, 

and he did not put many restrictions on attendance and participation.  

 

This is to be learned, that is those who are having the already experienced one. So, attendance 

and participation are you cannot make compulsory as per younger students in the class. 

(Refer Slide Time: 22:31) 
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He used a variety of presentation methods and actively solicited an environment from the 

managers in the seminar. Throughout the first 2 sessions, he went out of his way to be friendly 

with the group. He gave them frequent coffee breaks during the sessions during these breaks, he 

promoted socializing, and then networking is there because they were the experienced people.  

(Refer Slide Time: 22:52) 

 

During the third session, Jim became aware of some difficulties with the seminar. Rather than 

the full complement of the 25 managers, attendance had dropped to about only 15 managers. 

Although the starting time was established at 8:30, attendees had been arriving as late as 10 

o'clock. During the afternoon sessions, some of the managers were leaving the sessions to return 

to their offices at the company. As he approached the fourth session, Jim was apprehensive about 
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why things had been going poorly. He had become quite uncertain about how he should 

approach the group.  

(Refer Slide Time: 23:20) 

 

So, many questions were running through his mind. Had he treated the managers in the wrong 

way? Had he been too easy regarding attendance at the sessions? Should he have said something 

about the managers skipping out in the afternoon? Were the participants taking the seminar 

seriously? If you are the Jim how you will handle this particular situation? This is your 

assignment.  

 

Jim was certain did content of the seminars was innovative and substantive, but he could not 

figure out what he could change to make the program more successful. He sensed that his style 

was not working for this group, but he did not have a clue as to how he should change what he 

was doing to make the sessions better. What style of leadership is Jim using to run the seminar, 

from a leadership perspective, what is Jim doing wrong? 

(Refer Slide Time: 24:13) 
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What specific changes could Jim implement to improve the seminars? This will be a wonderful 

assignment for you this research paper which you can refer a taste of the 3 basic assumptions of 

the situational leadership 2 model and situational readership 2 model and their implications for 

the HRD practitioners are there. This paper is written by the Drea Zigarmi, Ken Blanchard 

companies. They are from Escondido, California, USA, and the second author is Taylor Python 

Roberts from Valencore Consulting, San Diego, California, USA.  

 

Purpose, this study aims to test the following 3 assertions. All 4 leadership styles are received by 

followers. That is the telling, selling, participating and delegating. All 4 leadership styles are 
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needed by followers. If there is a fit between the leadership style and style a follower receives 

and needs, that follower will demonstrate favorable scores on outcome variables are there.  

 (Refer Slide Time: 25:19) 

  

For the first and second assertions, a proportional breakdown of the 4 leadership styles are 

observed within a sample of working professionals is presented and discussed. And the regarding 

the third assertion, for 10 outcome variables multiple one-way analysis of the variance tested 

mean differences between followers who experienced leadership style fit that is a fit between 

received and needed style and followers who did not experience fit and sample was n=573 is 

there.  

 

So, therefore in that case, that is the all these leadership styles were observed and the ANOVA 

was there which is a statistical test which is used on those who are the students they can go to 

implement this test of the test those who are not from this statistical background, they are to 

understand this statistical test by which we understand that is the who experienced leadership 

style fit and therefore for this purpose, the sample size the leaders who have been responded they 

were the 573. Subscale scores from the leader action profile the work intention inventory, the 

positive and negative effect scale in adapted form of the affective cognitive trust scale were used 

as a study measure were there. 

(Refer Slide Time: 26:34) 
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3 of these 4 leadership styles of the SLII framework were reported as frequently-issued only 3% 

of employees reported receiving the S1 and that is the high direction low support, while 33% 

reported receiving S2 high direction and high support, and 22% reported receiving S3 Low 

direction and the high support and 42% reported receiving S4 low direction and low support that 

is about the delegating style is there.  

 

That the particular relevance of employees’ manager fit in situational leadership theory, 

particularly for the following outcomes work intentions total score intent to perform, intent to 

endorse, intend to stay intent to use organizational citizenship behavior or positive affect, 

negative affect, affective trust, and the cognitive trust is there and these were the parameters 

actually these are the dimensions of the behavioral science, which has been studied by this 

particular paper is there.  

(Refer Slide Time: 27:33) 
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So, as human resource development practitioners seek to educate and train their leaders on how 

to be more effective with their direct reports this research provides evidence that all 4 styles are 

needed and received, although there were lower instances of reporting the S1 style, telling style 

to be needed are received is there. Now, you see that these I would like to comment on this 

study, that is the here we are taking the survey method and in survey method, we are asking our 

interpreting on the basis of whether anybody requires the telling style or not. 

 

And naturally, the findings will be nobody wants to go for the telling or autocratic style, 

everybody wants to delegating style is there. So, the findings are natural in this particular paper. 

A fit exists between the leadership behaviors they need and leadership behaviors they receive 

greater positive job effects is lower negative job affect increase cognitive and affective trust in 

the leader and higher levels of favorable employee work intentions were evident. So, therefore 

the maturity level and the leadership style that has to be merged, if the maturity level is low, then 

it is very difficult to get the output or outcome as per the leaders’ expectations. 

(Refer Slide Time: 28:50) 
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So, this is the book that is a situational leader Dr. Paul Hershey has written this particular book, 

Leader these, the Oxford Handbook of the leader-member exchange book recommendations. 

(Refer Slide Time: 29:01) 

 

 And this book presents the situational leader model which provides a system for managing 

people that is both conceptual and practical. It has a scope that is broad enough to permit its 

application to a wide range of situations and promotes a precise language in which managers 

could both understand and act upon the problems they experience in managing people. So, the 

main idea of the book is that one size does not fit al. So, therefore, debt is a basic message that is 

the one cell of leadership that will not be working for all is there.  

(Refer Slide Time: 29:27) 
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These are the references that you can refer for the purpose of further studies and it has been 

about the book has been also mentioned. So, I recommend that is the I found this model very 

interesting. We will be discussing the further different situational leadership models, but this 

model I found one of the models which I like most. So, this is also one of them. That is this is a 

situational model.  

 

And what we say is that is about the way the maturity level of the follower is there accordingly 

you are to act as a leader. So, these references, the reference of the book is also given. So, I am 

sure that will help you to be more effective and successful leaders. So, it is not only the effective 

leader it should be the efficient leader also there is a successful leader he will be there. So, this is 

all about situational leadership and Hersey-Blanchard model about the leadership. Thank you.  
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Contingency Model and Path-Goal Theory 

 

In these leadership theories, we had talked about the leader-member exchange theory then we 

had talked about the AOR model also. In continuation of these different theories and models 

as I have already mentioned earlier also that is you have to find out whether the which one is 

the becoming the more and more appropriate in a given situation with your organization that 

you have to implement, but basically what we are discussing is there are different options are 

there and you can opt any 1 option or the option with the modification as per your situation 

you can do. 

(Refer Slide Time: 01:10) 

 
In continuation of this today, we will be talking about in Fiedler’s contingency model, 

identifying your leadership style, situational favourability, leadership effectiveness, path-goal 

theory, leader behaviours, follower behaviours, situational factors and as usual the case study, 

research papers and book recommendations.  

(Refer Slide Time: 01:27) 
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Now, whenever we are talking about Fiedler's contingency model, then the contingency 

model recognizes that leaders have these general behavioural tendencies and specifies 

situations where certain leaders or behavioural outlooks may be more effective than others. 

Fiedler's contingency model of leadership is probably the earliest and most well-known 

contingency theory is there.  

 

Now, here I would like to mention the certain your attention for these certain keywords. For 

example, this is a contingency model and this is a situation model it is there and then there in 

this case in specific situations that is you have to act accordingly, this is the beauty of this 

particular model. We had talked about Hershey’s venture model last time, where the maturity 

level.  

 

Unable and unwilling, unable and willing, able and unwilling, and able and willing are 

telling, selling participating in directing style of leadership that we have talked in the last 

time. In continuation of the beautiful model, this is another beautiful model. By Fred Edward 

Fiedler, which was published in the book Management and Organizational Behaviour 

Classics in 1993. 

(Refer Slide Time: 02:36) 
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And this particular model, they have 2 forces, leadership style methods and situational 

favourability is there. In spite, Fiddler's contingency model is different from situational 

leadership theory which mentions that leaders who correctly base their behaviours on 

follower maturity will be more effective. Now here, how it is different from the situation 

leadership theory? Leaders who correctly base their behaviours on follower maturity will be 

more effective.  

 

Whereas the contingency model that is a situation leadership theory it is Hershey’s venture 

theory and that has been talked about the follower’s maturity. Now, whereas the contingency 

model suggest leader effectiveness is primarily determined by the selecting the right kind of 

leader. So, therefore, in that case here the leader was having the different leadership styles, 

here we are talking about the right kind of the leader for a certain situation. 

(Refer Slide Time: 03:35) 
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So, there in a particular situation who will be the right leader? So, in the survey, identify your 

leadership style, identify the situation and determine the most effective leadership style. 

(Refer Slide Time: 03:46) 

 
Fiedler believed that leadership style is fixed and to determine leaders’ general style a 

tendency, he developed an instrument called the least preferred co-worker that is the LPC. 

Who is the least preferred co-worker? The scale instructs a leader to think of the single 

individual with whom he has had the greatest difficulty to working. Now, you see there are 

the number of subordinates are there or you can say followers are there and then as a leader 

you tune up with them with the different functions and styles and interactions.  

 

Then slowly and slowly you find that is the you are comfortable with some of the followers 

and you are uncomfortable with some of the followers. So, leadership style and the follower’s 

maturity or follower’s style of working is not matching. And that will be the least preferred 

co-worker. And in the case of the least preferred co-worker; then to describe that individual 

in terms of a series of bipolar adjectives such as friendly-unfriendly, or the boring or 

interesting and the sincere and insincere.  

 

So, this perception is developed by the leader as soon as when he is having the interaction 

and therefore, on basis of this interaction what is coming out is difficult working. These 

difficult working which is creating the sincere and insincere. So, of course, these are also the 

examples have been given friendly and unfriendly and boring and interesting, but as far as my 

opinion is concerned, I will share my experience that is the upto certain extent friendly 

unfriendly is.  
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But basically, we are talking about the superior subordinate relationship leader follower 

relationship. So, leader follower relationship is friendly, however, we say that is my 

behaviour is friendly, but do not treat me as a friend, I am your boss. And the boring and 

interesting is not the question according to me, because the job has to be done and we are the 

organizational employees. 

 

So, what is the boring in what is interesting it is a very, very personalized opinion the job is 

to be done, whether it is boring or it is interesting the leader has to get work done. So, I 

discard this boring-interesting to find out the least preferred or co-worker. Rather than this is 

becoming the most important dimension which I will would be as personally means, my 

comment is this and this will become for me while analysing. Suppose somebody it is an 8-

point semantic differential scale is there.  

 

So, if you are using the scale so, maybe unfriendly little bit and some maybe boring little bit, 

but if he is the insincere even little bit then that will be big problem for me. So, therefore, in 

that case, near the what, least preferred co-worker is a person is insincere, then it will be 

difficult for some leaders to our consensus, but of course, it will depend on personality to 

personality, there might be certain leaders those who will be looking more towards the 

friendly.  

 

Because the friendly behaviour with the subordinate that is also creating the ease of work. So, 

that might be the priority is there. So, based on their least preferred co-worker score, leaders 

are categorized into 2 groups, low least preferred co-worker leaders and the high least 

preferred co-worker leaders are there.  

(Refer Slide Time: 07:43) 
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In the case, terms of their motivation hierarchy, low least preferred co-workers’ leaders are 

motivated primarily by the task. So, work is important the job is to be done. What is required 

is the ultimately delivery of the job is very, very important. Therefore, it is the leaders are 

motivated primarily by the task. Whereas the high least preferred co-worker leaders are 

motivated primarily by establishing and maintaining the close interpersonal relationships. So, 

it will be the task oriented and it will be the people oriented are there.  

 

So, low least preferred co-workers’ leader motivational hierarchy will be like this, that is the 

task and the people because they are motivated primarily by the task. High least preferred co-

worker leader motivational hierarchy here the people are concerned. So, the pyramid will 

come like this and here, the people are the having the priorities because of the close 

interpersonal relationships are there.  

 

Therefore, these are also called as the task-oriented leaders and relationship-oriented leaders 

are there. So least preferred co-workers are motivated by the task or by the people's 

interpersonal relationship is there. Now here, we have to also see that is whenever we are 

talking about this task oriented and the relationship-oriented leadership then how the situation 

is developed.  

(Refer Slide Time: 09:21) 
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The second aspect in the contingency model is situational favourability, which is the amount 

of control the leader has over the followers means one side the leadership stand, task oriented 

and relationship oriented. And another side is the situational favourability. Fiedler included 3 

sub elements in situation favourability. These were leader member relations, task structure 

and positioning power.  

 

So these were the 3 dimensions are there. The leader member relations are the most powerful 

of the 3 sub elements in determining overall situation favourability. They involve the extent 

to which relationships between the leader and followers are generally cooperative, and 

friendly are antagonistic and difficult are there. So, therefore, it becomes very, very 

important, that is whatever the relationship is developed between the leader and followers, 

they are generally that has to be cooperative and friendly.  

 

Or if it is not, then definitely another chance of that particular relationship will be leader-

member relationship will be that is the antagonistic and difficult. Leaders who rate leader-

member relations is highly feel, they have the support of their followers and can rely on their 

loyalty is there. Second is the task oriented and third is the positioning power.  

(Refer Slide Time: 10:44) 
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Now the task structure, the task structure is second in potency in determining overall situation 

favourability what type of the task is there. So, exactly what is analysed? Here the leader 

objectively determined the task structure by assessing whether there are detailed descriptions 

of the work products means. You see that is the competency of the follower by doing a 

particular task that is the detailed structure of this your products, standard operating 

procedures, SOPs are objective indicators of how well the task is being accomplished.  

 

So, here we are talking about the quality of the task and therefore, in that case, if the detailed 

description of the work product is given standard operating procedure SOP is given or the 

objective indicators, their task is being accomplished, then definitely in that case, you will 

find that is the task structure becomes the important. The more one can answer these 

questions affirmatively, the higher the structure of the task. And when, it is with the questions 

are not that much affirmatively it will be having the low structure of the task.  

 

So, there will be the high structure of the task and there will be the low structure of the task, 

there will be the good relationship, there will be the poor relationship. Third dimension is a 

position power so, position power is the weakest of the 3 elements of situational 

favourability. Leaders who have authority or rank the authority to administer rewards and 

punishments. This is very motivational factor, what leader will give us?  

 

You see whenever we talk about the influence of behaviour, so, there is one dimension that is 

the Return on Investments, ROI and Return on Investment is that, whatever I am doing, what 

I will get in return? And therefore, it is about the need to administer the rewards and 
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punishments whether the leader is competent enough for the rewards. Then definitely in that 

case, the leader will be having the more of positive power. 

 

But when they will be the punishments will be there then even because of the fear the 

follower will be having the step of the fear and he will follow the leader. The legitimacy to 

conduct follower performance appraisals of greater position power, then leaders who lead 

them, so, definitely in that case, those who are having the power of the reward and 

punishment. So, this step of the leaders they will be having the high position and they will be 

having the low position in those who are lacking into the giving the rewards and punishment 

both if the leader is not having that power, then his position and power will be weak.  

(Refer Slide Time: 13:32) 

 
So, here is the member relationship that is the good and here it is the low is there even task 

structure is there it is structured, unstructured, and it was structured and unstructured is there, 

positional power will be high low, high low, high low and high low is there. So, therefore, in 

this octant figure a contingency model octant structure for determining the situational 

favourability will be there.  

(Refer Slide Time: 13:49) 
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So, leadership effectiveness depends on both the leader’s style and the favourableness of the 

leadership situation. Now, some leaders are better than others in some situations, but less 

effective in other situations are there. To understand contingency theory therefore, we need to 

look first at the critical characteristics of the leader and then at the critical aspects of the 

situation is there. 

(Refer Slide Time: 14:10) 

 
Now here this is Fiedler model, it is very, very interesting you see. Now this red so, therefore, 

this is becoming the task oriented this blue this is relationship. Now, the situation is, situation 

number 1, this first 1, 2 it is given 2, 3, 4, 5, 6, 7 and 8 suggestion number 1 leader member 

relations that is good. The task structure is high and positional power is strong. So whenever 

we are talking about this particular situation number 1, what type of this leadership is 

preferred?  
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Yes, you are right this is task oriented is preferred this is a performance. So, performance is 

high here, performance is low here, this is low this is high. Similarly, whenever we are 

talking about the relationship is there. So, this is the favourable, this is moderate, this is 

unfavourable. So, this is a favourable situation this is the performance is high when you are 

having the good relations high task structure leaders positioning power strong.  

 

I had a question for assignment for you. Why Fiedler has preferred these tasks oriented for 

high performance? Why relationship is not there? Because relations are good. So, he could 

have suggested this blue line also for the high performance but he is advised which type 

leadership will work. Task oriented leadership style will work, why? So, the reason is the 

everything is favourable.  

 

Your relations are good, your task structure is high, your positional power is strong and as a 

result of which, this time you should not be idle. This is a time when the “Make Hay While 

the Sun Shines”. So, this is the most favorable situation and you should be task-oriented 

leader. So, whatever it means? Whatever the goals or objectives you will decide, people will 

follow they will give the results and organizational effectiveness this performance will be 

high.  

 

But I will like to give you one warning here, that is the in the case you go relationship 

oriented because everything is favorable. So, do not be come into the comfortable zone. This 

is not the time for the comfortable zone you are supposed to be very prompt in action and that 

is a task oriented and then you see where you take your organization you will take your 

organization to a very high level your effectiveness will be maximum.  

 

Interestingly, when we come to the situation number 8, I would like to come to situation 

number 8 it is leader member relationship is poor, task structure is low position and power is 

weak. Whatever leadership is suggested by the Fiedler, here also the task oriented is 

suggested. Now, situation number 1 and situation number 8. Here also it was the high, here 

also it means task oriented. However, the situation 1 is very favorable suggestion number 8 is 

totally unfavourable.  

 

So, what is the reason? The reason is this that is the whenever we are talking about the totally 

unfavourable situation. It is only you are to get involved in your job, come on time, do your 
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job and leave the workplace nothing else. Because relationship is poor you need not get 

entangled into the unnecessary problems and therefore, in that case, it is the situation number 

8 is becoming very, very important.  

 

However, when you come from situation number 8 to situation number 5. Here what type of 

relationship is suggested? Relationship oriented is suggested. So, therefore, in that case, you 

will find that is the whenever you are talking about this particular situation number 5 

relationship oriented. Why? Because what is the situation? Relationship is poor, task structure 

is high, position power is strong but the leadership is the poor question mark. So, what you 

can do to be effective leader? You develop the relationship.  

 

Keep a good relationship with your subordinates, your followers try to understand them 

because the task is high, position power is strong and then if you develop that relationship, 

so, what will happen when you will convert these poor into good where you will reach? You 

will reach to the situation number 5 to situation number 1. Because you are writing here 

good, writing means you are developing the good relationship.  

 

So, it is good, it is high it is strong, it is good it is high it is strong. So, very important for 

leaders to understand is most favorable situation task oriented, the least preferred situation 

poor, low and weak again task oriented but definitely understanding of task is different and 

when you are having the situation number 5, where the moderate situation is there. So, 

develop the good relationship and when you will develop the good relationship you will be 

having the favourable conditions such as number 1 and it is a golden time of your career.  

 

So, therefore, what I will suggest is you understand the situation, how is your relationship 

with your boss subordinate? What type of the department or section you are working or what 

is your position can you give out rewards and punishment or not? If you cannot give the 

rewards and punishment who will listen to you? Nobody will listen to you so, then that time it 

is okay fine. So, our task structure is what?  

 

The task structure is low or maybe task structure is you can take the situation I would like to 

take the situation number 6 here the task structure is high, but position power is weak because 

we are not able to give this. So, in spite of the poor, you go for the good. So, therefore, it will 

be a situation number will be which one? When your position power is weak, your task 
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structure is high and then you develop the good relationship. So, here you will come what 

type of leadership?  

 

Task oriented. Again, task oriented is there and dear friends, so, therefore, please understand 

that is the accept this particular zone. You are supposed to be the task oriented. And, in this 

zone, you are supposed to be relationship oriented according to the situation and this is the 

wonderful model which Fiedler has given and therefore, we find that is on the basis of this 

particular task or relation with the members and the position power this theory model will be 

working.  

(Refer Slide Time: 22:41) 

 
Another theory model that is a Path-Goal theory. Path-Goal theory discusses how leaders 

motivate followers to accomplish goals by enhancing follower performance and followers’ 

satisfaction. Now, here you can see this is a path follower follows the path and achieves the 

goal. So, what the leader does? The leader defines the goals. That is where he can do on basis 

of what he can decide the goal? The availability of valued rewards for followers.  

 

So, therefore, in that case, we help the followers identify and remove roadblocks. So, suppose 

here is the roadblock then the clarify the path here is the obstacle, he starts working on this 

and he is not able to reach here he comes down. So, therefore clarifies the path and remove 

the obstacles and as soon as he removes obstacles by providing the support, he again comes 

to the path and he achieves the goal. 

(Refer Slide Time: 23:26) 

216



 
So, therefore, in that case the Path-Goal theory leaders can help followers to identify their 

path by selecting specific behaviour to get to the followers and according to situations by 

working on this and they can get the appropriate behaviour is required. So, leader increases 

the follower’s expectations for success and satisfaction. The leader’s action should strengthen 

follower’s beliefs that if they exert a certain level of effort. They will be more likely to 

accomplish a task and if they accomplish the task, they will be more likely to achieve some 

valued outcomes are there. 

(Refer Slide Time: 24:00) 

 
So, there are the different behaviour in the Path-Goal theory. One is a directive leadership 

that they are expected to do, how to do it when it is to be done and the supportive leadership 

is there, which is having the courteous and the friendly interactions expressing genuine 

concern for the follower’s well-being it is always that nowadays you are talking about the 

well-being of the followers and when you are concerned with that, then definitely in that 

case, you will be having the better outcome in the Path-Goal theory is there. 
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Then you can have the participative leadership is there engage in the behaviours that mark the 

consultative. Because many times what happens that is a follower is not able to communicate 

properly what is the problem and then in that case, it is more and more the participation is 

required and their suggestions concern and recommendations can be given to the follower 

that is the you do like this and then the things will be improving.  

 

Achievement-Oriented leadership now here one thing which I will like to remind you, what is 

the difference between leader and leadership? Leadership is a process. So, here whenever I 

am giving these suggestions according to these theories or I am narrating these theories then 

at that time please understand that is the reciprocation is required from the follower also. A 

leader may try. 

 

But if the follower does not try then there it will be incomplete leadership and that is why this 

situation is very important. Then the achievement-oriented leadership is there, they would be 

set challenging goals for the group and follower behaviour, continually seek ways to improve 

performance and the followers always perform at their highest.  

(Refer Slide Time: 25:36) 
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They get us in the Path Goal theory are followers locus of control. Locus means place of 

control, internal locus of control that is a self-belief, external locus of control belief into the 

external environmental factors need for affiliation, that is there is a need for the developing 

the relationship and maintaining the relationship and the preference of structure is there. So, 

how it has been interpreted by the follower is we in this context that is the whether the desire 

for control is there or not? 

 

There is a relationship is not and preference of the structure is there is not and then followers’ 

perception of their own skills. This is very, very important and what I was talking about there 

is unless and until you are the follower’s perception of their own skill you are not concerned 

then definitely in that case, it will be very difficult to get the leadership complete. 

(Refer Slide Time: 26:24) 
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So, Path Goal theory consists 3 situational factor task, formal authority of system and primary 

work group, independent motivational factors, constant on the behaviour of the followers and 

the rewards are there.  

(Refer Slide Time: 26:45) 

 
So, this is about the one case study, the manager of a small business called the copy centre 

near a large university and plays about 18 people, most of whom worked part time while 

going to school full time. The store caters to the university community by specialization in 

course packs, it also provides desktop publishing and standard copying that is a copy centre is 

there.  

(Refer Slide Time: 26:56) 

 
Two other national chain copy stores in in the immediate vicinity of the copy centre yet this 

store does the more business than both of the other stores combined. A major factor 

contributing to the success of the store is that Daniels leadership style. What was the 

leadership style? That was the, whenever the students were approaching to Daniel, for their 
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class studies and Daniel has a reputation for being really helpful with working out or the 

schedule conflict.  

 

So, therefore entity if it is not like this, that I will work from this period to this period only. 

He was very cooperative and making the changes into the schedule according to the 

convenient of the followers, Daniel is always willing to juggle schedules to meet the needs of 

everyone. Students talk about how much they feel included as if Daniel makes the store like a 

second family for them. So that is becoming the very comfortable situation is there. I would 

like to give the example here of my camera man, Mr. Pankaj.  

 

So, therefore, we are having different classes timing and he is always very cooperative 

whether it is a Saturday or whether it is the morning or evening as per hour after our class 

schedules. So, he is very happy to adjust during the lunch time especially. Now because the 

most of the common time which comes out for the recording duties for me is the lunch time 

and he is always ready. So, therefore, this is a helpful with working out the schedule conflicts 

are there. So, it is not like this that is working hours are this and during lunchtime I will not 

be able to do so therefore less working hours are there it is not like this. 

(Refer Slide Time: 28:31) 

 
So, work at the copy centre divides itself into 2 main areas, duplicating services and desktop 

publishing. In both areas, leadership is effective. Duplicating is a straightforward preparation, 

taking a customer's original and making copies of them because this job is tedious. Daniel 

goes out of his way to help the staff make it tolerable because this is a more tedious job.  
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So, they but he is helping them a friendly work atmosphere by doing such thing as letting the 

staff we are casual attire, then Daniel spends a lot of time each day conversing informally 

with each employee, he also welcomes staff talking with each other, he has the ability for 

making each worker feel significant even when the work is insignificant is there. So that 

behaviour of the leader that when we can imagine from this case study the environment 

which he creates. In the desktop publishing area is more complex than duplicating.  

 

It involves creating business forms advertising pieces and resumes. So therefore, it is 

challenging work is there. So satisfied customers most of the employees in this area are the 

full-time workers. Through the years, Daniel has found that the employees who work best in 

desktop publishing are very different from those who work in duplicating. Now, you see 

always that is those who are competent, their behaviour will be also you will find the 

different, quite independent, self-assured and self-motivated. 

 

And you can understand the meaning of this and therefore they will mean that they will do 

the work as they want. Self-assured means the way they know the job they will do and that is 

the best way and a self-motivated is when that is the we will do it according to ourselves. 

(Refer Slide Time: 30:03) 

 
So, in supervising them did not use them a lot of space. You also please understand the 

meaning of these leadership styles. So, therefore give the space for the competent people, 

because they want their own style to perform when they need help, but otherwise leave them 

alone, otherwise do not touch them.  

(Refer Slide Time: 30:24) 
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So, role of being the resource person for these employees, if an employee is having difficulty 

on a customer's project, the willingness joins the employee in troubleshooting the problem. 

So therefore, but you see, the competent persons can also have the problems. So then join 

them to solve the problem. If one of the staff is having problems with a software program, 

Daniel is quick to offer his technical expertise.  

 

So because the employees in desktop publishing are self-directed Daniel spends far less time 

with them than with those who work in duplicating. Overall, Daniel feels successful with his 

leadership at the copy centre, profits for the store continues to grow each year and it is the 

reputation for the high-quality services widespread is there. 

(Refer Slide Time: 30:57) 

 
So, these are the questions for you for the assignment to Path Goal theory Why is generally 

an effective leader? How does this leadership style affect the motivation of employees at the 

copy centre? How characteristics of the task and the followers influence Daniel's leadership? 
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One of the principles of path goal theory is to make the end goal valuable to workers. What 

could Daniel do to improve the follower motivation in this area?  

(Refer Slide Time: 31:19) 

 
This is about the research paper which aims the importance of maximizing resources in the 

institution to promote knowledge management practices, leadership, information technology, 

and the knowledge management and here how the knowledge management is analyzed 

concern about the industry academic institution has not received much attention. There is an 

academic the author's developed research model by focusing on academic institution is there.  

(Refer Slide Time: 31:45) 

 
This is the author used structural equation modelling to check the research prototype, the 

finding of this is a show that the leadership style with Path Goal theory and the IT are 

elements that support current knowledge management program in university setting. The 

results of hypothesis are displayed in figure 2. So, therefore, that has been the examining the 

factors. 
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And therefore, you will find that is the how directive supportive participant to an 

achievement-oriented style of the Path Goal theory which is given the knowledge 

management practices. And this information technology which was based on the social media 

and internet access that has been able to generalize that knowledge management with the Path 

Goal leadership style is there.  

(Refer Slide Time: 32:29) 

 
To explore the KM program academic institutions practical implications are there that will be 

helping you to share the increase in knowledge sharing in your city manager staff officers 

support to maximization. However, those who are from industry, they can find out that this 

will be helpful in the context. That is the leadership style, whatever the autocratic style is 

their participatory consultative style is there, which you can use to achieve the goals. 

(Refer Slide Time: 32:59) 
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Now, these are the books which have been referred that is the Fiedler's book read his own 

book that is the new approaches to the effective leadership.  

(Refer Slide Time: 33:06) 

 
And this book is recommended a clear understanding of why leaders are effective? Such 

elements as leaders’ personal decision factors and stress, which he has mentioned. 

(Refer Slide Time: 33:16) 
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These are the references which you can refer for your further more readings and this is all 

about the Fielder's leadership model and the Path Goal Theory, contingency theories. Thank 

you. 
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Lecture-11 

Charismatic and Transformational Leadership 

 

So, in the past, these leadership models, we have talked about the member exchanger model, 

then AOR model, Hershey and Blanchard's model, then we talk about the normative decision-

making model then we have talked about the, Fiedler's model and then we have talked about 

the Path-goal theory model. In continuation of this different style of leadership now, today we 

will talk about the charismatic and transformational leadership style is there. 

(Refer Slide Time: 00:53) 

 

So, here we will talk about the charismatic leadership, types of the authority systems, 

transactional leadership, transformational leadership, charismatic versus transformational 

leadership, charismatic and transformational leadership common, case studies, as usual, the 

case study research papers, and the book recommendations we will talk about is there. 

(Refer Slide Time: 01:06) 
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So, whenever we are talking about the charismatic leadership, leaders are passionate, driven 

individuals who can paint a compelling vision of the future right. Through this vision, they 

can generate high levels of excitement among the followers and build a particularly strong 

emotional attachment with them is there. So, therefore in that case, whenever we are talking 

about leadership so with, leadership is always concerned with the vision; vision is there. 

 

So, naturally, when we are talking about leadership, then definitely a vision will be there. So, 

generate the high levels of excitement. This generation of a high level of excitement that is a 

strong emotional attachment and connects basically. The word which I would like to use here 

for the strong emotional management, attachment, is there that is the connect. So therefore, in 

that case, we will find that is whenever we want to make this a particular relationship 

between the leader and the followers. 

 

Then it becomes very, very important that is we are having that connect with that vision 

emotionally connect, some characters charismatic leaderships can result in positive and 

relatively peaceful organizational or the societal changes are there and therefore in that case 

whenever we are talking about the implication. Now the practical implication of this 

charismatic leadership is that that is a peaceful organization is there or the societal change is 

there. Mahatma Gandhi and Nelson Mandela have done commendable work for their 

respective countries. These are the examples are there. 

(Refer Slide Time: 02:53) 
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On the downside, when this passion is passed the selfish gains, history mournfully suggests it 

can have an equally devastating effect on society. Examples might include the Hitler of 

Germany or the Kim Jung-Un of North Korea. Charismatic leadership rests on the devotion 

to the exceptional sanctity, heroism, or exemplary character of an individual person and of 

the normative patterns or the order revealed or ordained by him. 

(Refer Slide Time: 03:14) 

 

So, then about the Max Weber, we will talk about 1970s charismatic leadership was studied 

primarily by the historians, political scientists, and the sociologist is there. Now, this is 

becoming the very much important for us. That is, if you want to create history, everybody, 

whenever he is in the leadership position then he wants to put a landmark, he wants to put a 

footsteps so that is the others can follow it and then he wants to be the historians also. 
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So, that is the historical decisions, historical steps, and that will be the achievement of this 

charismatic leadership will be there. So earlier, it was the historian, scientists, and 

sociologists, and they have followed this particular type of these charismatic leadership are 

there. Of this, the early research Max Weber arguably wrote in 1964 was the single most 

important work where he maintained that societies could be categorized into one of three 

types of authority systems. That is a traditional one, legal-rational and the charismatic is 

there. 

(Refer Slide Time: 04:28) 

 

Now in the traditional authority system, the traditions or the unwritten laws of the society 

dictate who has authority and how his authority can be used? Now, this is very, very 

important; there is a positioning. You see earlier in the society what has been unwritten. 

Unwritten means well accepted as a tradition that is who has the authority and how this 

authority can be used? So, therefore it will be decided by society; society will decide. 

 

So, the leader was driven by the conditions of the society. The transfer of authority in such a 

system is based on the traditions such as passing power to the firstborn son of a king after the 

king dies, and therefore, in that case, the society was having this dictation that is the power to 

the firstborn son of the king after the king dies is there. In the legal-rational authority system, 

a person possesses the authority not because of tradition or birthright. 

 

Like in the previous case, we have seen in the traditional authority system, but because of the 

laws that govern the position occupied. For example, elected officials and most leaders in 

non-profit are publicly traded companies are authorized to take certain actions because of the 
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positions they occupy and the powers in this position itself rather than in the person who 

occupies the position is there. 

 

And therefore, in that case, once the like a manager, you can say when the manager becomes 

a charismatic leader, how he is becoming the charismatic leader? When he has occupied a 

particular position and on that position, what he is doing is he is having that the decision-

making style in such a way that he is creating on the basis of that position he creates that 

authority. 

 

And in this case, that legal-rational authority system that is making these particular aspects in 

the case of this that how that charismatic leader he has been evolved. So, he has been evolved 

by the position. However, in the previous example in the traditional authority system, it is by 

the tradition of the society that the person has occupied that particular position of the 

leadership. 

(Refer Slide Time: 06:48) 

 

But in the charismatic authority system, when we talk about people derive authority because 

of their exemplary characteristics. Charismatic leaders are through to possess superhuman 

qualities or powers of the divine origin here. Now the question arises that is whether are you 

able to develop those superhuman qualities? What are the superhuman qualities? That we will 

see in the trades of the charismatic leaders or the powers of the divine that we say that he has 

the god element. 
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So, many people for our prime minister Narender Modi Ji say that is it is the element of god. 

So, powers of divine origin that save them apart from the ordinary mortals are there. The 

locus of authority in this system rest with the individual possessing these unusual qualities. 

So, there are certain unusual qualities that are there which the individuals are possessing, and 

as a result of which, they are becoming the powers of divine or the superhuman quality. 

 

It is not derived from the birthright or laws, and it is not because that is they have born into a 

particular family or they have given the legal authority relationship but the position only. So, 

because the many country heads may have the positioning power, they will not necessarily 

have the charismatic leadership. According to Weber, charismatic leaders come from the 

margins of society. 

 

They emerge from the margins of society and emerge as leaders in times of great social crisis 

is there, and whenever they serve the society, I would like to connect here; we will talk later 

on also that is servant leadership and leaders in the times of the great social crisis that will be 

doing. These leaders focus on society both on the problems it faces and on the revolutionary 

solutions proposed by the leader. So, thus cosmetic authority systems are usually the result of 

a revolution against a traditional and legal-rational authority system. 

 

So, charismatic leaders are coming the out against or out of the box as a result of other than 

your traditional systems of the leadership style is there or when you are legal that authority 

position relationship is there, or the leaders' position is there, and then they are emerging as a 

charismatic leader no, it is not like this. Rather than first, they are coming up from the 

margins of the society, and secondly, they have come out of the revolution, and as the 

revolution takes place, these charismatic leaders and they emerge. 

(Refer Slide Time: 09:38) 
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Here we will find about transactional leaders; who are the transitional leaders are there? The 

debate surrounding charismatic leadership shifted dramatically with the publication of James 

MacGregor Burn’s leadership; once in 1978, Burn’s was a prominent political scientist who 

had spent a career studying leadership in the national political arena. He believed that 

leadership could take one of the two forms, transactional or transformational is there. First, 

we will take transactional leadership. Transaction leadership occurs when leaders and 

followers are in some type of exchange relationship. 

(Refer Slide Time: 10:10) 

 

What type of the exchange relationship is there to get the needs meet? So, therefore what are 

they fulfilling? They are fulfilling the needs of each other. The exchange could be economic. 

So, therefore this can be the economic exchange or political exchange, or the psychological 
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exchange and examples might include exchanging money for work, votes for political favors, 

loyalty for consideration, and so forth. 

 

So, therefore transactional leadership which is coming to the given tech exchange 

relationship, is there and therefore it is having the exchanging money for work and there what 

happens that the leader is in the position because he is giving that salary, pay, packages are 

there or there maybe what are the political favors also. In that case you will find that is that 

the transitional leader has emerged as getting contributing to the society and society is giving 

him the votes or the loyalty for consideration is there. 

 

And therefore in that case because he has the loyalty for the organization and the organization 

is giving something. Transactional leadership is common but tends to be transitory in that 

there may be this is very important word because you will understand the difference between 

the transactional and transformational leadership on the basis of this transitory. Transitory 

means with the period of time. 

 

So, therefore in the case of the period of time in that there may be no enduring purpose to 

hold parties together once a transaction is made. So, once transaction is done forget about it. 

So, therefore in that case in the transactional leadership it is existing till the transaction takes 

place. Once also noted that while this type of leadership could be quite effective it did not 

result in organizational or societal change and instead tended to perpetual and legitimate the 

status quo also. 

 

So, therefore this type of leadership will be if it did not result in societal change rather than it 

will be the perpetual and legitimate status quo and therefore in that case you will find this 

transaction leadership is have been with the prayer of time which is the working. While when 

we are talking about the transformational leadership the second form of leadership suggested 

by Burn’s in transformational leadership is which changes the status quo by appealing to 

followers' values and their sense of higher purpose. 

Refer Slide Time: 12:41) 
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The transformational leaders articulate the problems in the current system, so therefore here it 

is changes the status quo. While the transactional that is going with the development product 

time and then it stops. But here it is challenging the status quo that is the follower’s values 

and their sense of higher purpose. So, they are comfortable, they are working in a particular 

style of the value systems and here the leader what he does? He changes. 

 

The challenges and changes transformational leaders articulate the problems in the current 

system and he finds out what is wrong is going on in the current system and have a 

compelling vision of what a new society or organization could be and it is a change. Basically 

this is related with the change management is there transformational leadership. Transactional 

is also is a change definitely but then in that transactional is the periodical changes there. 

 

And therefore in that case it is a give and take and the directions have been given the 

followers are performing and the money is paid, loyalty for consideration and all these 

aspects are there. But here it is totally a change and whenever we are talking about a change a 

vision has been given and that vision is creation of the new society. So, normally what the 

leader wants? Leader wants to transform the organization why the transformation leadership 

to take it to the next level. 

 

Next level by totally changing but the followers values are changed their sense of higher the 

higher purpose have been changed and this new vision of the society is intimately linked to 

the values of both the leader and the followers. But it is not forcefully, it is not a push 

236



technique of change. Rather than it is the he gives a vision, transformational leader just says 

that is no this our society has to be the tech savvy society, technology oriented society. 

 

There has been science and technology behind the principles and therefore it should be art 

also because we are studying the management so we always talk about the balancing between 

the science and art. But the science that is about the change of the technology developing the 

society making it the modern society not the western society I am talking about, I am talking 

about the modern society that is for that purpose the vision has to be given. And it represents 

an idea that ideal that the congregate with their value systems are there but we be careful if 

you want to be the transformational leader by studying this then in that case yes you can 

change. 

 

You can create a vision but that vision should not change the value system, that is a beauty 

our society culture, society values, societal norms. That should not be changed, but ultimately 

then we are changing we are changing the society with the modern look. And that is 

technology based look is there I am giving just one example and this example can be 

applicable for the organization also. So, organizational values will not change, the 

organizational norms will not change but the organization’s look will change. Organizations 

will be more tech savvy. 

(Refer Slide Time: 16:20) 

 

So, according to Burn’s transformation leadership is ultimately a moral exercise in that it 

raises the standard of human conduct, the standard of human conduct is rest not the change. 

This implies that the acid test for transport leadership might be the answer to the question do 
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the changes advocated by the leader advance or hinder the development of the organization or 

society? It is a very big question. 

 

Now dear friends you please understand that is whenever any leader is advocating a change 

where it leads to, whether it is leading to the development of the society or it is leading 

towards the hinder development of the society? Because if it is for the short term so you will 

find it is development but long term it is the entrance. So, be careful that is there should not 

be the hindrance that is your original values, organizational values, societal values that 

remain has to be same. 

 

Transformational ideas are also skillful at reframing issues; they point out how the problems 

or issues facing followers can be resolved if they fulfill the leader’s vision of the future and 

therefore leaders should be skillful enough that is with the remaining your values how you 

will making the changes that will be there for their problems. The current problems will be 

changed and resolved if they fulfill the leaders’ vision of the future. 

 

And these leaders also teach followers how to become leaders in their own right and inside 

them to play active roles in the change movement is there. So, whenever we are talking about 

the charismatic versus transformational leadership. All transformational leaders are 

charismatic but not all charismatic leaders are transformational. 

(Refer Slide Time: 18:06) 

 

Transformational leaders are charismatic because they can articulate a compelling vision of 

the future. So, therefore in that case what they do? They are creating a future and strong 
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emotional attachment with the follower. However, this vision and these relationships are 

aligned with followers value systems and help them to get their needs meet. So, therefore in 

that case when we are talking about the charismatic leaders are there they are more focused 

with the value systems of the followers. 

 

Whenever we are talking about charismatic leaders who are not transformational can convey 

a vision and form a strong emotional bond with the followers. But they do so to get their own 

needs made, that is a leader’s need it is there. So, both charismatic and transformational 

leaders try for the organizational or the societal change. The difference is whether the 

changes are for the benefit of the leader or for the benefit of the follower. 

 

And naturally what you will be looking for? You will be looking for the benefit of the 

follower. However, the leaders can work for their own benefits also, but definitely we will be 

seeing this vision and these relationships are aligned with the followers are there. So, here it 

is becoming very, very important that is the emotional connect with the followers is very 

important and then they should be developed. 

(Refer Slide Time: 19:30) 

 

Now I would like to take the certain comparison between the charismatic leadership and the 

transformational leadership is there. A leader is the head of the show and he is in charismatic 

leadership vision fulfillment by stimulating followers to leader’s vision and the cosmetic 

leaders are most likely to emerge in crisis situation from the margins and behaviour aimed at 

leader-driven goals and promote feelings of obedience and dependency in followers. While in 

case of the transformational leadership leader is open to follower’s inputs and participation. 
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Vision fulfillment includes your follower and leader vision. It is not follows to leaders vision 

only, but it is inclusive of followers and leaders vision. Transformational leaders can emerge 

at the different levels of the organizational. Behaviour aimed at encouraging teamwork and 

commitments to share the goals are there. So, here in the case of the charismatic leadership 

the behaviour is aimed for the feeling of obedience and dependency in followers. So, 

followers should follow the leader. While in the transformational it is encouraging the 

teamwork and commitment to share the goals are there.  

(Refer Slide Time: 20:37) 

 

Though there are several fundamental differences among the charismatic and 

transformational leadership, many researchers like the Bass and Bass 2009 who do not 

differentiate charismatic from transformational leadership or see charisma as a component of 

the transformational leadership. There are different common threats to both charismatic and 

transformational leadership’s area to leader characteristics, because if it is the leader oriented 

then in that case then what the characteristic of a leader is? Follows characteristics if it is a 

transformational or the situational characteristics it is for both. 

(Refer Slide Time: 21:18) 

240



 

So, common leader characteristics as the vision both transformational and charismatic leaders 

are inherently future oriented. They involve helping a group move from here to there. So, 

therefore in that case they recognize the shortcomings of the present order and offer an 

imaginative vision to overcome them. In both the cases whether it is a charismatic or it is a 

transformational both the leaders they want to go for the future vision. 

 

Then rhetorical skills charismatic and transformational leaders have superb rhetorical skills 

that heighten follower’s emotional levels and inspire them to embrace the vision. So, 

therefore both are what they are catalyzing emotions of the followers? Both the contents of 

their speeches and the way they are delivered are vitally important. 

(Refer Slide Time: 22:04) 
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Image and the trust building: Leaders build a trust in their leadership and the attainability of 

their goals through an image of seemingly unshakable self-confidence, strength of moral 

conviction, personal example of the self-sacrifice and the unconventional tactics to behaviour 

is there. This is the image of the leader is there. Personalized style of leaders: Leader’s share 

strong personal bonds with followers. 

 

Even when the leader occupies a formal organizational role, it is a personalized leadership 

style that seems to be responsible for the feelings of empowerment notable among the 

followers are there. So, therefore it is a personalized style of the leadership is there. Now 

whenever we are talking about that is the identification with the leader and the vision. The 

followers bond with a leader because they may be intensely dissatisfied with the status quo. 

(Refer Slide Time: 23:00) 

 

And they see the implementation of the vision as a solution to their problems are there. Well 

in case of these heightened emotional levels are concerned where the leaders are having the 

high emotional levels in the both the cases; whether it is a charismatic or it is a 

transformational we have seen in both the cases it is becoming very, very important the 

followers emotions. So, common follower characteristics are there. 

 

That is they are driven, followers are driven by the emotions and leader offers to do all they 

can to maintain them, their emotions are to be protected, including getting followers to think 

about their dissatisfaction with the status quo. That is the why they are in the current situation 

and there are certain problems and making impatient appeals directly to followers are 

sensitizing them. 
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That if this current situation is not favourable and therefore it is better that is we are creating 

for the future goals. Willing subordination to the leader and so they are not only emotionally 

charged but involves the followers submissiveness to leaders authority and followers often 

naturally and willingly submit to the leaders apparent authority and the superiority is there. 

(Refer Slide Time: 24:16) 

 

And therefore in that case it is becoming the naturally and willing what followers are doing 

because the vision is created. The vision which has been created by the leader which is 

emotionally connect of the followers and therefore there is nothing like the resistance. They 

become the followers; they become the followers because they are naturally and willingly 

because of the common vision or goal. These feelings of empowerment. So, what will 

happen?  

 

That is when they will become the leaders what will happen? That is they will be having this 

particular achievement with the help of the empowerment. Leaders set high expectations 

while expressing confidence in their abilities and providing ongoing encouragement and 

support. Somewhat paradoxically, followers feel stronger and more powerful at the same time 

and they willingly subordinate themselves to the leader is there. So, what are the common 

situation characteristics crisis is one. An important situational factor associated with the 

leadership is the crisis. 

(Refer Slide Time: 25:30) 
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Although it may not take make a leader look charismatic but it may set the stage for the 

particular kinds of leader behaviours to be effective. Social networks: Attributions of the 

charisma will spread more quickly in organizations having well established social networks 

where everybody tends to know everyone else. So, therefore that will be the social network 

will be developed. There will be the downsizing; people believe that downsizing destroys the 

implicit contract between the employer and employee and it greatly diminishes the odds of 

the charismatic leadership emergency is there. 

 

So, if there is a downsizing then definitely it will go into the diminishes the odds of the 

charismatic leader. Time; another dimension is very, very important is the time. It takes time 

for leaders to develop and articulate their vision and then heighten followers emotional levels, 

build a trusting relationship with the followers and directly empower followers to fulfill the 

vision. Now here I would like to take a very beautiful case study that is keeping up with the 

Bill Gates. Bill Gates inhibited intelligence ambition and competitive spirit from his father. 

(Refer Slide Time: 26:34) 
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A successful Seattle attorney. After graduating from a private prep-school in the Seattle, he 

enrolled in the Harvard but dropped out to pursue his passion-computer programming. Paul 

Allen a friend from the prep school presented Gates with the idea of writing a version of the 

basic computer language for the Altair 8800, one of the first personal computers on the 

market and driven by his competitive nature, Gates decided he wanted to be the first to 

develop a language to make the personal computer accessible for the general public. 

(Refer Slide Time: 27:07) 

 

He and Allen established the Microsoft Corporation in 1975 and Gates passion and skill 

where programming, he would work hard to meet the extremely aggressive deadlines as he 

said for himself and his company. Eventually Gates had to bring in other programmers he 

focused on decent college graduates. We decided that we wanted them to come with clear 
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minds, not polluted by some other approach, to learn the way that we like to develop 

software. 

 

And to put the energy into it that we thought was key. In the early days of Microsoft Gates 

was in charge of product planning and programming while Allen was in the charge of the 

business side. He motivated his programmers with the claim that whatever deadline was 

looming no matter how tight he could beat it personally if he had to. 

(Refer Slide Time: 27:54) 

 

What eventually developed at Microsoft was a culture in which Gates was king. Everyone 

working under Gates was made to fill; they were lesser programmers who could not compete 

with his killer drive. So, they competed with each other. They worked long hours and tried 

their best to mirror Gates-his drive, his ambition, his skill, everybody put very high effort. 

This internal competition motivated the programmers and made Microsoft one of the most 

successful companies in the computer industry and one of the most profitable. The 

corporation has created a tremendous amount of wealth many of its employees have become 

millionaires while working at Microsoft. 

(Refer Slide Time: 28:36) 
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Bill Gates, currently one of the richest men in the world. During the 1990s Bill Gates net 

worth grew at an average rate of 4 dollars 34 million per day that is a dollar 200 million per 

week. Gates needed castle for his kingdom, so he built a much-talked-about a house on lake 

Washington. The house lies mainly underground and looks like a set of separate buildings 

when viewed from above. The house was conceived as a showcase for the Microsoft 

technology. It took a dollar 60 million 7 years of planning and construction and 3 generations 

of computer hardware before it was finally finished. 

(Refer Slide Time: 29:08) 

 

Now these are the questions for your assignment. Would you classifier Bill Gates as a 

charismatic a transformational leader? Because when what we have discussed and studied 

that is a charismatic and transformational question arises this development of Microsoft by 
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the leadership of Bill Gates where do you classify? Consider the followers and employees of 

Gates. 

 

What are the some unique characteristics of gates follows that might identify him as a 

charismatic or the transformational is there and therefore identify that is the exactly what 

characteristics are there? This is the research paper role of CEO transformation leadership 

and the organizational factors and product innovation performance. 

(Refer Slide Time: 29:48) 

 

The purpose of this paper is to examine the direct and indirect effects of the CEO 

transformational leadership on product innovation performance and this research initiates the 

mechanism between CEO transformational leadership and product innovation performance to 

understand the process through which the transformational CEOs exert their influence is 

there.  

(Refer Slide Time: 30:06) 
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This particular research study is a quantitative research, data were collected from 269 

manufacturing firms in the Thailand through a mail survey. This is applied a two-step 

structural equation modeling process. The result indicates that is the CEO transformation 

leadership indirectly affects product innovation performance through an innovation culture, 

organizational learning and the new product development process is there. 

 

So, CEO transformation leadership has a strong effect on innovation culture and 

organizational learning with the NPD process which significantly leads new product 

development process which significantly leads to product innovation performance. By 

integrating the knowledge of the leadership and operations management fields this study 

helps extend the understanding of how leaders at the top of an organization and it influence 

the new product development processes and product innovation outcomes. 

(Refer Slide Time: 30:59) 
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For practical implications to be more effective CEO focusing on product innovation should 

develop their skills and behaviours of transformation leadership to foster the innovation 

culture and organizational learning is there which in turn will affect the product innovation 

performance is there. And therefore we can learn from this particular case study that is the 

how charismatic and transformational leadership styles that can lead to the great success of 

the organization. 

(Refer Slide Time: 31:30) 

 

And this is the book transformational and charismatic leadership: The Road Ahead. 

(Refer Slide Time: 31:36) 
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And this book is a 10th-anniversary edition of transformational cosmetic leadership The Road 

Ahead. In theoretical and empirical work and the professional practice issues associated with 

the transformational and charismatic leadership. New research ideas are there insights and 

directions for the future work is there.  
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These are the different references which you can use for your further studies and for these 

detailed interest and this is all about the charismatic and the transformational leadership 

which we have talked about and I am sure that this will help you to develop a different style 

of leadership by understanding the followers connecting with the followers and developing 

the followers with the emotional connect. This is the end of the session. Thank you. 
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Lecture-12 

Leadership for Tomorrow 

 

In the last sessions we have talked about the different leadership models right from the leader 

member exchange theory, normative decision making style, Hersey and Blanchard's model, 

Fiedler’s model contingency theories and models, Fiedler’s model and then we have also 

talked the path-goal theory. So, after these theories so nowadays there are 2 concepts are very 

important. 

 

One is the traditional management other is the evidence based management EBM and when 

we are talking about the EBM, so therefore currently what is happening? Currently means we 

will take certain period of the traditional management till today. So, question arises what is 

there in the future? So, that for the future the leadership for tomorrow that we will be talking 

about paradigm shift on leadership, shift in organizations, profiles of leaders for tomorrow. 

(Refer Slide Time: 01:16) 

 

Process of leadership development role of crucibles, mechanisms for leadership development, 

delegation, some models of leadership development, case study, research paper, book 

recommendations and references are there. 

(Refer Slide Time: 01:29) 
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Now here whenever we are talking about the leadership and when we go by this particular 

code by the Abraham Lincoln it becomes that is our vision, what is the vision? So, like 

nowadays I am encouraging my all the students from the IITs and IIMs wherever I address 

them that is the heavy vision of the entrepreneur owner. So, traditional management while 

teaching MBA we were talking about be an effective manager, be a successful manager, you 

are a manager, but when we are talking about nowadays while teaching so I am encouraging 

them that is be the owner of your own business, maybe a startup or the entrepreneurship. 

 

So, it is a question that is our generation especially India that is required to be having their 

own business and for having that particular vision they have to create it. So, that future is to 

creation, future creation. What is the leadership creation of future? And if you are able to 

create that future then definitely in that case not only you will be having the professional 

satisfaction but I am sure that is you will have the personal satisfaction also, may be the 

personal satisfaction much more than the professional satisfaction. 

 

So, that leadership is this particular topic is teaching us how to create the future, what is 

required for the future? So, earlier we were talking about the great leaders and good place to 

work. And now we are talking about the great place to work from good to great place to work 

and the great leadership. So, what is the difference between the leader and leadership? And 

here we find that is the difference is whenever we are talking about that it is becoming the 

leader and followers. 

(Refer Slide Time: 03:40) 
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We have seen just in earlier sessions about the contingency models, follow leader, follower 

and situation. So, that leader follower situation this great leadership that is becoming very, 

very important and it is not the only the leaders. The difference is leaders means focus on self 

and leadership is it is a holistic approach. Now on base of this there is a changing 

environment, liberalization increasing the competition is there. 

 

Aware and demanding the customers that is what type of these demands are increasing, 

educated and impatient employees. So, this is also earlier now the in one slide I have shared 

with you that is even these women managers, so their percentage is going to increase. So, that 

is education because of the education level is increasing. So, education is a level is in 

increasing high mobility. So, earlier people were looking for the home town and now they are 

looking for the global village. 

 

So, therefore in that case here that is high mobility is there in the generation. Careerism is 

becoming the very, very important issues. Now husband and wife both are working and we 

will find many couples they are living separately because their careers are at the different 

places. So, this careerism and declining organizations loyalty. This paradigm shift is there 

and this is to be noted. 

 

So, whenever you are having the declining the organization loyalty, so then your leadership 

that will be a question. Growing unemployment and unemployables, there is a other site, 

glamorization of designations and the consequent meaningless promotions. So, you are the 
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partners in the business, you are the presidents and other hierarchy is there. But does it is 

having any meaning of your contribution of yourself. 

 

So, self respect and the next level that is always is becoming the question mark. Resistance to 

radical thinking is there and therefore in that case you will find that is whenever we are 

talking about this particular aspect that is how we are going for this leadership style? Then 

this leadership style that has to be shifting the leader paradigm shift and that has to be 

considered. So, here when we talk about the shift in organizations basically three dimensions 

are there, administration, management and leadership. 
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In case of the leadership now you cannot wait for the long time. So, you have to take a 

decision very fast, quick decisions. So, faster decision making process that has become the 

demand for the organizations, de-bureaucratization. So, therefore in that case those days are 

gone when there was a bureaucracy was there. Now there is nothing like a bureaucracy and 

therefore in spite of the tall structure it is the flood structure which has been preferred. 

 

So, therefore in that case if leader is here then the followers, so it is not that the followers will 

be having these followers and like this. This will not do rather than what is this all will be 

circulated into the circular place only. There is a horizontal structure de-bureaucracy is there. 

De-centralization is there; again this diagram we can use for the explaining this particular 

point. These are the power centric. Layer was the power centric. 
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And the power was totally centered here but now when we are talking about the de-

centralization power is flowing from top to bottom and the administration is there and this 

administration of that leadership that has to be very, very effective and influential. Unless and 

until it is not very effective and influential then in that case it will not be working in a right 

direction. 

(Refer Slide Time: 07:59) 

 

Now the profile of the leaders for tomorrow. What is the profile is there? That is the 

internality is there, this profile is required to be developed. If you want to be the successful 

leader for tomorrow, so internality means concern with one's own thoughts and feelings, this 

is here I would also like to mention about the cognitive dissonance theory. So, in the 

cognitive dissonance theory you will find that there is an attitude and there is a behaviour. 

 

So, here this attitude, this will decide about your behaviour and behaviour will decide about 

your actions. Now when you are talking about the thoughts and feelings, this is the attitude, 

the way you will have the thought and feeling. Now what are your thoughts and feeling is 

there? As we are developing our personality on the basis of the heritage and environment, it 

becomes very, very important that is what sort of this development we are taking care? 

 

What environment is provided, what heredity is provided, what is the situation is there and on 

the basis of this heredity and situation our thoughts and feelings are developed. Simple 

example that is a money, motivation. What motivates you? Money, power or social needs. 

So, therefore these owns that thoughts and feelings that will lead towards the grand vision. 
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So, when we talk about m for the moon if you miss you may hit a star. So, always not failure 

but low aim is crime. 

 

So, therefore the profile for leaders is required they should have a very grand vision, if they 

do not have this grand vision then in that case what will be the action? So, this grand vision 

will direct you towards the action and here you will find that is if we are talking about this 

particular grand vision and actions are there who will be able to complete these actions? 

Actions will be internal locus of control. 

 

So, therefore internal locus of control means belief in self, the leaders part tomorrow is 

required to believe in self, what is most important is this that is the when we are talking about 

the entrepreneurship, we are talking about the startups, we are talking about the boss of your 

own or that owner of an organization. So, for that the internal locus of control is required to 

be very high. 

 

Unless and until you do not have that internal locus of control then definitely it will be very 

difficult to match your vision and to decide your actions, to match your vision and actions 

actually it is a belief in self, internal locus of control means belief in self and that is to be very 

high. Then the optimism; because the environment plays a very important role. If 

environment is supportive, so you are lucky enough. 

 

But if the environment is challenging then to create the opportunities for the challenges, what 

does the challenges do? Challenges create the opportunity, is somebody challenge you, what 

it is an opportunity to prove yourself and therefore that optimism that positive approach 

towards the future that is very, very important. Leaders are to be very optimistic, like even if 

there is a dark night then the next day one fine morning will be there and this belief of the one 

fine morning every problem will be solved, problem solved. 

 

So, therefore today we have to just think of the solutions to the problems and implement it. 

But if we think about this there will be no solution to the problems and these problems are 

headache for me. Then they will not be the leaders for tomorrow. All this is very, very 

important with the professional will. Leaders with this quality often make right choices when 

they handle their forks in the road decision points. 
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This is very, very important. I have talked about this earlier and there I talked about the 

intuition also. So, this professional will that is becoming very, very important. If you have 

that professional will to be successful then definitely you will be making the right choices. 

So, whenever you will come across any square, so therefore which direction will be the right 

direction? So, that is the way you handle and your decision points. 

 

Decision points will be like here, so you are going upward. So, here it is very, very important 

that is the profile of the leaders that the individual personality, internality is required the 

grand vision among the particular person, internal locus of control, optimism and the 

professional will. If all these points are there then definitely in that case the leader will be 

successful. 

(Refer Slide Time: 13:18) 

 

Now whenever we are talking about the next level of the leader and that is about the 

creativity and that is why I always emphasize on that is the solutions to the problems, you 

should be able to identify the solutions to the problems, so creativity is a set of attitude, 

abilities and mental processes. And that attitude we have talked about that cognitive 

dissonance theory and that is about that is the developing the positive attitude. 

 

Attitude to find out the solution. An attitude is the FFO; some bosses are FFO fault finding 

officers. So, what they do? They will identify what is the fault do you have. So, that is 

attitude only, so whatever the best work according to you so once one subordinate said that 

this is my 100%, boss said your 100% is my 40%, there is an attitude because it is not 

measurable but it is an attitude. 

258



 

That if you say 100% I am not happy I will say it is 40% for me. Abilities are there. What 

abilities are there? Abilities are is there a technical skills, human skills, conceptual skills, 

analytical skills, decision skills are required. So, therefore that analytical skills creativity. 

Creativity identifying the solutions whenever we are talking about the identifying the 

solutions and then it is very important you have the big data and data into analysis and the 

data into information, information into knowledge, knowledge into wisdom, wisdom into 

truth. 

 

So, therefore indicate that abilities are required and mental processes and like the CPU you 

have, so therefore in that case that mental process is what as earlier talked about the 

internality. Mental process is about the internality. What is the internality? Internality is about 

your grand vision, your internal locus of control, your optimism. If that is your mental 

process is there positive mental process which we have talked about grain vision, locus of 

control, optimism and professional will. 

 

So, this will be the mental processes. If we have these mental processes that increase the 

probability of hitting upon solutions. Ultimately what happens? Internality is high, ability do 

you have that knowledge about that particular this your job and your attitude is positive that 

will increase the probability of hitting upon the solutions. So, you are well informed both 

novel and appropriate is there. 

 

So, now whatever the solutions you will come out? You will come out with the positive 

solutions are there. Now here whenever we are talking about the second is the innovative 

ideas, innovation is there, because challenges are new. So, whether it is a political or social or 

economical or legal or technological whatever these the problems are there you are required 

to be the innovative, innovation is organizations, new product development when we are 

talking about. 

 

And therefore this NPD new product development it is becoming very, very crucial factor for 

the success of the organization. Then the maverick mindset looking at situations from 

different perspective task and calculated risk, simple example I will give you about the 

downsizing of the main power, how will you do the downsizing of the main power? So, 

somebody will say that we will remove them is it that easy? It is not easy. 
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Labour laws will not allow you to do that and therefore in that case we have to see that is how 

we can do, somebody will say that is the offer them VRS, volunteer retirement scheme is it 

that easy? It is not easy, the money is required, already your organization is into the crisis. 

So, therefore in that case the mindset is required to be the very, very positive then the new 

attorney. When one strives to maintain a teachable spirit and is determined to become a 

lifelong learner and the value new experiences is there. 

 

So, therefore it will be a always important that is whenever we are talking about the solutions 

to the problems, so we are becoming always in an learning mode. There is no end to 

knowledge, everybody whatever knowledge he has then again there are the certain additional 

inputs are there which he can gain as a knowledge. So, therefore it is becoming a lifelong 

learner and value new experience is there with every step of the life it is a new experience, 

new type of people, new technology, new processes, new resources. So, therefore this new 

attorney will be there. 

(Refer Slide Time: 18:22) 

 

The values are this value orientation then the ethics and people first. So, here it will give the 

high priority to searching, retaining and developing the talent is there. So, the third one after 

this internality and the creativity is there and it is about the values. So, this value orientation 

simple value is it is honesty, integrity, whether the person is having those value systems or 

not, the ethics. So, whether the decision making process where ethical or not. 
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So, whether you are supporting the merit or you are supporting your biasedness. So, therefore 

that is to be also checked. People first always whenever you are taking a decision it is not the 

profit, so therefore in that case it is very important that is the right people are with you, I 

would like to give that a example when the Arjun and Duryodhan went to Sri Krishna and 

when the Sri Krishna asked it is what do you want, to whom you want? 

 

You want my army or me and Duryodhan said that it is the army and Arjun said that is I want 

you, so here you will find that is it that talent searching of the talent. So, how do you recruit 

your talent that your recruitment process that HR planning that is being for a leader making 

the team. That is how he creates that you identify the team members and how they make the 

team. 

 

Here just to remind you I have mentioned you about the formula of competency and 

convenience. Competency means we in the people first in identifying the talent we have to 

see those who are having the technical knowledge, that is job knowledge, technical means not 

technology job knowledge first and then convenience those who will follow you the loyalties 

with you, otherwise the highly competent person zero loyalty, it will be zero. 

 

So, therefore in that case it is the competency into convenience. So, you will take the 

convenient people only, so it is the comp here if I will put this convenience 0 and very highly 

competent person but he is not even loyal with you what will be the outcome? Highly 

convincing, so very convenient person, so whatever you say he says yes boss. But his 

competency 0 what will be result? 

 

Zero and therefore it is important that whenever we are selecting the team in the team 

effectiveness for the leader it has to be the people first on the basis of the competency and 

convenience. Social concern not only concerned about the success of their ventures, it is this 

point nowadays as highly mentioned that is the leader should not focus on the self they have 

to focus on leadership as we have seen in the first slide. 

 

So, what it means? It means that that is a follower and situation the society, you are working 

for what? If you are working for the your own gain it will not be successful, you will not be 

able to run for long time and therefore there is requirement is there that is the need for the 

community you are serving for the community is there. 
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(Refer Slide Time: 21:53) 

 

Then the personal humility, the concept of personal humility includes the aversion to lime 

light, always have the personal humility is important. Self restraint, so these are personal 

goals which are to be very much concerned with the society and not only focus on self. 

Empowering your team effectiveness will not be there. If I have seen some bosses, I will do I 

will do myself, then it is a group, it is not a team. So, that sharing the information, education, 

participatory decisions. These are the mechanism, so when you empower your group 

members then definitely you are making the team effectiveness. 

 

If you do not empower, you do not educate your people that tomorrow he will dominate me 

lack of self-confidence, not a successful leader. So, therefore this empowering is very 

important. Culture building; what type of culture do you have? So, therefore when we talk 

about it is a culture of integrity, so then definitely that leader has to prove a culture of 

integrity is there. The fifth point is that is a networking. So, networking competency 

development with their organizations and with the strategic outside groups and organizations 

are there. 

(Refer Slide Time: 23:17) 
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And when they are having the proper networking, communication with the created networks. 

So, suppose you are having the networking and then you do not contact the person with 

whom you are having the networking for these so many months and years and suddenly one 

day you contact will it do? It will not do why? Because that is there was a communication 

break. So, therefore please have the well connect with your networking. 

 

Synergy building, 1 + 1 = 11 that is why it is a behaviour science. So, it is not the only 

science it is an art also. So, that is what we are talking about when we will work together then 

we can win. The customer orientation, interaction with the customers, feedback from them 

because ultimately business is for what? Business is for their functioning with this particular 

the customers only, only then we will be able to survive. So, what is the role of the crucibles 

are there? 

(Refer Slide Time: 24:22) 
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These are the vessels used to melt the metals crucibles in leadership development context 

refers to an intense transformational experience like the second birth is there. So, 4 types of 

crucibles mentoring relationship and then you change the person make them the leaders, 

enforce reflection by force, experiencing a new world that is let learn by themselves, 

disruption and loss that is a negative approach is there. 

(Refer Slide Time: 24:47) 

 

And when these type of the approaches are there then definitely you will not be able to 

develop the leaderships. Then how to develop leadership? The proper recruitment as I 

mentioned that is the eligibility criteria that is the entry. So, therefore you should be very 

careful, so therefore write in write out. So, recruitment is very, very important but with the 

period of time you have to give them the training., 
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And when you are providing them training then definitely there will be the leadership 

development will be because they will have those skills which are required for tomorrow. 

Delegation; I have talked about it is yes you have to give them the empower; empower with 

the rights and therefore but you are keeping the responsibility with you then it will be 

delegation. 

 

360 degree appraisal will be there involving all the stakeholders. So, then they can connect 

with you. Mentoring is there in that case personal connect is there. Matrix career planning is 

there including the early dimensions. Sabbatical is there where you are giving them the 

sabbatical and they are able to develop themselves. Reward system that which motivates 

them and the group competition for the creativity and innovation is there and this group 

competition is with the positive approach. 

 

If we are having this leadership development processes then definitely we will be having all 

these functions as I mentioned about the delegation. So, therefore has some inner power and 

that is you identify the strength of the employee and when you are having this empowering of 

this individual identifying his strength. 

(Refer Slide Time: 26:32) 

 

You will be definitely have these effective way of the empowerment will be the delegation 

will be there. 

(Refer Slide Time: 26:36) 
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So, here we have discussed the delegation earlier also in previous slide that is identify the 

right person, motivate the person, reward the person and then in spite of that if you are not 

getting the results then definitely in this case even after your monitoring you find that is there 

has been the mistakes to plan for the future is there. Then review delegations will be there. 

So, there are some models of leadership development by the companies I would like to take 

Infosys, Wipro, RPG model in the BPO industries is there. 

 

So, this is the 9 pillar model is there in the Infosys for the leadership development. So, 360 

degree feedback, developmental assignment, Infosys cultural workshop is there and about the 

organization culture, development relationship, leadership skills for the training, feedback 

intensive programs, systematic process learning, community empathy and the action learning 

is there. 

 

Whenever we are talking about the Wipro that is the customer orientation, strategic thinking, 

self-confidence, commitment to excellence, willingness to groom other leaders, ability to 

work in teams, adoptability and self-initiate to others are there. So, therefore in that case you 

will find that is the ultimately in both the models you will find what is the common is. 

Common is that is about the work for the society. 

 

So, developing the leaders to serve the society to community and therefore this community 

approach that is required. So, that is why even when we are about the CSR and R so here 

many organizations and they are going by their own style of developing the society is there. 

Here a very good example has been given of the objective setting is done on leadership 
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development by Wipro, life cycle leadership programs are there. And on basis of this 

whatever the early opportunities actually why we are studying all these things? 

 

So, that we can catch the earlier opportunities and therefore the developing the leaders 

requires the earlier opportunities are there which will be decided by the HRU and planning is 

there. Whenever we are talking about the objective setting is there that is a goal and vision of 

the leader that will decide about that particular objectives are there. On the basis of the 

competency based performance appraisal 360 degree and the community service is a 

customer inputs are there. 

(Refer Slide Time: 29:10) 

 

Centered inputs are there then definitely we will be able to do. 

(Refer Slide Time: 29:14) 
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When we are talking about the another model of the RPG model, so there are see like these 

we have seen the 9 and 8 by the Infosys and Wipro here the 7 key com competencies are 

there. Team management, creativity and innovation, customer centricity, process orientation, 

result orientation, business equipment and transparency is there. 

(Refer Slide Time: 29:42) 

 

So, whenever we are talking about these the BPO industries models are there; there is a 

leadership and communication skills, leadership enhancement and advancement enhancement 

is there and the leadership identity is there. So, BPO industries are using this LEAP model for 

the leadership development and ultimately this leadership when we are talking about the 2.0 

that is a new generation leadership. And this new generation leadership will be working with 

the, connect with the mind and body connection is there. 

 

And in the corona time also we have seen that is these types of models they are becoming the 

highly required and making the successful to the leaders are there. Here these are public 

service commission’s the case study is given which is talking about the leaders for tomorrow. 

And here it is a question is that is the very beautiful concept is given in this case study that is 

the cultivating the future talent through the coaching mentoring and feedback counseling and 

development. 

(Refer Slide Time: 30:39) 
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And there is a succession planning is there. 

(Refer Slide Time: 30:44) 

 

So, in this case the succession planning NSW focused that is because one this level of the 

managers or leaders they will go up, so next level has to take their place and there should not 

be the vacuum. If there is a vacuum then there is no leadership development. So, NSW has 

established a leader development program, there is a focusing on the developing the skills 

and attributes. And as a result of which what are the capabilities are required in the leaders? 

 

Communication, interpersonal effectiveness, achieving results, organizational context and 

environmentals are there. So, all these the collective approach and that will leader this 

program for these different levels of the employees then aspiring managers, new managers, 

business managers, senior managers and executives. Every level because you see the 

269



succession planning will be right from the top to bottom and whenever the any level where 

you are shifting to the next level then there lower level of that particular hierarchy the person 

from that level is supposed to take because the internal culture. 

 

Internal culture is becoming very, very important. So, but the performance is measured to the 

360 degree and new and business managers the data file which was collected using the 

standardized survey was done. For senior managers and executive level it is built in 

constructive behaviour leadership. What is that? There is a through 360 degree you find out 

assess your leaders and identify that where are the behaviour, where the mostly adopted work 

is required? 

(Refer Slide Time: 32:31) 

 

On the other end leaders who are ready for setting a direction and the constructing vision 

strategies then they will go for this planning, highlighting communication and reliability is 

there. 

(Refer Slide Time: 32:38) 
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So, now by this structured way of developing the leaders is there and that it is committed 

employees who understand organization strategy and management and ensure the continuity 

of leadership as well as having the backup plan for leaders and managers to replace those 

managers will retire in the future. So, therefore in that case yes you are some top most level 

of the managers they are going to be retired and then these new developer leaders they will 

take the positions. 

 

And they are well aware about the organizational strategies. These are assigned for your 

assignment how paradigm shifts were addressed by the NSW public sector commission? 

Could any other method of leadership development used by NSW explained with the 

justification you can analyze. As usual we are having these research papers delegation 

outcomes, perceptions of leaders and followers satisfaction. 

(Refer Slide Time: 33:31) 
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(Refer Slide Time: 33:32) 

 

It is always important that is we have to go for the delegation. Here the finding of this paper 

also is mentioning about ability and performance and extended these results that is the 

mediation analysis revealed that leader likeliability mediates the relationship. So, therefore 

leader has to be having that like by the followers. 

(Refer Slide Time: 33:57) 

272



 

The findings offered by this particular paper is to delegate by actively reporting these positive 

effects leaders depend on the assistance and cooperation of their employees therefore to 

motivate employees and leaders must be perceived in a positive light. The findings suggest 

that leaders should actively engage in the delegation of responsibilities and ensure that they 

include their employees in decision making processes there which we have talked earlier. 

(Refer Slide Time: 34:16) 

 

As usual I have some recommendations for the books also, developing tomorrow's leaders 

today, inside from corporation. 

(Refer Slide Time: 34:26) 

273



 

And there in this book how the author has talked about lessons from the on the job 

experience. 

(Refer Slide Time: 34:37) 

 

And this is a very, very practical approach book which will be helping you to develop that 

leadership for tomorrow. So, therefore developing the leadership for tomorrow it is becoming 

very easy, you have to go by these different models can take examples and then adopt at your 

workplace; I am sure that is the organization will never have a vacuum and through 

succession planning of developing the leaders for tomorrow it will be successful 

organization. These are the references for your further studies, thank you. 

274



Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology-Roorkee 

 

Lecture-13 

Leadership Attributes 

 

In previous session we are talked about these different theoretical models and the leaders for 

tomorrow. That is what are the attributes are required and how to develop the leaders for 

tomorrow? And we have taken certain industry examples also what are their practices? Now we 

will talk about the attribute of the person, this leader. In attributes like last time the first 

parameter which was very, very important. And that parameter was about the internality and 

when we talk about the internality that is about the grand vision and competency of that 

particular leader that is how that great leadership can be dwell up or what attributes are required? 

(Refer Slide Time: 01:14) 

 

So, in this session we will talk about the great man theory, interpersonal effectiveness, leadership 

attributes, core self-evaluation, self-monitoring, proactive personality, leadership requirement 

model as usual the case study research papers and the book recommendations will be there. So, 

when we talk about the watch your thoughts for the become words, watch your words for the 

become actions, watch your actions for the become habits, watch your habits for the become 

character and watch your character for it becomes your destiny is there. So, ultimately it is a 
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question of your thought process. And I always mentioned that is how the thought process are 

influenced? Thought processes are influenced by the heredity, environment and situation. 

(Refer Slide Time: 01:58) 

 

So, create that environment in which you are able to learn. So, first how this great man theory is 

relevant for this particular concept. 

(Refer Slide Time: 02:10) 

 

The earliest leadership theories the great man theory came to light in the 19th century. It was 

attributed to a historian named Thomas Carlyle, who developed it as a great extent. Now he 

believed that the history of the world is the biography of the great man is there. One of the least 
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leadership theories in this great man’s theory the leadership suggests that some people are born 

to lead. And great leaders cannot be made because the leader’s qualities are innate. 

 

We have talked about this thing in our very earlier sessions that is what is about whether the 

leaders are born or leaders are made? Whenever we are talking about that is the leaders are made 

then definitely in that case we are talking about these theories, this classroom teaching and the 

work experience also or the experiential learning you can say. And therefore in that case this 

great man theory suggests that they are born to lead is there, cannot be made because leadership 

qualities are innate. 

 

So, that characteristic are like for example, the charismatic characteristics we have talked about 

that charismatic leadership then the transactional leadership and transformational leadership. So, 

that has to be developed, intelligence of the individual, political skills and the wisdom and some 

of the natural qualities of a successful leader are there and therefore in that case whenever we are 

talking about this particular theory, so this theory centres on 2 main assumptions. 

(Refer Slide Time: 03:41) 

 

The first is every great leader is born with traits that prepare them to rise and lead, so in the 

support of the trait theories. So, inborn leadership qualities are enough for individuals to exercise 

the influence over others. You see from the childhood only, like whenever we are talking about 
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the Chanakya selected the Chandragupta, how he selected the Chandragupta? And then we talk 

about that is from the observation where he has found those traits, traits have been found. 

 

So, Chandragupta is outcome of the trait theories and contingency theory, situations theory, 

where the environment was provided and skills have been developed. So, here the people 

become the great leaders when there is a need, so here the individuals become leaders when they 

respond to critical situations. And the great man theory examples include the torchbearers of the 

Indian independence movement. 

 

And from that is the Lala Lajpat Rai to Annie Besant various leaders those who have been 

championed the nation's causes there. So, these are the people who great leaders when there is a 

need. So, there was a demand, demand of that environment, that situation, their particular 

timings, that is the where they have to perform, somebody has to come forward and you should 

prove that leadership. 

(Refer Slide Time: 05:01) 

 

And therefore this great man theory of leadership emerged during a time when society was ruled 

by the royal families and the aristocrats. And that is why and there was a demand of these types 

of leaders was raised. And as result of which you will find that is a some of the earliest research 

only looks at a section of society. So, therefore they have seen those who are from the royal 

families, how they have become the leaders? 
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And they have seen those who are challenging these type of systems. So, why they were 

challenging leaders and then they have converted into a successful leaders. So, the theory 

presents several limitations including the following, myths and assumptions with little logic to 

back it. So, there are certain myths and logic also, that is the way the king’s son will become the 

king. 

 

It does not consider the external environment situations that often influence human behaviour 

and attitudes are there. So, there is not any guarantee that a person with all leadership qualities 

will eventually become a successful leader, so even you having the traits is there. So, for 

example producer and writer is an important is a director to make a movie is to his success. So, 

therefore it ignores the contribution of others who draw a leader to success. 

 

So, here that is why we are connecting the team effectiveness with the leadership. It becomes 

very important that is the others contribution, those who are contributed for the leaders as a team 

members that is creating the success for a particular leader. So, interpersonal effectiveness, the 

interpersonal effectiveness is the capability of an individual to do this and influence others 

competently. 

(Refer Slide Time: 06:49) 
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These are the traits of the leaders are there. So, how we are developing these effectiveness? 

Effectiveness is developed with the ability of the person that is about the knowledge, attitudes, 

skills and habits. That is what type of this knowledge level he is having, whatever the attitude he 

is having, the skills is having and the habits he is having, then the commitment is there and when 

we are talking about this commitment that is loyalty. 

 

And here, whenever we are creating this commitment amongst the team members definitely 

effectiveness has to be there. And the third one is about the ability is there, so this is the third 

element of the interpersonal effectiveness that is are you aware? If you are aware about the 

surroundings, if you are aware about the environment, you are aware about the people those who 

are working with you and the people those who are working with you, if they are equally 

competent enough, then definitely they will be able to perform. 

(Refer Slide Time: 07:50) 

 

Here we will find that is this awareness is the state of consciousness is there and why? Why, 

some people are consciousness why there are some peoples those who are with the surroundings 

and they are able to sensitize? The sensitivity of the individual is different and from individual to 

individual it is different. So, in the same environment, even same family you will find it is the 

eldest child is having the more sensitivity as compared to the younger child. 

 

280



So, therefore a state of consciousness is influencing the leadership quality. It is the ability to 

recognize yourself, others, events and situation in real time. Now the self awareness, self 

awareness is becoming very, very important, if you are aware about your strengths and 

weaknesses and you are also know the strengths and weaknesses of others, then only you can 

create a team. It is a development process that is a function of experience, communication, self 

discovery and feedback is there. 

 

So, therefore whatever the situation is there and in that a given situation how you are responded? 

So, that is called a self discovery. If you are recovered yourself as a challenging taskmaster as a 

leader in the simple words you can say as a leader, then definitely you can lead your team. 

Another important point is about that is your actual experience. So, experience, whatever the 

experience do you have, if you have that experience to lead over the challenges then differently 

will be more successful. 

(Refer Slide Time: 09:28) 

 

Ability: ability to learn and understand technical issues is the basis of our careers is there. So, I 

always emphasize on this, that is we have to be very careful to learning and understanding. And 

what is about technical issues? Technical issues here I would like to mention that is about the job 

knowledge. So, whenever you are talking about the job knowledge, so that is becoming the 

learning and understanding the technical issues. 
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If you are having the strong job knowledge nobody can defeat you. Ability to lead is a function 

of influence but these technical skills with the HR skills then what is the influence? Influence is 

basically is HR skill, if you are going into the HR skill, so what are job knowledge is there? You 

will be able to communicate and you will be able to resolve the conflicts also. So, because he is a 

negotiator, as a negotiator you will be successful but you know given tech, so in the 

communication whenever you are offering some and some services to other person and in the 

reason you are getting certain services. 

 

Then in this process if there is any conflict you are able to resolve a particular conflict. Ability to 

solve problems and make decisions. So, therefore in that case you will be able to make these as I 

mentioned earlier in the previous session I mentioned who is a leader who provides solutions to 

the problems. So, if you are able to solve the problems then definitely you will be the great 

leader. As a member of a team we influence others in a collaborative effort to find better ideas or 

solve the problems are there. 

 

So, those collaborative efforts are to be made by the individuals and when they are connected 

with each other and then they are putting the joint efforts always. Whenever we are talking about 

the leader, leader is not that is alone he is doing everything, leader is always followed by the 

followers. And that followers are his team members and when the team members are strong, they 

are relevant, then definitely in that case he will be able to influence and then he will be able to 

solve the problems are there. 

(Refer Slide Time: 11:39) 
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The commitment for leaders is that is the ones committed always committed. So, one thing that 

leads to maturity is the fully aware recognition determines decision make a difference, both 

positively and negatively in the lives of others is there. So, therefore what is the maturity level? 

We also talked the maturity level in the case of the Hersey and Blanchard's model and where we 

are talk about the maturity level of the followers then what maturity level is there? 

 

If you are fully aware about the maturity level of your followers then definitely you can take a 

decision. And that decision will be having both the positive and negatives in the lives of the 

others. So, if the maturity level is low, then definitely in that case what you will do? That you 

will be getting the model the efforts to raise the maturity level or if it is the negative is there, you 

will take the decision accordingly. 

 

Any attempt to solve the problem might have a decided negative impact on some while helping 

others is there. This is always the criteria that is whenever you are solving the problem, it will 

have the positive effect on one side and negative effect on the other side. So, whether we take a 

decision or not? Yes, we are supposed to take the decision, but how then this decision is making 

the difference? 

 

Decision is that those who are non contributors there will be the negative effect and those who 

are the positive contributor, then it should have the positive effect on that. So, what are the 
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different leadership attributes are there which causing a person to be successful? So, inner or 

personal qualities, that is constitutes effective leadership is there and that is the internality, 

internality is required to be very, very strong. 

(Refer Slide Time: 13:32) 

 

These attributes include a large array of the characteristics such as value, character, motives, 

habits, traits, child's behaviour and skills are there. So, you have to focus on the value system of 

the leader, why because he is driven by his values. So, effective leaders utilize different ways to 

lead a group, some intense a low profile but are analytical, some are charismatic and intuitive. 

There is no single leadership attribute that is effective in all situations. 

 

And the effectiveness of a leadership style depends on the nature of situation which it faces and 

that is why we have studied earlier and that situation with theories. So, according to situation 

theories you have to adopt the leadership styles. So, leader has to be flexible, leadership will not 

be the common for all, as the situation changes the leadership style will changes. So, first and 

foremost of the leadership attribute is the guiding the vision because ultimately what is the 

leadership? Leadership is the creation of vision. 

(Refer Slide Time: 14:30) 
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So, effective leaders know what they want to do and have the strength of character to pursue 

their objectives in the face of opposition and in spite of failures. So, therefore leaders are very 

clear, their vision is very clear; goal is very clear then what they want to do. So you will not find 

them they are confused or they are lacking into the performance because they know after the step 

what will be going to the next step is there. 

 

So, as a strength of character to pursue their objectives in the face of opposition. So, even if there 

is an opposition for making their new movements, what is their strength? Strength is of their 

character, so nobody can tell them. They effective leader establishes the achievable goals, this is 

also very, very important that is a goals when you are driving the followers, the followers should 

feel that yes, they can achieve the goals. If it is impossible goals are there, then definitely the 

follower’s motivation will be low. 

 

Second is the passion, effective leaders believe passionately in their goals, they have a positive 

outlook on how they are and they love what they do. Their passion for life is a guiding star for 

others to follow because they radiate the promise is there. And therefore in that case the passion 

that is the love, love for that goal that is very. It is not the official burden rather than it is the 

individual passion is important and when the individual is having that patient, he will be 

definitely follow that particular goal till it is not achieved. 

(Refer Slide Time: 16:01) 
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Integrity, because they know who they are effective leaders are also aware of their weaknesses, 

they only make promises they can follow through on. And this is very important, I have learn 

from my first experience in the Quinton mill where I was labour officer, my boss told me that is 

to say yes if it is possible, say no even if it is the more problematic. So, therefore when you are 

interacting with the unions or the workers and or any employee who is having the demand and 

then you feel that is no, you cannot fulfill the demand and then you have to say no. 

 

Then in that case say no. It is not that is we are manipulating or we are playing politics and then 

we say yes, do not do that. Trust is their effectiveness, under trust of their followers and act on 

behalf of their followers. Honesty, an aura of honesty in both their professional in their personal 

life. The people understand how much honest you are, people are working with you, so therefore 

they know whether your decisions that you are they are analyzing your decisions. So, they 

understand whether your decisions are properly based on the honesty and integrity or it is not 

based on the honesty and integrity. 

 

So, when you are taking a decision which is not based on the honesty and integrity, then you will 

lose the trust. The another leadership attributes are the dedication is there. In the case of the 

effective leader is dedicated to his or her charge and will work assiduously on behalf of the 

following. The leader gives himself or herself entirely to the task when it is necessary and 

therefore in that case it is a 100% dedication is there. 
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Charismatic leadership we are talked about the charismatic transformational and transactional 

leadership is there. This may be the one attribute that is the most difficult to cultivate, it conveys 

maturity respect for your followers compassion, a fine sense of humor and a love of humanity is 

there and the result is that leaders have the capability to motivate people to excel and this is a 

very, very important. 

(Refer Slide Time: 17:58) 

 

What charisma is required that one can do up to the x limit of the job but when the leader is with 

him he make the extended work to the while level up the jobs, so that is a charisma is there. 

Listening is there, leaders listen, this is the most important attribute of all and listen to your 

followers is there. And therefore in that case because many times what happens that is the leader 

is in one direction is working on one direction. 

 

And the people those who are working with him especially the followers means or his team 

members they face different problems which are not seen or they are not experienced, the 

followers are not experienced for this type of problems. So, what they want? They want to 

communicate, they want to communicate with the boss and identify the solution, if the boss is 

that much effective, then definitely in that case he will listen and then he will understand and 

then he will try to identify the solution to the problems. 
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The leader should have the core self evaluation, what he can do, what he cannot? Represents a 

fundamental assessment that people make about their worthiness and the competency is there. 

So, one should very clear about the competency of own, whether he is competent for doing their 

job or he is not competent for doing that particular job is there. So, many times people occupy 

the position; occupy the position knowing they do not have the competence. If they are not 

aware, that is fine but if they are aware and still that they are not competent and occupying the 

position, that is wrong. 

(Refer Slide Time: 19:35) 

 

People who have positive core of self evaluations like themselves and see themselves as 

effective, capable and in control of their environment. Then definitely then they should be taking 

care of this team to lead ahead to achieve the goal. High order concept indicated by the self 

esteem, locus of control, self efficacy and neuroticism is there, that is the emotional stability is 

there. So, therefore in that case high order concept or the self esteem and we have done the 

number of exercises and then we have find that is many people they are competent enough but 

they are having the low self esteem. 

 

So, you will find it is like the Robbin’s book is given and then you can identify your score and 

accept their score, you can judge these all personality traits whether you are having with you or 

your scoring list. If your scoring less as a leader, then you can train of that to the training 
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programs. Self monitoring refers to an individual's ability to adjust his or her behaviour to 

external situation factor is there. 

(Refer Slide Time: 20:37) 

 

And that flexibility tune up. Tune up oneself with the external situations are there, that flexibility 

is there. Individual's high in self-monitoring show considerable adaptability in adjusting their 

behaviour to external situation factor is there. So, if somebody is high in the self monitoring, 

then definitely he will be having the great adaptability also. Highly sensitive to external cues and 

can behave differently in different situations flexibility. 

 

Sometimes presenting striking contradictions between their public persona and the private self is 

there and there might be that is a challenging. Low self monitors cannot disguise themselves in 

that way and they tend to display their true disposition and attitudes in every situation. Hence, 

there is a high behaviour consistency between who they are and what they do? And therefore in 

that case, it is whenever we are talking about the self-monitoring, it is the ability to adjust his or 

her behaviour. 

 

So, here when there is a problem or issues are there then the high behavioural consistency will be 

shown by the leader because he is able to manage internally and externally what is expected from 

him. Leaders are always having this proactive personality; this is a very strong attribute of the 
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leadership. Proactive personality identify the opportunities show initiative, take action and 

persevere until the meaningful change occurs. 

 

So, whatever the change they want to bring they will pursue it unless and until it is done. 

Compared to others who passively reactive the situation. Sometimes what happens? We want to 

achieve certain goals and there are the barriers, there are the positions what people do? A normal 

person will do that particular target but the leaders are the person who pursues, still they pursue. 

(Refer Slide Time: 27:38) 

 

Proactive create position change in their environment regardless of or even in spite of constraints 

or obstacles, not surprisingly they held many desirable behaviours with organizational covet. 

And there are more likely to then others to be seen as leaders and to act as a change agents are 

there. And therefore in that case those who are proactive on they are having the roadmap to go 

ahead. 

 

Proactive the individuals are more likely to be satisfied with work and help others more with 

their task, so they are very helpful and for the achievement of the goal largely because they build 

more relationships with others. Proactives are also more likely to challenge the status quo or 

voice their displeasure when situations are not into their liking. And therefore in that case, it is 

not like this they will be yes boss; they will raise the voice also. 
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Now the leadership attributes are the role model that is the live values lead by the examples and 

they demonstrate the integrity, support the people. And be charismatic and energized keep 

learning and therefore these traits they becoming the attribute for the leadership for the others. 

Inspirer, they create an inspiring vision and said directions and direct emotions energize people 

and encourage risk taking in the experimentation is there. There are the enablers conditions are 

there for the human capital creation. Help people grow, empower others, build teams and 

collaborative relationships and the leverage diversity build synergies are there. 

(Refer Slide Time: 24:08) 

 

The achievers are focused on results, be persistent, discover and pursue opportunities, lead 

change and learn from the feedback is there. So, therefore whenever we talk about the leadership 

attributes, these are 4 dimensions role model, inspirer, enabler and achiever. All these 

dimensions they have to focus on. The leader is developing and growing into the organization 

and when slowly and slowly he has been recognized into the organization then definitely he will 

be having the high achievements. 

 

And whenever there will be a high achievements will be there, it will be the very, very highly 

inspiring and becoming the role model. So, sometimes what happens when he joins and the 

attributes he finds that there are certain other role models are there? And then he worked with 

those role models and otherwise he will be having that particular becoming himself as a role 

model. 

291



(Refer Slide Time: 25:00) 

 

So, leadership requirements, army’s definition of leadership is there, that is a character, presence, 

intellect, achieves, develops and the leads are there. So, leadership is the activity of influencing 

people by providing the purpose, direction and motivation. And therefore in that case you will 

find what they know and characters and the presence is there, so attributes in the competencies 

are there. 

 

So, these attributes that to influence the people that what type of these value systems as I 

mentioned earlier and they have warrior and ethos are there. The presence is the professional and 

therefore bearing the fitness, confidence and the resiliency is there by just like the army leaders. 

Intellect is there, mental then agility, judgment, innovation and interpersonal texts are there as 

we have seen. 

 

They achievers, so that great results anticipates in indicates that is the competencies are there. In 

the competencies they are the achievers are there which they develop themselves with a very 

positive environment and leads the others, building the trust, external influence in leaders by the 

example and themselves. So, this character attributes then the presence attributes and the 

intellectual attributes are there. So, these empathy, warrior, ethos, discipline as we have seen in 

the previous slide, so these will be the character attributes are there. 

(Refer Slide Time: 26:25) 
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Now you see that is this particular character attributes that has to be supported by the presence of 

attributes are there, that is a confidence, fitness and resilience. And the intellect attribute will be 

the mental agility of innovation, interpersonal tech, sound judgment and expertise. Dear friends, 

what I want to mention here is this, that is these attributes, can we develop these attributes? 

 

Yes, we can derive these attributes, sooner the better. So, once you know that these are the 

attributes which we are making you the successful leaders, I will suggest you that is the follow 

this model and this information and try to be the leader of your own. And whenever you will 

become the leader of your own and then definitely these efforts made by these the authors for 

mentioning about the character, presence and intellectual attributes. All three they will be 

combining and they will giving you the effective leadership is there. 

(Refer Slide Time: 27:19) 
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The competencies categories of the leadership requirements model will be that is about the leads 

the competencies, leading the others, extent the influence beyond the chain of command and they 

build the trust is there. Now always it is been mentioned that that we have to lead by the 

examples is becoming very, very important. The develop competencies are there, creates a 

positive environment, develop others and stewards the profession is there. 

 

The achieves the competencies that gets the results is the single achieves competency and leads 

to actions of leading to accomplish tasks and missions on time and to standard is there. So, 

ultimately what is important is that to achieve. So, leading, developing and the achieving 

competencies unless and until we do not achieve the competencies it will not be giving any 

result. 

(Refer Slide Time: 28:13) 
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As result we will talk about the case study, Samsung leadership development model. Thus, 

Samsung have an ambitious and challenging strategy, they are moving from a functional brand to 

an aspirational brand to achieve exponential sales growth. A key element of this strategy is the 

new world leadership. And the people, who can thrive in culture of perpetual crisis, remain agile, 

execute with speed and innovate in all that they do. 

 

Leaders who can deliver through people and teams and work across silos in a global context. 

Now this is always have been focused that is the leaders who can deliver with the help of the 

team, by leading the team is there. A tailored leadership journey for all European leaders, the aim 

is to ensure that the right leadership capability is in place to achieve their ambitions in the 2021 

vision is there. 

(Refer Slide Time: 29:00) 
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And you have worked in partnership with the European learning and development team to create 

a set of leading edge leadership programmes and they deliver outstanding results. As part of the 

European talent management programmes we developed 3 programmes map to their leadership 

pipeline. And these are supported by the European HR business partners to ensure on an ongoing 

personalized leadership development journey is there. 

 

So, in case of the podium programme, the senior leaders who lead companies or functions. 

Accelerator programme, middle managers of departments and functions who manage managers 

and launch programme, that is the first time leadership role moving to the getting results through 

the teams are there. 

(Refer Slide Time: 29:42) 
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So, in this case study we find that is these leadership competencies, leadership podium 

programme, leadership accelerator programme and leadership launch programmes are there. 

Whenever you are having this type of the competency domain whether it is a leadership or the 

business strategy is there. And you can find out whether the person as a leadership competencies 

role as a leader is there or not. 

 

And these points which we have talked about the especially the self awareness and development 

are he is having the authentic leadership style. Now if he has that, then definitely in that case he 

can role as a leader, manager or the co-Samsung leadership pipeline is there. And the leadership 

launch programme is there, that is authentic leadership style continues to be development. The 

business strategies or environmental change according to the environment, vision and strategies, 

thinking skills and business opportunities for the innovation in change is there. 

(Refer Slide Time: 30:37) 
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The competency domains are there which has the business operations again on these all the 3, 4 

parameters are there. So, that the competency domain for the leader will be the business 

operations unless and until you will find it is the leader if it does not have the competency to run 

that particular the project, then he will not be successful. So, he has to make these changes in the 

team also if want to accelerate his growth of the project. 

 

And leading others, there is a high performance team, he has to create the high performance 

teams, developing individuals and motivating and inspiring. Here whenever we talk about how to 

accelerate this programme? Then what we learned from this case study is, that is the build a high 

performance team, coaching skills, motivating in inspiring others are there. 

 

Here the last point is very, very important; there is a personal effectiveness in this slide that is 

about the relation collaboration and trust. Unless and until there is not a personal effectiveness, 

then it will not be successful, the effective decision impacted, influence will be important. So, 

here these building trusts, that will create the more and more about the personal effectiveness is 

there. 

(Refer Slide Time: 31:57) 
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As usual you will find this is the research paper, the effects of the course of evaluations and 

transformational leadership on organizational commitment. Transformational Leaderships are 

there, supervisor’s organizational comment is there. 

(Refer Slide Time: 32:11) 

 

And here you will find that the methodologies is about the global 500 companies in Korea and 

what is the finding? Finding is core self evaluations and transformational leadership positively 

influence the employees organizational commitment. So, therefore in that case if the leaders are 

with the transformational leadership style, they will be able to create the commitment of the 

employees for the organization. 
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In terms of the effect size organizational commitment was more related to the transformational 

leadership then the core self evaluations is there. So, therefore it is the leader’s responsibility to 

be having the transformational leadership for the creating of the employees organizational 

commitment is there. Leaders articulated the vision and promoted the group goals and provided 

the intellectual stimulations. 

(Refer Slide Time: 33:01) 

 

Then they are able to create their particular employee organizational commitment. Since core 

self-evaluations tend to be stable over time, HR professionals need to recruit and select those 

with higher core self-evaluation. HR and OD professionals can help managers change their 

leadership in a transformative fashion. So, the message is here is that is that their current 

situation the leaders are required to develop the transformational leadership style. Relating 

training programmes and development relationships such as the coaching and mentoring is there. 

(Refer Slide Time: 33:37) 
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The books which are referred for these particular sessions that is about the spirit leadership by 

the Myles Munroe is there. And here you were born to lead then the contrary to popular opinion 

leadership is not meant for an elite group of people. 

(Refer Slide Time: 33:55) 

 

So, therefore every person possesses the potential of leadership, this is the very big statement. 

And in the spirit of leadership only defines the unique attitudes that all effective leaders exhibit, 

explain, how to eliminate hindrances to your leadership abilities and helps you to fulfill your 

particular calling in life is there. 

(Refer Slide Time: 34:11) 
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So, these are the certain references for your further readings which you can refer and develop the 

more concept as per your convenience. This is all about that is a leadership attributes and I am 

sure by adopting these leadership attributes, you will be having the successful leadership. Thank 

you. 
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 
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Lecture-14 

Personality Traits and Leadership 

 

Today we are discussing a very, very interesting topic that is about the personality of the leaders. 

That is the and there are so many questions are there related to the personality and the first 

question arises that what is the personality, how a person develops the personality, why there 

some persons are very effective leader, how they develop that personality? So, you must be 

curious about the knowing all these things and in this session we will be discussing this 

particular issue. 

 

So, first we will talk about the understanding the personality. Now you see there lot of research 

has been done and the researchers have their now opinion about the personality. The prominent 

well accepted definition some of them I would like to interact with you. Then actually whatever 

we say the characteristics it is the personality traits are there and what are the personality traits 

and leadership is there. Then the trait theory is there then the Allport’s trait theory is there, 

Cattell’s trait theory is there, approach-avoidance framework is there, big five or ocean model of 

personality that we will be discussing. 

(Refer Slide Time: 01:26) 
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And as usual the case study, research papers, book recommendations and references will be there 

in this session also. Now whenever we are talking about the persistence, so nothing in the world 

can take the place of the persistence. So, in Indian culture also you will find that is we right from 

the childhood, the value system which we imbibe into the child and that is about the persistence. 

So, the talent will not nothing is more common than the unsuccessful man with talent. 

(Refer Slide Time: 01:58) 

 

So, therefore in that case that is you will find there are talented people are there but they are not 

successful. So, therefore even they are having the intellectual ability and they are not successful. 

Genius will not; unrewarded genius is almost a proverb. So, therefore in that case even if you are 
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genius not necessarily you will get the rewarded. Education will not; the world is full of educated 

derelicts. 

 

So, therefore in that case it is not like this that is there are if you are very highly educated, so you 

will be successful. Persistence and determination alone are the omnipotent, but what will make 

you the successful and it is your persistence and determination. So, press on has solved and 

always will solve the problems of the human race and therefore in that case what is most 

important is this that is a persistence, persistence and persistence. As I mentioned it is the 

different researchers have given the different definitions of the personality on basis of their 

research, so let us see some of them. 

(Refer Slide Time: 03:11) 

 

The personality is the sum total of all the biological inert disposition. So, therefore in that case 

when we talk about your DNA, when you talk about the skin colour, when you talk about the 

colour of your eyes, colour of your hairs. So, that is a biological inner disposition impulses, 

psychological tendencies and appetites and instinct of the individual. And therefore that is the 

acquiring the disposition and the tendencies are there. 

 

Allport is given in 1961 another definition, personality is a dynamic organization within the 

individual, so it is true, it is every individual is an organization within himself. So, therefore it is 

within the individual of those psychological systems, they determine his unique adjustment to his 
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environment. It is a wonderful and you must have also experienced that is we are getting 

different environment and then we adjust ourselves with the different environment. And they did 

it psychological adjust system and which it determines that is in a given situation how to adjust. 

 

And that is about the personality according to the Allport is there. R.B Cattell in 1965 is given 

the definition personality that which permits a prediction of what a person will do in a given 

situation; it is also response to the situation. So, Allport has talked about in a given environment 

that is in a given environment what will be the situation. And here it will be in a given situation, 

so R.B Cattell has talked about that is in a given situation how a person will respond that will 

decide about the personality of the individual is there. 

(Refer Slide Time: 04:53) 

 

Now what determines the personality? So, personality is determined by the heredity, 

environment and situation. So, personality reflects the heredity and environment and therefore 

factors determine at conception once biological then the physiological and inherent 

psychological makeup. And therefore in that case these are the parameters are there which are 

very, very important and that is about the biological parameters. Like for example the height, so 

somebody sees your grandparents see you and then they say are your friends talk to you that is 

you are looking like your father? 
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So, that is the biological is there. And then when we are talking about the physiological and 

inherent psychological makeup is there, that will be respond as per the heredity is concerned. 

Environmental factors are very, very important, do have some influence culture; family, 

background, life experiences and socialization process is there. So, therefore in the culture, in the 

family background, so person develops. 

 

Then accordingly the value systems develop whenever we are giving the particular culture or we 

are living in a particular style of family then our perception, our thought process is also directed 

towards this type of these thinking system because we have developed into that particular 

environment. So, personality has 2 meaning, the impression a person make on other, that is how 

the you make a impression to others by your personality. 

 

And underlying unseen structure and processes inside a person that explain behaviour, this is 

very, very important dear friends as per as our subject is concerned. So, whatever the person 

express that we can see, we can understand but whatever the person is inside unseen structure 

and that is very difficult. All of us are having the an organization within our system, that world is 

very beautiful that is the yes, it is very difficult to say that what you are seeing and that is the 

truth only, that is not correct. Under unseen structure and processes that also explains the 

behaviour of the person. 

(Refer Slide Time: 07:24) 
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Most research about the relationship between personality and leadership is based on the trait 

approach. Traits are the recurring regularities or trends in a person's behaviour. Trait approach 

theory maintains that people behave the way they do because of the strength of the traits they 

possess. So, personality traits are there and therefore in that case this particular theory talks about 

that whatever type of the traits you are having and that is particular trait theory. 

 

And that will determine that is the how the person will behave? And on basis of these personality 

traits which are very useful for explaining why people act fairly, consistently in different 

situations. So, fairly and consistently that you have to note, that is normally whatever the 

personality traits are there it will very difficult for person to manipulate it, the person will not be 

able to manipulate. 

(Refer Slide Time: 08:22) 

 

Knowing differences in personality traits can help predict more accurately how people will tend 

to act in a different situation. But like whatever the unseen is there; the unseen is because of the 

personality traits and if you are capable enough to identify that unseen personality traits to judge 

the person. So, therefore the leader when he identifies that type of these unseen personality traits 

then definitely he will be able to predict your behaviour. 

 

Leader behaviour reflects an interaction between personality trait and various situational factors. 

Weak situations are unfamiliar and ambiguous is there and strong situations are governed by the 
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specific rules, demands or the organizational policies which can minimize the effects that traits 

on behaviour is there. And therefore in that case whenever we are talking about these strong 

situations are there then these strong situations which can minimize the effect that is trait on the 

behaviour is there because there is a favourable situation is there. 

(Refer Slide Time: 09:21) 

 

In the trait theory of leadership based on the assumption that people are born with inherited traits 

and some traits are particularly suited to leadership. So, in earlier session we have talked about 

leaders are born or leaders are made and here we talk about that is the leaders some traits or the 

person born with the certain personality traits which is suited to the leadership. The theory aims 

to discover specific leadership and personality traits and characteristics proven to predict the 

likelihood of success or failure of a leader and also differentiate leader from follower. 

 

And therefore in that case it will be seen that is whenever we are talking about that success or 

failure of a leader then definitely this particular trait theories that differentiates the behaviour. 

And this theory is described by the Kelly in 1974 attempts to classify what personal 

characteristics such as physical as I mentioned earlier biological, personality, psychological and 

mental are associated with the leadership success is there. 

 

And therefore in 1974 this theory supported the trait theory, trait behaviour and therefore leaders 

those who are born with these leadership certain traits then definitely in that case they will be the 
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successful is there. And these characteristics are the physical and personality and mental are 

there. Whenever we are talking about this physical and mental personality then these are 

supported by the personality traits. 

(Refer Slide Time: 10:58) 

 

Traits also called dispositions; traits can be defined as habitual patterns of behaviour, thought 

and emotion. Habitual pattern of the thought also and emotions also, so in a given situation what 

will be your thought process? A leader will be able to identify and whatever will be your 

emotions and then he will be able to leader can predict that. So, traits are relatively stable over 

time differ across individuals and influence the behaviour. 

 

Traits are external behaviors and that emerge from internal beliefs and processes are there. A 

very beautiful explanation that is these are internal but express externally. The trait approach to 

personality is one of the major theoretical areas in the study of human personality and focus on 

difference between the individuals. So, therefore whenever the discussion comes that is what is 

the difference between the 2 individuals? 

 

So, this trait approach has been considered first that is they are different because of their 

personality traits are different. So, to study the leadership that is the various different traits of the 

personality those have been identified and on basis of this identification various traits from a 
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personality and which is unique to the individual that will determine whether the person will be 

leader or he will not be leader. 

(Refer Slide Time: 12:26) 

 

The Gordon Allport's a trait theory, Gordon Allport categorized traits into 3 levels and that is a 

cardinal traits and the central traits are there. The cardinal traits, a traits dominate an individual's 

whole life often to the point that the person becomes known specifically for these traits is there. 

And therefore in that case throughout his life the person showcase is those personality traits. 

While the central traits are those traits the general characteristics that form the basic foundations 

of personality and these central traits while not as dominating as cardinal traits are the major 

characteristics you might use to describe another person. 

 

So, there are these central traits are there which are basically the foundation of personality and 

the cardinal traits are which are reflecting throughout the life. The secondary traits in the case of 

the central traits examples have been given intelligence; honest, shy, anxious are considered as a 

central traits are there. The secondary traits that are sometimes related to the attitudes or 

preference and often appear only in certain situations are there. 

 

So, secondary traits are for example unfavourable situation, if unfavourable situation arises then 

definitely there will be the secondary traits will be there. And then under the specific 

circumstances these secondary traits will be reflecting. So, therefore basically throughout life 
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cardinal test is there, central traits are there; they form the basic foundation of the personality but 

may not be reflected every time. And the Cattell’s trait theory is how it is different from the 

Allport's theory. 

(Refer Slide Time: 14:16) 

 

After Allport major contribution to trait theory was made by the R.B Cattell, he divided traits 

into 2 categories and these surface traits and the source traits are there. So, surface traits say that 

name suggests these are found on the periphery of personality, these are reflected in the day to 

day interactions of the person. And their expression is so explicit that it leaves no doubt about 

their existence in the personality. 

 

So, therefore in that case in a previous slide we are talk about the foundation of the personalities 

there, central traits were there which were the foundation of the personality. So, in these after 

Allport this Cattle's trait theory has given the same definition but he has titled it as the surface 

traits. Then the source traits are there, these represent the structure of personality, these traits are 

not observable in day to day interaction of the person, there is a secondary traits in case of the 

previous slide Allport’s case. 

 

Source traits come to notice when some of the surface states are joined together. These type of 

traits that have been titled by the different authors differently but basically there are certain 

personality traits which will be always reflected. There will be the certain personality traits 
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which will be reflecting in a given situation, there will be certain personality traits which will be 

the supporting traits. So, in this case but our concern that we will take further later on that is 

about the which traits are important for the leadership. Now here it is the approach motivation is 

there, in approach motivation behaviour approach avoidance framework is instigated or directed 

by positive desirable event or possibility. 

(Refer Slide Time: 16:05) 

 

So, the person acts because he is looking for the positive outcome and a desirable possibility of 

the outcome that directs his behaviour and for that behaviour he is highly motivated. Second is 

avoidance motivation, so naturally undesirable or the negative output is there. So, for example if 

I will study I will score, if I will not study I will not score, so therefore to study is a motivation 

for to score and that is a disabled event or the possibility is there. Avoidance motivation, not to 

study that is also a motivation that we should avoid not to study. And why we are avoiding not to 

study that is a negative undesirable event or possibility is there. So, that fear, fear of getting 

failure that will be having this particular issue. 

(Refer Slide Time: 17:13) 
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Personality traits are personality dimensions are there, these are the big five or ocean model of 

personality is there. An integration of personality research that represents the various personality 

descriptions in one common framework is there. That is the openness, consciousness, 

neuroticism, agreeableness and extraversion is there. So, this is called the big five model is there, 

a lot of research has been done and then an integration of the personality research this is 

becoming the common framework is coming. 

 

And in this common framework the person who is having the openness, openness means that is 

always ready to welcome the new ideas are there. The individual differences in social and 

emotional life organized into a 5 factor model of personality and these are the 5 factors are there. 

Broad abstract level in each dimension summarized a larger number of the personality 

characteristics are there. 

 

So, now you see in every individual, there are lot of personality traits, but somewhere we have to 

combine. So, on the basis of research which has been done on the personality this big five model 

has been introduced. And therefore somebody says 16000 personality traits are there and out of 

the 16000 personality traits of the human beings then we have been able to classify on the basis 

of these big five dimensions. 

(Refer Slide Time: 18:47) 
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Consciousness describes a person's ability to regulate their impulse control in order to engage in 

goal oriented behaviours. It measures elements such as the control, inhibition and persistency of 

the behaviour is there. So, first we are taking the consciousness, so high on consciousness means 

competence, organized, dutifulness, achievements striving, self-discipline and deliberation. You 

can find out that is the out of this dimension suppose you are rating from scale 1 to 7, then in 

liquor scale whether you have high or you are having the low on consciousness is there. 

 

In low on consciousness is incompetent, disorganized, careless, procrastinates, indiscipline and 

the impulsive is there. So, we can judge the individual’s personality traits on these traits we can 

judge the individual and then naturally you can identify who can be the leader. The leader who 

will be the high on consciousness then definitely those personality traits a person will be having 

you are having the number of subordinates and out of the subordinates those you have to give a 

position or a promotion you can say, simple word is promotion. 

 

How will you give that promotion or so then that will depend on that is the how competent the 

person is? If the person is highly competent then it is there. But it is as I have already mentioned 

in earlier that is it is not the competence, it is the convenience also and when I talk about the 

convenience this agreeableness comes. How people train to treat relationship with others? 

(Refer Slide Time: 20:17) 
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Convenience, I have mentioned that formula; competence and convenience, do not forget that 

formula. So, unlike extraversion which consists of the pursuit of relationships, agreeableness 

focuses on people's orientation and interaction with others. HR skills, so one may be competent 

but not necessarily successful leader, so HR skills are required. What HR skills are required? 

Trust, to trust your people because ultimately you have to get work done from them. 

 

If you will not trust the people you will classify your employees on the negative traits like here 

low on agreeableness, if you are skeptical, demanding or insult and belittles others, stubborn, 

show-off, unsympathetic, please do not do this. This is the low on agreeableness is there, what is 

required to be leader high on agreeableness is required that is a modesty, sympathetic, empathy, 

trust. 

 

These are the traits personality traits, so suppose you ask this or what are the personality traits 

into the consciousness and agreeableness? So, you should look at the list of those who are high 

on consciousness and high on the agreeableness. So, therefore they are high on their competency 

and their high on their these are treating the relationship with others and if you are able to 

making treating the relationship with others then nicely then definitely you form convert a group 

into team. 
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And when you convert the group into team you are a successful leader. You can judge for the 

others also whether they are the successful; they can become the successful leaders or not if they 

are high on the consciousness and agreeableness, now the extraversion. What is extraversion? 

Extraversion reflects the tendency and intensity to which someone seeks interaction with their 

environment. 

(Refer Slide Time: 22:14) 

 

Whatever environment is there? Favourable or unfavourable. Particularly socially, social 

environment is there and when suppose the marriage is there, meeting is there, gathering is there, 

formal social activity is there, it encompasses the comfort in a certain level of people in social 

situation, how much comfortable you are? You just come you attend the function and you go 

without much interacting with others, whatever the minimum interaction is required you just say 

hello, hi, good morning, good evening and that is all. No, what is required to be successful leader 

high on extraversion is required, sociable. 

 

Energized by social interaction, excitement seeking, enjoys being the center of attention and 

outgoing is there. Dear friends this is based on the research. So, therefore you have to develop. 

Now you will say sir I am low on extraversion, can I convert my low on extra version to the high 

on extraversion? Yes you can convert. How you can convert? Very simple example if you are a 

low on extraversion you will prefers the solitude, no, become the more socialized, interact with 

the people and become the center point of the discussion. 
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And therefore people surrounding to you they focus on you and they start talking, you will find 

in your family also if there is a marriage or something is there you find there is one uncle or 

auntie that everybody is around to that uncle or aunty and they are holding the position and 

though they are not the parents of the neither the groom or the bride they are not there, but they 

are the center point are there. 

 

So, that is the extraversion. Openness to experience. Now you see life is a journey and in journey 

we are having the lot of experiences. So, there will be the different platforms, it is a journey from 

platform to platform from birth to the funeral. So, therefore in that case so lot of experiences are 

there and then some are sweet, some are sorrow. So, therefore in that case but what leaders 

require? Leaders cannot take these things to the heart for long time, you have to adjust with the 

environment. 

(Refer Slide Time: 24:41) 

 

So, high an openness to experience is curious, imaginative, creative, open to trying new things 

and the unconventionals are there. So, therefore try why not try? If you will not try then how will 

you get it? So try maybe otherwise may not be, so if it is may not be ok that is fine, we were 

knowing it may not be but we tried so it may be that is noticism is there. Describes the overall 

emotional stability of an individual through how they perceive the world. 

(Refer Slide Time: 25:11) 
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It takes into account how likely a person is to interpret events as a threatening or difficult, it also 

includes once propensity to experience the negative emotions, I come across many times this 

type of this list is there of the high neuroticism and the low neuroticism and then I come across 

this type of these issues with my alumni that is the boss is bully and therefore they want to leave 

the organization. 

 

So, it is basically what happens? That is these are neuroticism how likely a person is to interpret 

the events is threatening or difficult. So, the Bully boss will be bully for everybody. So, if you 

ask your colleagues you are seniors they will say he behaves like this only, so but they do not 

give that much importance, but we are new. So, when we face this type of the situation first time. 

 

So, we are scared that is also natural; I do not say that there is something wrong. But what is 

important is that is the how you interpret it and then you say this boss will throw me out; my life 

will be miserable; my family is dependent on me; where I will go; there are new jobs; corona is 

there. So, then it is an interpretation basically, how do you interpret? How leaders will interpret? 

Leaders will interpret with the fighting spirit. 

(Refer Slide Time: 26:52) 

319



 

So, when we are talking of these big five traits the emotional stability, extraversion, openness, 

agreeableness and consciousness. Then the less negative thinking and the fewer negative 

emotions and less hypervigilant are there in emotional stability. What does it affects? Higher job 

and the life satisfaction and lower stress level is there because they are having the less negative 

thinking is there those who are emotionally stable. 

 

Extroversion people better interpersonal skills as I have mentioned they are more socializing, 

greater social dominance and more emotional than the expressive are there. So, higher 

performance, enhanced leadership, higher job and the life satisfaction is there. In case of the 

openness increased learning, so therefore training performance enhanced leadership and the more 

adaptable to the change is there. 

 

In case of the agreeableness better liked more compliant and the conforming is there because 

they are having the better acceptance. A higher performance, low level of the deviant behaviour 

is there. The consciousness is there greater efforts and persistence, more drive and discipline is 

there, higher performance, enhanced leadership and the greater longevity is there. So, therefore 

in that case you will find whenever we are talking about these big five traits then whatever is the 

way we handle the situation. 
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Again how the one handles the situation on the basis of hereditary environment and situation but 

his basic personality traits the core traits which has been given by the Allport and Cattell’s model 

we have seen and therefore in that case we can find out that is on this five dimensions however 

the one will react that will depend on that is how his personality traits are? So, here openness to 

experience I like traveling to foreign countries, I enjoy going to attend learning and development 

sessions. 

(Refer Slide Time: 28:47) 

 

So, you can find out from yourself or from your those employees to whom you want to give the 

leadership assignment. That is whether they like the traveling or they enjoy going to attend 

learning or their focus only on their work and therefore they are happy, they cannot be the 

leaders because they are narrow downing their premises. Consciousness I enjoy putting together, 

detailed plans are there, I rarely get into trouble. Extraversion is I like having responsibility for 

others; I have a large group of friends. So, therefore that is more socialization. 

 

Agreeableness: I am a sympathetic person; I get along with others. Neuroticism: I remain calm in 

present situations, I take personal criticism well. Now this is very, very important point. That is 

these positive traits openness, consciousness, extroversion, agreeableness that is ok, that is fine. 

But you have also to be very careful in developing neuroticism. So, therefore in that case if you 

are able to take the pressure of the work environment. 
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If you are having the ability to compete with whatever the negative situation is there then you 

will be more successful. So, therefore if you take the personal criticism also very well, that is yes 

if this is the situation I and the people are saying that is you are having this weakness, no 

problem I will try to convert my weakness into the strength. So, I develop my strength and 

minimize my weaknesses and like this the neuroticism will be applicable in developing the 

leadership by personality. 

(Refer Slide Time: 30:39) 

 

So, model provides an explanation for leaders and follows tendencies to act in the consistent 

ways over time. Behaviour manifestations of personality traits are often exhibited automatically 

and unconsciously. So, therefore in this case you will find that immediate react are you respond? 

So, that reactions are respond to a given situation and that is about the behaviour manifestation is 

there and that person cannot hide. So, therefore in that case these big five for the ocean model it 

talks about that is the leadership gain self insight to improve decision making. So, because you 

know what is your personality, once you know your personality then it will be helpful for your 

decision making? 

(Refer Slide Time: 31:25) 

322



 

Leadership researchers categorize findings that is how the findings are relevant, model helps to 

profile the leaders and model seems to be universally applicable across the cultures are there. 

(Refer Slide Time: 31:35) 

 

If this is a situation then these reliably categorize the five major dimensions of this five factor 

models are good measures of leadership potential, can be used to make predictions about typical 

behaviour at work. So, what will be behavioral work that you can predict and tend to be difficult 

to change, are exhibited automatically and without conscious thought? And predispose people to 

act in certain ways, but behaviours can be modified through the experience, feedback and 

reflection is there. 

(Refer Slide Time: 32:05) 
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As usual now after the understanding of the personality traits then the definitions of personality 

and Allport’s model and Cattell’s model then the big five model. Now we will talk about a 

particular practical application that is the case study is there. One downside of agreeableness is 

potentially lower earnings, recent research has shown the answer to these and other puzzles; 

some of them may surprise you. 

 

So, most obvious agreeable individual are less adopt at a time of negotiation called this 

distributive bargaining. This is very, very interesting. What is the distributive bargaining where 

the rewards are given is less about the creating win-win situation and more about claiming as 

large of a share of the pie as possible. Because salary negotiations are generally distributive, 

agreeable individuals often negotiate lower salaries for themselves agreeableness because you 

say ok its fine. 

 

Then they might otherwise get. Perhaps because of this impaired ability to negotiate 

distributively, agreeable individuals have lower credit scores. So, therefore agreeableness is good 

but up to a certain extent. Second agreeable individuals may choose to work in industries or 

occupations that learn low salaries such as the caring industries of the education or health care 

because they are not looking for the much materialistic, they returns on their efforts. Agreeable 

individuals are also attracted to jobs both in the public sector and in non-profit organizations. 

(Refer Slide Time: 33:42) 
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Third the earnings of agreeable individuals also may be reduced by their low drive to emergency 

leaders and by their tendency to engage in lower degrees of proactive task behaviour such as 

coming up with the ways to increase organizational effectiveness and therefore they will not 

come forward much about their in the front row by the social centric behaviour. While being 

agreeable certainly does not appear to help ones pay it does provide other benefits. Agreeable 

individuals are better liked at work and generally are happier at work and in life that is the 

biggest reward to a person who is having the agreeableness. 

(Refer Slide Time: 34:20) 

 

Nice guys-and gals-may finish last in terms of earnings but wages themselves do not define a 

happy life and on that front, agreeable individuals have the advantage. Do you think employers 
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must choose between agreeable employees and the top performers? Why or not? So, this is the 

assignment for you. These are the questions; the effects of personality depend on the situation. 

Can you think of the same job situation in which agreeableness is an important virtue and some 

in which it is harmful to job performance. In some research we have conducted, we have found 

that the negative effect of agreeableness and earning is stronger for men than for women that is 

being agreeable hurt men’s earning more than women's. Why do you think this might be the 

case, why in the gender basis that is the agreeableness and the pay structure that is 

differentiating. 

(Refer Slide Time: 35:09) 

 

This is the research paper, measuring the leader behaviour, evidence for a big five model of 

leadership which you can refer. 

(Refer Slide Time: 35:16) 
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And here we can learn from this that this 360 degree survey rating, earlier also we have talked 

about this 360 degree. 

(Refer Slide Time: 35:25) 

 

And here we can find out this study include the support for an integrating model of leadership 

behaviour and large body of psychological research and the practical implication is this that is 

we can identify the effectiveness of the behaviour and if it needs a behaviour change you are able 

to predict you can find out the leaders also. 

(Refer Slide Time: 35:47) 
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This is the book personality; what makes you the way you are like by the Daniel Nettle and that 

you can refer if you find it interesting. 

(Refer Slide Time: 35:55) 

 

And showing how our personalities system from our biological makeup, I am sure that you will 

like this particular book and you may refer for this particular further studies. 

(Refer Slide Time: 36:06) 
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These are the references which are for this text and also for your further readings and this are all 

about the personality and leadership behaviour, thank you. 
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Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology-Roorkee 

 

Lecture-15 

Personality Types and Leadership 

 

Now we will talk about in this session the personality types in leadership. In the previous 

session we have talked about that is how these personalities; what is the personality the 

definitions given by the different authors and then especially the Allport and Cattell’s and big 

five model of personality that we have discussed. Now in this case we will talk about the 

difference between the traits and the types. In the previous we have talked about the 

personality traits. 

(Refer Slide Time: 00:57) 

 

And on basis of those traits how to predict these leaders then the Myers-Briggs type indicator 

MBTI exercise is there. Type A and type B personality and John Holland’s theory, case 

study, research papers, book recommendation and references as usual. The quality of the 

people's lives depends on their careers and the quality of people's careers depends on their 

organizations. 

(Refer Slide Time: 01:23) 
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So, therefore in that case whenever you are having the high career then definitely the high 

quality of the people you will find and the quality of people carry as depends on their 

organization. High level of organization, so high careers will be there. The fate of their 

organization depends on their leadership, leadership depends on personality and personality 

leadership career success and organizational effectiveness are linked. 

 

So, therefore according to the Dr. Robert Hogan the founder of the Hogan assessment you 

will find that is the here all these dimensions, personality leadership, career success and OE 

organizational effectiveness are linked. So, as per the personality is concerned then the 

person will develop the leadership style will be there and as per the leadership style will be 

there; there will be the career success and as per the career success organizational 

effectiveness will be linked. 

(Refer Slide Time: 02:20) 
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So, a trait is a characteristics pattern of behaviour or conscious motive which can be self-

assessed or assessed by the peers. The term type is used to identify a certain collection of 

traits that make up the broad general personality classifications are there. So, types are 

sometimes said to evolve this particular is used to identify certain collection of traits that 

make up a broad general personality classification. 

 

As we have talked about the personality traits and then the big five model like the openness is 

there, extraversion is there, agreeableness is there. So, all these personality traits, whenever 

these personality traits will be there and then they will collectively, they will find a type of 

personality will be there. This psychological topologies and that has been expressed in terms 

of the polar opposites are there. 

 

The topologies tend to put people into the different categories. So, therefore in the big five 

model what we have talked about? We have talked about the openness, extraversion, 

agreeableness and here we will talk about the typologies, there is what is the typology is 

there. So, those big five model where the personality traits model. Traits were classified. And 

whatever the classification of traits is there on basis of that we will create a particular 

typology and emphasize the similarities among people in the same category, this is very, very 

important. 

 

So, therefore in that case if somebody has been classified into the one category and another 

person is classified into another category. So, then there will be the groups of categories. So, 

332



might be the 10 people in the one category, 7 people into another category and on basis of 

that the leader can decide the roles and responsibilities. 

(Refer Slide Time: 04:06) 

 

MBTI Myer’s-Briggs type indicator measures psychological preferences or the mental habits 

are there. So, this is a tool which is frequently used and very well accepted to help individuals 

and understand their own communication preferences because of their own personality style. 

And how they interact with others having an awareness of what MBTI can help you adopt 

your inter personal approach to the different situations in the audiences are there. 

 

Each year over 2 million people take the MBTI Myer’s-Briggs type of indicator, one of the 

most popular psychological tests is there. As I mentioned that is this MBTI has become the 

very popular and millions of people they like to take this particular test and identify their own 

personality. The MBTI is very popular in college leadership courses formal leadership 

training programs and the team building interventions are there. 

 

And they afford to identify because what the MBTI does? MBTI identify the personality 

typology and therefore in the college courses also leadership training programs also, team 

building interventions also, because what happens there is one typology that has to be 

matched with the another typology and when you are matching the proper typology your 

team effectiveness will increase. 

(Refer Slide Time: 05:29) 
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MBTI has a 4 basic preference dimensions, extraversion, sensing, thinking and judging. And 

with the extraversion that is the introversion, sensing with the intuition, thinking with the 

filling and judging with the perceiving is there. So, where do you get your energy from? So, 

that is the extraversion and introversion is there. Sensing is there, what kind of information 

do you prefer to use and what process do you use to make decisions whether the thinking is 

the or the feeling is there. 

 

What do you think we deal with the world around you whether you are judging or you are 

perceiving? So, therefore in that case this type of the personality’s preference dimensions are 

there and by with the help of this personality in different dimensions the one can decide about 

that is what type of the typology the person is belonging. So, person may be having either the 

extraversion or might be introversion, may be sensing or maybe intuition. 

 

May be thinking or feeling, maybe judging or the perceiving is there and not only this. With 

this there will be the different combinations and on the basis of the combinations then the 

person's personality typology that will evolve. Now so these are 4 types of the personality 

typologies are there, 4 pairs are there. So, therefore in that case 16 types of the personality 

typology will evolve and it is the ISTJ. That is the introversion, sensing, thinking and 

judging. 

(Refer Slide Time: 06:52) 
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ESFP extroversion, sensing, filling and perceiving is there. ISFJ introversion, sensing, filling 

and judging is there and ESTJ there is the extraversion, sensing, thinking and judging is there. 

Now here you can see that is from this particular combination, so it is the ESTJ or it can be e 

EITJ or it can be ESFJ or it can be EIFJ or it can be E sensing, thinking and perceiving is 

ESTJ. So, therefore in that case 16 types, so whenever we are making these combinations so 

these type of the combinations may arise. 

(Refer Slide Time: 07:38) 

 

And what are these combinations talk about? So, it is the introversion, sensing, thinking and 

judging is there ISTJ. So, here favored careers are the scientists or engineers are there. So, 

once you know the personality typology, you can identify and then classify them into a 

particular typology and a typology is called the ISTJ. And detail oriented private punctual 
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deficit cautious would rather be friendless than jobless insensitive to the hardship of others is 

there. 

 

So, in case of the ISTJ so if the person is such an introversion, sensing, thinking and judging 

then definitely then that person will be the scientist or engineer. If the person is ESTJ. After 

ISTJ I would like to take ESTJ because it is the extroversion, sensing, thinking and judging is 

there. So, it is organized, group oriented, focused, conventional, planful, realistic, hard 

working, stiff, content, regular, strict, discipline, meticulous, strong sense of purpose is there. 

 

So, because this sensing, thinking and judging this is common. So, only difference is of the 

introvert and extrovert is there and here you will find that is as we have talked about the that 

five big type model also and therefore in that case we have found that is if a person is 

socialized extroversion is there his leadership style will be more appropriate for the 

executive, banker or lawyer. 

(Refer Slide Time: 09:30) 

 

While if the person is with the ISTP, so here you will find that is the sensing, feeling and 

perceiving is there. So, therefore there will be in this case now the ISTP introversion, sensing, 

thinking and perceiving that is the engineer and programmer is there, why this is the another, 

here is the introversion, intuition, filling and judging is there. So, therefore in that case again 

this is introvert is there. 

 

However, here you will find that it is the sensing is there, so here is sensing and here is 

intuition is there. Naturally on the basis of the personality typology which you have the job or 
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professions that will be more suitable, this is the one hint. Another very important output is 

these are practical implication of this finding is this. That is the assignment of 

responsibilities. 

 

Whatever the personality job fit model always we talk about, it is what type of the personality 

the person is having and accordingly you assign them the job. Now for the ESFJ 

extroversion, sensing, filling and judging. Here you will find that is the favored careers are 

that is the wedding planner, nurse, this type of the scientist or these favor careers are scientist 

or astronaut is there. Because here more is about the feeling, it is not more about the thinking 

is there. 

(Refer Slide Time: 11:15) 

 

So, if the thinking is there then there will be the different options will be there. Now the 

another type of the personality typologies, frequently associated with each. So, here is ESTP 

and ENTP. So, whenever we are talking about the extroversion, sensing, thinking and 

perceiving and when we are connecting it with the extroversion, intuition, thinking and 

perceiving is there. That is the ENTP is there. 

 

While here it is the ESTP. So, as soon as you change sensing with the intuition, you will find 

the jobs are changing. So, if you are having the sensing the favored careers are CEO, pilot, 

spy, bar owner and like this. Disfavored careers are novelist, librarian and florist. While in 

case of the ENTP. Here what are your changes, your change only intuition and you see totally 

professional change is there. 
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That is a homemaker, librarian, these different types of the professions are there. So, similarly 

INTJ and INFP introversion, intuition, thinking and judging and introversion, intuition, 

feeling and the perceiving is there. So, in case of this engineers and neurosurgeon are 

concerned then the INTJ is there. In case of the INFP is there then the cartoonist, writer, 

activist, creative. 

 

So, therefore because they are introvert and intuition, whenever they are introvert and 

intuition you will find that is the jobs which have been changing that is of the more creativity 

is there. Here they are creative and impulsive. Dear friends the every personality is having the 

different personality typology and accordingly the jobs are to be taken. Now this is the 

another example that is the INTP introversion, intuition, thinking and perceiving. 
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And ENTJ extraversion, intuition, thinking and judging is there. So, here introversion and 

intuition it is there, so like in the previous slide we have seen, but here it is a thinking with 

perceiving and that is why the job which has been suggested is the philosopher, but not of the 

social worker and supervisor these are not favored one. While in case of the ENTJ 

extroversion, intuition, thinking and judging it is the consultant and lawyer. 

 

That have been with the focused and these favored careers are the chef, singer and artist. In 

case of the ENFJ there is the extraversion, intuition, filling and judging is there and the favor 

careers are the critic, news, anchor and dancers. While in case of the ENFP it is the actor, 

artist and the filmmakers are there. Here, so that is the extraversion, intuition, feeling and the 

perceiving is there. 
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So, whenever you are talking about the introversion versus extroversion whenever you are 

talking about the intuition versus sensing whenever you are talking about the thinking versus 

feeling or perceiving versus judging. As soon as the typology which you change immediately 

you will find that there is a change of the profession. If you want to be the leader in your 

profession or before that actually. 

 

If you want to select a profession where you can become the leader then definitely first you to 

identify that what type of the personality typology do you have and on basis of the type of the 

personality typology you can select your profession and because that is matching with your 

personality you will be successful. Common uses for the MBTI are the resolving conflict. 

Normally what happens when you are having introvert with extrovert and like this shape of 

the personality typologies which are not matching. 

 

But you know that is what type of this personal typology you will be able to resolve, you will 

be also able to identify how should I interact with this person and it is a leadership style. The 

way you will be able to identify the personality you can tune up your leadership style and you 

can work on that. 

(Refer Slide Time: 16:01) 

 

Managing the change, valuing the diversity that is what type of the diversities are there, 

considering the team and the organized culture and the problem solving is there. So, in 

addition to this what are the common uses you will find that is now many times you might be 

studying when you already opt for your profession and then you are into certain period of 
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experience also in that particular profession. But you judge from MBTI that you are of the 

different type of personality. Can you develop yourself? Yes you can develop yourself, you 

can develop yourself as per the advisor of MBTI, Myers-Briggs type indicator and then see 

that is whether this will be more suitable or not. 

(Refer Slide Time: 16:48) 

 

Now these implications of the preferences and types of leaders are disproportionately 

distributed across a handful of types then despite being useful the MBTI has limitations. Now 

you see every model is having the limitations; they are having the practical applications and 

the limitations. We have to see that is what type of the practical models which can be 

applicable to us and then what are the limitations that we have to avoid. 

 

So, types are not stable over time; this is a very big challenge. So, MBTI is to be examined 

with every period of time, major development changes in distribution of types with the age. 

So, typology changes with the age, the utility of typing systems remains uncertain because 

the behaviour of 2 people in the same type may vary as greatly as data people of different 

types. So, therefore it is also possible. Why it is possible because of the personality traits. 

Typologies can facilitate the over simplification of behaviour and the rationalization of the 

misbehaviour is there. 

 

So, therefore in that case you can also identify that is this particular type of these behaviour 

or the misbehaviour done by the individual then what type of the typology is there and then 

according to your leadership style you will be able to manage that misbehavior. Please 

understand that is do not mismatch the type of personality typology and the leadership style. 
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If the typology requires a particular style you match with your leadership style, so you will be 

able to manage the behaviour of the other person. 

(Refer Slide Time: 18:26) 

 

Individual characteristics are vital in the classification of the individual is either personality 

type A or personality type B. So, therefore in that case here you will find that is one type of 

the personality on in differences says that is because there is a hill so I got the opportunity to 

track the hills. But in the case because there is a hill I cannot go to the other side. So, 

therefore it is the individual differences and characteristics as well as the behaviour as 

depicted by the individuals are there. 

 

So, for some persons this is an opportunity, for some persons this is a limitation. To 

similarities and differences especially when faced with the particular situations are there. So, 

in a given situation the person will take it as an opportunity or will take it as a threat. That 

will depend on the what of the personality traits and what type of the personality typology 

one possess. 

 

And therefore in that case the way he is having this personality type A or type B personality 

and therefore type A personality those who are looking for the opportunities in a given 

situation. Whenever the type A personality people they face a particular situation, they try to 

identify the solutions to the problems. And therefore organizations, what organizations want? 

Organizations want there should be the certain personalities those who will be able or capable 

to develop these solutions in a given crisis. 

(Refer Slide Time: 19:54) 
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So, the A type of personality people they will be the competitive, they will be angered easily 

that is also a weakness. Feel pressure, impatient and super motivated is there. So, they are 

very vibrant and active. And therefore in that case you will find that is a type A personalities 

they are always looking for the opportunities, they want to do, they are vibrant, they are 

active. But when the situations are they it is not moving as per their choice what happens they 

get angry very easily and here you will find while in case of the type B live at highest stress 

level. 

 

They live at very high stress level type A and the time conscious are there given by the need 

to succeed that is how they are going to be successful in a given situation always. They will 

not find out the barriers is the blockage and stopping them for going further, no, no. They will 

overcome across those barriers and they will try to do the certain all these activities, those 

who will be helpful them to achieve their destination or goal. Often enjoy being in control 

and being successful this is also very interesting. That is this type of people they often enjoy 

being controlled by the others. 

(Refer Slide Time: 21:33) 
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They feel floating the hostility which can be triggered by even minor incidents are there. So, 

therefore in that case because they are very sensitive, they are very vibrant. So, even the 

minor incident is there they will be triggered. Time urgency and impatience are there which 

cause irritation and then the exasperation usually described as the being the short fused. So, 

they immediately get the fire up and therefore they get fused. 

 

A competitive drive which causes stress and an achievement driven mentality is there and 

whenever they are having this type of because they want to move fast, they want to achieve 

the goal. So, it will cause a stress and because of their achievement driven mentality is there 

and this intends to be covered and therefore less observable while others 2 are more overt. 

 

So, therefore in that case it is always A type behaviour and that has been observed and when 

as soon as it is been observed immediately the management or the organization they are the 

prompt to take the action and while in the case of this the competitive drive is concerned. So, 

because they are vibrant, so naturally this will take other 2 or it will take less time to get the 

observed for this particular aspect of their behaviour. 

 

So, as I mentioned about the type A personality they are very vibrant, very active, they want 

to achieve were getting very fire up very easily while in case of the type B personality they 

are relaxed and that okay, fine it will be done, no problem and there is no hurry. They are 

easy going that is what we can do; if this is it is happening. Live at the low stress level and 

because they are not much worried. So, their stress level is very, very low. 

(Refer Slide Time: 23:38) 
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Enjoy achievement but will not stress over a loss. So, therefore if the achievement is that they 

will enjoy. But if they do not have the achievement they fail; they will not have much stress 

over it and the often creative that is then they are very good artists and because they are very 

creative. They are reflective tend to work steadily, slow and steady wins the race. Not highly 

competitive, there is no desire for that. Often find enjoyment mediating or in the arts are there 

and then mediating. So, therefore in that case they like to do the meditation or getting the 

involved into the arts and therefore this type of the behaviour will be there for this type of the 

B personality is there. 

(Refer Slide Time: 24:31) 

 

Now on basis of the type A, type B personalities the John Holland’s has given one theory and 

Holland's theory I always like this particular session by saying that is a personality job it 

makes you the successful. I would like to share my example that is I was into the industry 
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after 10 years of industry, last 25 years I am into the academics and I am enjoying the 

academics and that is here I find that Holland's theory. 

 

The first time I came across this theory in 1995 almost 26 years back and I also try to develop 

a manual on this personality of job fit. So, this is what type of according to Holland realistic, 

investigative, artistic, social, enterprising and conventional there is there. So, therefore this is 

the Ryzek model is there that is the realistic people are there practical hands on, tangible 

work is there. 

 

Investigate you are there, they are research oriented basically. So, therefore that is a 

personality type and then if you are having that personality type you can match with that 

particular personality and can work according to your nature of personality you do the job. 

Artistic is there, expressive, creative and visual are there. Then the HR specialization that is a 

social, that is a helping is there, friendly is there. Empathetic is there. So, enterprising are 

there. So, they have influential, leader, energetic and social equally is there. 

(Refer Slide Time: 26:02) 

 

So, right from the conventional, realistic, investigative, autistic, social and enterprising. So, 

therefore you will find that is this realistic type of personality and matching with the job that 

will lead you to the big success. So, realistic type of personality enjoys working with the 

animals, tools or the machines are there. Realistic type of personalities generally avoid the 

social activities such as teaching, healing and informing others is skillful when working with 

tools, mechanical or electrical drawings, machines or the plants and the animals are there. 
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The value practical things you can see touch and use such as plants and animals, tools, 

equipments and machines; they are busy with all these issues are there. 

(Refer Slide Time: 26:44) 

 

The investigative type of personality enjoying the studying and solving maths or science 

problems, research oriented as a scientist generally avoids leading, selling or the persuading 

people. So, they are not much about the social activities. Is good at the understanding and 

solving the science and mess problem. They value the science and seen as a precise scientific 

and intellectual is there. 

(Refer Slide Time: 27:07) 

 

The artistic type of personality is there and enjoys creative activities such as art, drama, craft, 

dance, music or creative writing is there. Generally avoids highly ordered or repetitive 

activities. Has good artistic abilities in creative writing, drama, this type of the arts they are 
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giving the more time and interest to this type of the professions. So, such as and see self as 

express you original and the independent is there. 

(Refer Slide Time: 27:42) 

 

Social personality is there, enjoying doing things to help people such as teaching, nursing, 

giving first aid or providing information. Generally avoids using machines, tools, animals to 

achieve a goal. Is good at teaching counseling, nursing or giving the information is there. See 

the social personality values helping people and solving the social problems are there and 

here they are very helpful friendly and trustworthy type of relationship is there. 

(Refer Slide Time: 28:03) 

 

The enterprising personality is there which is pursuing people and selling products and ideas. 

Generally avoids activities that require careful observation and scientific analytical thinking. 

Is good at leading people and the selling things are ideas is there.  
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(Refer Slide Time: 28:19) 

 

The conventional type of personality the last is enjoying working with the numbers, records, 

machines and therefore here they are good in the written records and numbers and values of 

success in business and sees self is orderly and good at the a set of plan is there. So, 

whenever we are talking about this personality job fit theory or the Holland's model. 

(Refer Slide Time: 28:49) 

 

And this talking about the doer, the thinker, the creator the helper the persuader and the 

organizer is there and the accordingly the people can choose to work in an environment 

similar to their personality and to be more successful and satisfied with their jobs.  

(Refer Slide Time: 29:04) 
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 This is the case study; the power of the quiet and introvert person is there and therefore how 

an introvert person that character is the Susan Cain, her in bestselling book quiet makes the 

three arguments. We see ourselves as the extroverts normally we do that. 

(Refer Slide Time: 29:23) 

 

We have the introversion is driven underground that is how is intervention we do not want to 

express much about these things. Extraversion is not all it is cracked up to be and because the 

introversion is suppressed because the introverts of the world distress and fail to capitalize on 

the many virtues are there. 

(Refer Slide Time: 29:44) 
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Cain is not anti-extrovert. She simply thinks we should encourage people to be who truly are 

and the means valuing extroversions and introversion. She concludes, the next time you see a 

person with a compound face and soft wise, remember that inside her mind she might be 

solving an equation, composing a sonnet, designing a hat. She might that is, deploying the 

power of quiet. So, do you agree with this there is a introvert person? Would you like to be 

more introverted, would you classify yourself as introvert or not?  

(Refer Slide Time: 30:19) 

 

This is the suggested reading that is the relationship between the personality and 

transformational leadership. 

(Refer Slide Time: 30:27) 
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This research paper will definitely help you. The findings will let you know that is the how 

the leaders they read their subordinates. 

(Refer Slide Time: 30:37) 

 

And then how the role of personality which impact at the workplace. 

(Refer Slide Time: 30:44) 
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This is the book but the psychological types and by the CG Jung. 

(Refer Slide Time: 30:52) 
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And this another book which has been referred as I mentioned you Stephen P. Robbins which 

has been the part of your organizational behaviour and there you will find at the end of the 

chapter the exercise has been given which you can solve and identify what type of the 

personality typology do you have. So, this is all about the personality topology and the 

leadership, thank you. 
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Intelligence and Leadership 

 

So, whenever we are talking about these personality, personality traits in an individual, the, 

another important question comes in mind is what is about the intelligence and leadership. 

So, naturally, the personality plays an important role. And, according to the personality and 

personality traits, the leader can have the effective leadership also. He can create the team 

also and the team effectiveness also.  

 

Now, here in the intelligence and creativity, whenever we are talking about the individual, 

first question arises, what is the intelligence? And, when we decide about the intelligence, 

then this intelligence will be taking care of.  

(Refer Slide Time: 00:56) 

 

That is the different theories like this Sternberg’s triarchic theory of intelligence, divergent 

and convergent thinking. So, people, there are so many perceptions are there about this 

divergent and convergent thinking that who will be the more creative who will be the more 

successful. Creativity killers are there. Cognitive resource theory and as result the case study 

research papers and the book recommendation will be there.  
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So, making this simple complicated is the common place. The, making the complicated 

simple awesomely simple that is the creativity is there.  

(Refer Slide Time: 01:39) 

 

So, therefore, in that case, it becomes a very interesting. It is the whatever you simply 

complicated is the common place is there. But, they did complicated simple place or that are 

simply simple making this and that is a creativity. So, whether we are able to make that 

particular simple that creative place. So, that depends on the creativity of the individual. So, 

for that creativity, first, we have to understand the intelligence.  

 

So, intelligence is a person’s all-around effectiveness in activities directed by the thought 

intelligently by thought. So, therefore, this is the, whatever the activities are directed by the 

thought of by the any individual, it is the, and then, what is its effectiveness.  

(Refer Slide Time: 02:26) 
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So, in intelligent leaders, they are the faster learners are there. We have seen in the 

personality also. Type A personality, Type B personality, and in Type A personality, they are 

the solution finder. And, they are the more creative. So, because they are the faster learners 

are there. And, they make better assumptions. The deductions and the inferences are there. 

So, what are the assumptions are to be made?  

 

That will be decided by these intelligent people. And, they better in creating a compelling 

vision and strategizing to make their vision a reality. So, therefore, it is compelling the vision 

is there. That is how they are able to create that particular vision. They can develop the better 

solutions to the problems. And therefore, in that case, the creative persons always they are the 

solution provider, can see more of the primary and secondary implications of their decisions.  

 

And, they are able to visualize. That is why the leaders are very creative because they are 

able to visualize the implication of their decisions, are quicker on their field than leaders who 

are less intelligent are there. And, intelligence is relatively difficult to change because of the 

heredity. But, can be modified with the education and experience is there. So, earlier, it was 

told it is the IQ cannot be changed.  

 

But, now, the theories have come which talk about that is the, with the education and 

experience, you can change your intelligence also. Your IQ score also. So, Robert Sternberg 

in year 1993 in 1977 defined intelligence as the mental abilities necessary for adoption to as 

well as shaping and selection of any environmental context is there.  

(Refer Slide Time: 04:15) 
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So, this is the individuals mental ability is there. And, we have seen that is that is the 

environment response to the environment in personality traits. Those who are fast in response 

to the environment adoptability so that adoption to therefore they will be able to shaping 

selection of any environmental context is there. And, H. Gardner, in 1993, an intelligence is 

the ability to solve problems, to create products that are valued within one or more cultural 

settings are there.  

 

And, F N Freeman, in 2000, sensory capacity, capacity for perceptual recognition, quickness, 

range or flexibility or association, then the facility and imagination, span of attention, 

quickness or alertness in response is there. So, when we see the sequence of definitions from 

1977 to 2000 and there that know, so, what we have observed is that is a it is a capacity of an 

individual who is very fast quick in the observations, who is the flexible and who is 

adoptable. So, and we can see that is the intelligence is not a fixed quantity.  

(Refer Slide Time: 05:36) 
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So, is relatively difficult to change. Like personality, it is also an unseen quality and can be 

inferred only by observing the behavior is there. So, intelligence, personality traits 

preferences and values then these are the more difficult to change. While the knowledge 

experience and competencies and skills they are easier to change is there. So, it is not a fixed 

quantity although heredity plays a role.  

 

Intelligence can be modified through education and experience is there. So, however, it is the 

your the basic the personality trait will be in about intelligence. That is a analytic, practical 

and creative is there. Now, but, whatever the score is there or whatever the level of the 

intelligence is there that is core or the intelligence of the level of the intelligence that by the 

practical knowledge.  

 

We provide the particular knowledge and the experience. Then, definitely, in that case, that 

level of the intelligence of the individual in that that will enhance. So, it is not like this. That 

is the, if you are having a particular intelligence as a heredity and then it will not be changing. 

Then, competencies are there. Skill behaviors are there. And, on the basis of the 

competencies and skills behavior and intelligence that can be changed.  

(Refer Slide Time: 07:02) 
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Now, Sternberg’s triarchic theory of intelligence is there. That is the analytical creative and 

practical is there. So, in case of the analytical componential, it is a prior knowledge for 

solving the problems, learn new information, making judgment, evaluating, problem solving. 

And therefore, that is the intelligence is required with the analytical skills are there. Creative 

is required. Novelty problems unique situations and automation is there.  

 

While the practical contextual is there, so, in that case of that, adaptation, shaping and the 

selection is there. So, here we will find that is the whenever we are talking about the this 

Sternberg’s triarchic theory of intelligence is in 1985 he has proposed this idea. And, he 

believes that the ability to function effectively in the real world is an important indicator of 

intelligence.  

 

Sternberg broke his theory down into the following these 3 sub theories are there. And, on 

basis of that, prior knowledge, novelty problems and adaptation, shaping and selection that is 

the practical is there. He has proposed this particular theory. So, from here, we can 

understand that is by making the components of the all these 3, analytical, creative and 

practical, we will be able to convert our intelligence level to a next level.  

 

That is towards the higher level is there. And, for this purpose, what is required is that is the, 

we have to outline the various mechanisms that result in the intelligence.  

(Refer Slide Time: 08:33) 
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According to Sternberg, this sub theory is comprised of 3 kinds of mental processes or 

components are there. First is the metacomponents, so, Sternberg has further studied on these 

particular parameters. And then, he has found that is the, there are the mental processes are 

based on the 3 types of these components. First component is the metacomponent. 

Metacomponents enable us to monitor control and evaluate our mental processing so that we 

can make decisions, solve problems, and the create plans are there.  

 

So, therefore, in that case, the metacomponent is for the control and evaluate, monitor, 

control and evaluate. Performance component to take action on the plans and decisions 

arrived at by the metacomponents is there. So, whatever the metacomponent has evaluated 

our mental processing on the basis of that mental processing that the plans and decisions are 

arrived at by the metacomponents.  

 

It is a performance component is there because we are working on that. And then, that is why 

it is a performance is there. Knowledge acquisition component enable us to learn new 

information that will help us to carry out our plans are there. So, therefore, in 

metacomponents, normally, what we are doing? We are making the evaluations. And then, 

evaluations on the basis of the performance and performance on the basis of the knowledge 

creation.  

(Refer Slide Time: 10:00) 
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The contextual sub theory says that intelligence is intertwined with the individual’s 

environment. So far, what we have discussed in the last 3 to 3 sessions. So, that is the in the 

personality interaction with the environment. Environment means that situation or culture, 

surrounding cultures, surrounding these, the practices which you are observing, situation, 

then how you are able to react to that.  

 

This theory is comprised of 3 kinds of the components. That is adaptation, shaping and 

selection is there. In the case of the adaptation, when one makes a change within oneself in 

order to better adjust to one surrounding is there. So, therefore, when he wants to make the 

ones surrounding, then accordingly it will be the adaptation will be there. And, the shaping is 

when once changes their environment to better suit one’s needs is there.  

 

And therefore, what happens that whatever environment is there you are shape you are 

adjusting with that environment and that is called the shaping is there. Selection is 

unsatisfying undertaken when a completely new alternate environment is found to meet 

individuals goals are there. So, therefore, in that case, you are selecting the, this suitable 

environment that suitable culture is there.  

 

That the, further, the exponential sub theory has talked about there is a continuum of 

experience from novel to automation. So, whatever there is a new thing is there to convert it 

into the automation that intelligence can be applied. It is at the extremes of this continuum 

that intelligence is the best demonstrated. So, how it is to be done? Novel to automation has 

been done at the novel end of this spectrum.  
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And, individuals confronted with an unfamiliar task or situation and must come up with a 

way to deal with it. So, experience with the experience what happens that is the, sometimes 

yes it is the just whatever the environment you come across you are able to adjust. 

Sometimes, you have when you come across the unfamiliar task, then you have to deal with 

it. At the automation end of the spectrum, one has become familiar with a given task or 

situation and can now handle it with the minimal thought.  

 

So, therefore, in the beginning, that is novel to automation is that is in the beginning it was 

totally new that new environment was given. And, the person, what he does. He is with that 

unfamiliar task or situation. He interacts and deal with it. And, when he deals with it, he 

becomes familiar. That is whenever this type of situation occurs, then I have to take this type 

of decisions or I have to take this type of the steps.  

 

When you are taking those type of the steps or the decisions, then definitely in that case you 

are able to make you on towards your automation. The kinds of intelligence are the analytical 

intelligence, creative intelligence and practical intelligence is there.  

(Refer Slide Time: 13:02) 
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So, each sub theory reflects a particular kind of intelligence or ability is there. Academic 

problem solving and computation; creative intelligence, imaginative and innovative problem 

solving; and, the practical intelligence is about the street smarts and the common sense is 

there. So, therefore, in that case, whenever we are talking about the, which intelligence will 

work? So, all type of the intelligence are required at the workplace.  

 

You should be the good analytical also. You should be the creative also. And, you should be 

street smart also. So, there, then again, it, we have to consider here the personality. And, 

according to the personality, you can decide about that is how you are matching and what 

type of the intelligence would you like to use. For example, if there is a data and information 

then you will naturally you will like to create that analytical intelligence will be more useful 

will be there.  

 

But, if you are coming across a situation which you have never dealt with and that problem 

has to be solved. So, that is a creative intelligence will be used. And, whenever it is the just 

you have to negotiate, talk and you find out that is why, exactly, what is the reason. And then, 

on basis of that you can go for the common sense also. So, it will be depending upon the 

individual. That is either he can use all the 3 intelligence at the workplace.  

 

Or, he can use the intelligence be one by one. The practical intelligence Sternberg called 

one's ability to successfully interact with the everyday world practical intelligence.  

(Refer Slide Time: 14:30) 
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And, practical intelligence is related to the contextual sub theory. Practically, intelligent 

people are especially adapt at behaving in successful ways in their external environment. So, 

creative intelligence experiential sub theory is related to the creative intelligence which is 

one's ability to use existing knowledge to create new ways to handle new problems or cope in 

the new situation is there.  

 

So, therefore, in that case, this creative intelligence is which is based on the experiential 

theory which is creating the more towards the use of the existing knowledge whatever the 

knowledge person is having but with the help of that knowledge. Now, here I would also like 

to mention. That is a knowledge level, knowledge km1 km2 km3 km4 km5. So, you are 

increasing that knowledge in management level.  

 

So, when you are increasing the knowledge management level, you are identifying the new 

ways to handle the new problems. Analytical intelligence is the componential sub theories 

related to the analytical intelligence which is essentially academic intelligence. And 

therefore, in their case, like, we see in the PhDs and the research programs. That is the 

students are taught. That is how to make the analysis.  

 

And, that is increasing the academic intelligence. So, analytical intelligence is used to solve 

problems and is the kind of intelligence that is measured by a standard IQ test is there. On the 

basis of this standard IQ test and we have seen that is this analytical intelligence based on the 

standard IQ test which we can enhance with the our knowledge and experience.  

(Refer Slide Time: 16:04) 
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So, the implication of the triarchic theory of intelligence is leadership effectiveness or 

emergence is positively correlated with the analytic intelligence is there. And therefore, if 

you are having the high analytical intelligence, high will be the leadership effectiveness. That 

is the result. Because it is positively related with the analytic intelligence is there. So, 

therefore, what is required? We have to increase the analytic intelligence.  

 

When we are increasing the analytic intelligence, our leadership effectiveness will also 

increase. Sometimes, personality is much more predictive of leadership emergence and 

effectiveness then analytic intelligence is there. So, therefore, in that case, it is not there just 

because of that whatever the is there this analytic intelligence is there. But it is much more 

that is the leadership effectiveness which is making the, you more successful.  

 

Leaders primary role is to build an environment where others can be creative. The triarchic 

theory of intelligence focuses on what a leader does when solving complex mental problems. 

Emphasizes how 3 types of abilities work together to create intelligent behavior. And 

therefore, what is important is this. That is this all 3 triarchic intelligence of the triarchic 

theory that has to be emerged as a positively and emergence, a positively for the effective 

leadership is there.  

 

Now, in that case, when you are having that effective leadership then you end up using the 

intelligence. 
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Then, definitely, you, it is your thought process. In the thought process, the most important 

point is the divergent thinking. And, the divergent thinking is defined as the producing a 

diverse assortment of the appropriate responses to an open ended question or task in which 

the product is not completely determined by the information. So, there, here, it is not that is 

the, already you are knowing the answer.  

 

And therefore, in that case, what is required is that is the open ended questions or task is 

important. And, it is not completely just by the information you will be able to solve the 

problem. So, using your imagination is becoming more and more creative. So, divergent 

thinking concentrates on generating a large number of alternative responses including the 

original, unexpected or unusual ideas are there.  

 

Thus, divergent thinking is associated with the creativity is there. Now, here, in this diagram 

also, you can see that whatever the situation is there like a question. Question is been given 

situation is there. Now, there are the, how many ideas do you generate? You generate 1 2 3 4 

5 6 or so many. And, who will be able to generate the maximum ideas? So, it is expected 

those who are having the knowledge and those who are having the experience and those who 

are having the competency.  

 

So, they will be able to create. That is the more ideas. So, as next to the divergent thinking is 

the convergent thinking.  

(Refer Slide Time: 19:14) 
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Convergent thinking involves finding only the single correct answer. So, therefore, it is 

conventional to a well-defined problem. Many facts or ideas are examined while convergent 

thinking for their logical validity or in which a set of rules is followed. And here, it is the 

facts. Facts will be considered and the convergent thinking will be there. And here, in the 

convergent thinking, so many facts are there. So, you, what you are doing?  

 

You are using more critical or you are using more logic. Well, in the case of divergent 

thinking, you were using more innovative ideas and more innovations are there. So, here in 

the convergent thinking that was in divergent thinking more ideas were created. In the 

convergent thinking, more facts are concerned. And therefore, you are using the logic here, 

reaching a problem solution through the recognition and expression of the pre-established 

criteria.  

 

And, the standard intelligence tests are similarly believed to measure the convergent thinking 

are there. And here, we always, it has been found that is at the workplace you may require 

sometimes to have the divergent thinking or the convergent thinking is there. But, standard 

intelligence is to be developed. As an standard intelligent test are similarly believed to 

measure the convergent thinking is there.  

 

And therefore, in that case, as a, as per the environment, you have to decide about, what are 

the divergent thinking or convergent thinking? What will work?  

(Refer Slide Time: 20:39) 

367



 

The creativity killers, the following is a list of things leaders can do if they wish to stifle the 

creativity of their followers. Take away all discretion and autonomy. So, that will create that 

will kill the creativity of your followers. So, please never do that. But, if you want to do the 

to kill the creativity, do this. That is the people like to have some sense of control over their 

work naturally.  

 

What happens know when you are at the workplace, you develop an autonomy. You develop 

an ownership. So, micromanaging staff will help to either create the yea-sayers or cause 

people to mentally disengage from the work. So, so therefore, in that case, it is the, that if you 

do not want to be them creative take away their discretion and autonomy. Create fragmented 

work schedules.  

 

So, repeated interruptions or scheduling. So, novel solution generation time in 15 minutes 

increments around other meetings we will disrupt people’s ability to be innovative is there. 

So, you will not allow for even for them think the continuously for the 15 minutes on 1 issue. 

Provide insufficient resources. And then, whatever the man, machine, material, money, 

method, minute is the required, then do not provide them the sufficient resources.  

 

And, they cut these off and watch creativity go down the tubes is there. And therefore, in that 

case, now, what is the warning is? Do not be creative killer. If you want to be really a leader, 

then give them the discretion and autonomy, give them the, a proper work schedule. And 

then, accordingly, you will find that is the, they will be able to perform. Focus on short term 

goals.  
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These also creativity killer, people can be creative and funny if given enough time. But, 

focusing on only short term outcomes will dampen creativity is there. So, therefore, if you are 

allowing them to create the short term goals only, then definitely their creativity is going to 

be killed. Then, they create the tight timeline and the rigid processes. So, therefore, you are 

not given them the enough time. There is no flexible time.  

 

So, the tighter the deadlines and the less flexible the processes the more chance that 

innovation will be reduced. And therefore, in that case, you will find that is the, whatever, 

whenever we are talking about this the development of the ideas innovative ideas, then 

definitely what is required is that is the you have to create them the, these the solutions to the 

give them the time so that they can think of.  

 

Now, discourage collaboration and coordination, the best ideas often come from teams 

having members with different work experiences and functional backgrounds. By 

discouraging cross-functional collaboration, leaders can help guarantee that team members 

will offer up only tried and true solutions to problems is there. So, therefore, in that case, you, 

what you are doing.  

 

That is you are not, you are discouraging the collaboration and coordination. And, as you are 

discouraging the collaboration and coordination, the team effectiveness will be decreasing.  

(Refer Slide Time: 23:46) 
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So, improving the organizational creativity, the, how we can increase the organizational 

creativity. So, various sort of incentives or rewards can have various effects on the creativity. 

And, the synthetic abilities can be hindered if ideas will be evaluated. So, here, these the what 

sort of the rewards which we are looking for then that will give about that the incentives and 

rewards are more you are encouragingly encouraging them.  

 

That is then definitely at workplace they will try to solve the more problems and be more 

creative. Synthetic abilities can be hindered if ideas will be evaluated. So, therefore, in that 

case, if it is always better that is the, we have to encourage the synthetic abilities. And, we 

should not evaluate their ideas. Then, what to do? Develop the new products and services. 

The level of turnover should be low. And, goals should be clear very clear.  

 

And then, our organizational creativity will increase employees turnover should be low. Now, 

leaders need to provide enough room for creativity to flourish but enough direction for effort 

to be focused as well. Now, you see it is the balance is required. So, on one side, that is you 

have to give them the enough room for the creativity. And, on other side, that is you have to 

give the proper directions.  

 

Creeping elegance is refers to the tendency of a design project or product cycle to accumulate 

more and more features or details are there. So, here, it is a more basic level, fails to meet the 

customer needs. It should be avoided. So, therefore, in that case, it becomes important. That 

is the, we are encouraging for the more organizational creativity. This cognitive resource 
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theory that is talks about the intelligence and stress is reinvention of the Fiedler contingency 

theory. And, concepts was given by the Fred Fiedler and the Joe Garcia in 1987.  

(Refer Slide Time: 25:35) 

 

We have talked about the Fiedler’s theory. We have talked about the leader member 

relationship task and the positioning power. This theory is further extended one. So, cognitive 

resources theory is a conceptual scheme for explaining how leader behavior changes under 

stress level to impact the group performance is there. So, here, that whenever we are talking 

about the leader behavior change, naturally in the given stress level.  

 

That is the, it is having the group perform impact on the group performance. So, this theory 

relates to the leader’s intelligence and experience with his or her reaction to the stressful 

situation. So, leader in a given situation, that is how he will be behaving and then, so, that is 

this theory will be helping him to handle this stressful situation without thinking logically. It 

clears how a leaders intelligence and experience influences the way may react to stress.  

 

So, cognitive resource theory consists of several key concepts, intelligence, stress, experience 

and the task knowledge is there. And, when we are considering this all these factors and 

especially in the given stress then we are giving him more time because normally what 

happens in a given time in the stress the leader is very spontaneous. And then, he is not 

having the enough time to use his intelligence. So, theory is based on the following 

assumptions.  

 

371



The success of a leader depends on certain factors unlike intelligence, experience and other 

cognitive means. 

(Refer Slide Time: 27:02) 

 

Leadership success is not based on cognitive capabilities only. And, the stress affects the 

decision making ability is there. So, therefore, these are the assumptions are made. And, if 

this is the assumption because the not all leaders may be the all leaders may not having the 

stress. But, yes, some of them may be having these stress and they respond to the stress. They 

are so fast.  

 

So, that as a result of which they are not using the proper approach. The theory predictions 

include the greater experience but lower intelligence may account for the higher performing 

groups in higher stress conditions are there. High level of experience may account for usage 

of the old solutions when creative solutions are more apt. So, therefore, in that case, this is 

very interesting point and I am sure very relevant for the practical field also.  

 

It is high level of experience may account for usage of the old solutions. So, therefore, in that 

case, always, whenever we say I am used to do this. This is an example. So, then, it is the, 

that is account for usage of the old solutions. When creative solutions are more apt is there. 

And therefore, in that case, the people they will go for there the old solutions. Cognitive 

research theory talks about predict whether a certain type of person will be able to lead in a 

stressful situation or not.  

(Refer Slide Time: 28:21) 
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A wonderful contribution that is the, if the stress level is there and then in a given stress how 

the person will behave. And, the theory helps the placement of persons in leadership positions 

by suggesting that people be tested for intelligence and the ability to manage stress in 

addition to assessing leadership qualities are there. So, whenever we are talking about the 

assessment of the leadership qualities then definitely we will be having the positions and the 

ability to manage.  

 

Then, here, these particular types of the theories they are practically helping the person. That 

is the, in a given situation, what how he can use his, the potential. Now, if it differentiates the 

abilities of a skilled labor from an experienced labor and indicates how they are useful. And, 

one side that is the old knowledge is there. Other side, there is no experience but the solution 

providers are there.  

 

So, cognitive resource theory helps in understanding the role of intellectual abilities and 

organizational performance in solving task is there. So, whatever the role of the intellectual 

abilities, are there, then they will be able to command and the organizational performance are 

there. So, there, where high opportunities more opportunities are there to use the intellectual 

abilities.  

 

However, in a current situation, when there is a high level of the stress it will may be very 

difficult to get the time to solve this particular intelligent problem and to use the intelligence. 

So, limitations of this cognitive resource theory is that does not talk about those leaders who 

have both a good IQ and a good work experience also. 

373



(Refer Slide Time: 30:08) 

 

Because they are talking about that is a, in a given stress, when there will be the high stress 

the old solutions will be applicable because of the experience. But, there that is required. That 

is how we can you make the use of the IQ in a, for the, with the work with the high level of 

the work experience also. Intelligence is not defined. There are many types and degrees of the 

intelligence and the cognitive resource theory does not account for them.  

 

And therefore, here, that what exactly the intelligence means that authors have not described. 

Leadership implication of CRT, the cognitive resource theory is the best leaders are often 

smart and experienced. Leaders may be unaware of the degree to which they are causing the 

stress in their followers. The level of stress inherent in the position need to be understood 

before selection of the leaders, are there.  

 

So, definitely, this theory will help us in a different ways. On the one side, it will be helping 

us to make the aware about to sensitize. That is that we should know the stress level of the 

followers. And, on the other side, it also help us to understand. That is the, how our old 

experience that we can use for solving the problem. For the past 100 plus years, the western 

hemisphere, this is the case study.  

(Refer Slide Time: 31:32) 
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Innovation in the emerging economy is there. That is the, whenever we are talking about 

these Brazil, Russia, India and China, then scientists and engineers each year.  

(Refer Slide Time: 31:42) 

 

Then, how, there, these ideas can be generated and the technology can be help to make these 

ideas into the products are there. So, this is about the BRICs. The expanding middle class of 

the BRIC countries is giving more people the income needed to purchase new products. So, 

with the number of scientists and engineers graduating from the BRIC countries and their 

rapidly expanding economies, it may only be a matter of time before the west is no longer the 

center of innovation.  

 

Does analytical and creative intelligence of individual play dominant role in the make of the 

centre of innovation? What do you think are the implications of these trends for the leaders in 
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the west or the BRIC countries are there. So, therefore, whether the, this stress management 

will be helpful or then it will be done.  

(Refer Slide Time: 32:26) 

 

These are the research papers which you can refer for the further studies.  

(Refer Slide Time: 32:32) 
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And, their findings that will be useful and these the paper which has been given it is based on 

the CRT of the CRT theory. And, the research on CRT, that is the cognitive resource theory 

that helps to develop the intelligence.  

(Refer Slide Time: 32:46) 

 

These are the books which I suggest you can refer more and that is intelligent leadership what 

you need to know.  

(Refer Slide Time: 32:54) 
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Unlock your full potential. That is a book recommendations.  

(Refer Slide Time: 32:56) 

 

And, these are the references for the detailed studies which you can refer for the further 

enhancing your knowledge. So, this is all about the intelligence and the leadership which we 

can develop at the workplace, thank you.  
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Lecture – 17  

Emotional Intelligence and Leadership  

 

In the last sessions, we have talked about the personality of these individuals and on basis of 

these personalities, we have talked about the so many attributes of personality also and when 

we talk about the cognitive component that is the emotional component of the leader, then 

definitely, in that case, the question arises that is, how much emotional a leader should be, 

whether he should be emotional or not, that is itself is a question.  

 

And this particular session will talk about all these issues and what should be the emotional 

the status of the leader.  

(Refer Slide Time: 01:06) 

 

So, we will talk about the effect, emotions and moods, affective event theory and definition 

of emotional intelligence, ability model, mixed model, implications of the emotional 

intelligence, and as usual, the research paper, case study and book recommendations, and 

references will be there.  

(Refer Slide Time: 01:21) 
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So, whenever we are talking about the emotions, so, Daniel Goldman’s contribution is highly 

recognized and accepted in the academia and here is a quote was given by Daniel Goleman, it 

is the what really matters for success, character, happiness and lifelong achievements is a 

definite set of emotional skills. So, therefore, whenever we are talking about these successes 

or characters or happiness, then it becomes very, very important, that is we are talking about 

the how of your emotional status do we help.  

 

Now, your EQ, emotional quotient, not just purely cognitive abilities that are measured by 

conventional IQ tests is there. So, earlier, we were talking about the IQ, and intelligent 

quotients, then we talk about the EQ. Definitely, I will also speak later in further sessions 

about the SQs, and spiritual quotient also. So, whenever we are talking about the success of a 

leader, the success of a leader depends on the IQ, EQ and SQ. On basis of these IQ, EQ, and 

SQ, we talk about the affect, emotions, and moods.  

(Refer Slide Time: 02:34) 
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So, affect is a broad range of feeling that people experience. So, therefore, in that case, these 

are the feelings that are normally the people experience, and these feelings, actually, here I 

would also like to connect these feelings with the behavior. So, because the feelings that 

create the attitude and that attitude converts into the behavior. The emotions are an intense 

feeling that are directed at someone of something is there.  

 

And therefore, these are the emotions we are having the intense feeling. And what is the 

moods? Feelings that tend to be less intense, than emotions and that lack a contextual 

stimulus is there. So, therefore, in that case, whenever we are talking about the effect, so, it is 

defined in the form of the emotions and moods are there that can be experienced in the form 

of emotions and mood these feelings.  

 

These feelings are concerned with the emotions and moods that are there. Normally, 

emotions are caused by a specific event, and very brief in duration or the seconds or the 

minutes are there. So, therefore, that has to be very brief in on duration, specific and 

numerous in nature, for example, the many specific emotions such as anger, fear, sadness, 

happiness, disgust, and surprise is there and these will be decided about that is what sort of 

these emotions we are having.  

(Refer Slide Time: 04:08) 
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Whenever we are talking about the basic emotions, so, there are dozens including anger, 

contempt, and enthusiasm, and we fear frustration, disappointment, embarrassment, disgust, 

happiness, hate, hope, jealousy, joy, love, pride, surprise, and sadness is there. So, therefore, 

these are the certain emotions that have been given the examples are there.  

 

And as we see that is that these basic emotions whenever we are having this part of these 

personality of the leader, then we have to understand what type of emotions a leader has to 

demonstrate. So, numerous researchers have tried to limit them to a fundamental set and 

many researchers agree on 6 essential universal emotions that is the anger, fear, sadness, 

happiness, disgust and surprise is there.  

 

So, therefore, in that case, like the MBTI Myers-Briggs Type Indicator, we have seen that 

there were the 16,000 personalities, but ultimately, we have converted into the 16 types of the 

personality typology. Similarly, there will be the hundreds of the emotions will be there, but 

basically all these emotions, which have been classified in the umbrella of the 6 colors.  

(Refer Slide Time: 05:36) 
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And when we are talking about the basic modes that is the positive and the negative affect is 

there and that is called the PANA, positive affect and negative affect is there. Whenever we 

are talking about the positive affect, a mood dimension that consists of the specific positive 

emotions, such as excitement, self-assurance, and cheerfulness at the high end and boredom, 

sluggishness, and tiredness at the low end.  

 

So, here it is becoming very, very important that is whenever we are having this type of this 

excitement is there, so, this specific positive happening is there and whenever there is a 

positive happening, then we are going by this positive affect is there. So, there can be a low 

positive factor and always we can talk about the high positive affect is there. So, these are the 

examples are given in the diagram.  

 

In the negative affect, a mood dimension that consists of emotions such as nervousness, stress 

and anxiety at the high end and the relaxation, tranquility, and poise at the low end is there. 

So, therefore, in that case, it becomes very, very important that is the; when we are having the 

low negative affect of our emotions and the high negative affect is there. So, the high 

negative affect, which we are having in the emotions and moods that is creating whether how 

the person that will take the decisions also.  

 

So, it is affecting the decision-making process also. So, what are the sources of emotions are 

there?  

(Refer Slide Time: 07:18) 
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Sources of emotions are the personality, age, weather, stress, and exercise is there and 

whenever we are talking about these dimensions, some of them are the demographic 

dimensions are there and the other side is these are the like for example, the sleep. So, when 

you must show realize that when you had a sound sleep. So, when you had a sound sleep, 

then definitely your mood and emotions, they are having the positive affect, but when you are 

asleep is disturbed, so, the next day you will find it, your mood is also disturbed.  

 

So, in the case of this again it depends on sources of emotions on the gender also. So, a lot of 

studies have been done that is the in a given situation on the emotional the; what will be the 

response emotionally and that will be decided on the basis of the gender also. So, gender also 

affects the emotions. Then the social activities are there, how much you are involved in social 

activities. So, higher the environment in the social activities, the higher is the positive affect.  

 

Lower is the environment in the social activities, then the negative effect is there. And then, 

therefore, then, in that case, the sources of your emotions so, for example, you are having a 

pleasant gathering, social gathering, then in the social activity, then definitely you will have 

the positive emotions are there. Suppose, unfortunately, we are participating in acting into 

this negative social activity of any sorrow or in case of death and all, so, naturally our 

emotions will be also affected by this surrounding social environment.  

 

It also depends on the day of the weekend, time of the day is there. So, therefore, many 

people, have a very positive emotion in the morning and those who are having the negative 

emotions that is the in the evening as simple as a student, you can also find out that is the 
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when you are the best in learning studies. So, many students you see that is they study late at 

night; some students study early morning. So, therefore, they find that is yes, this time of the 

day that is also affecting their emotions and moods, and whenever they are having these 

positive emotions and moods that is affecting their emotions.  

 

So felt emotions are an individual’s actual emotions, which are the person is having the felt 

and the displayed emotions are the emotions that are organizationally required and considered 

appropriate in a given job is there. So, therefore, in the case of this whenever we are talking 

about for example, social activities, so, in social activity, when we display the emotions, we 

display the emotions as per the norms of the society, the desire of the society is there.  

 

And therefore, in that case, it is very, very important that is we are having these displays of 

emotions. That is, they are organizationally required at a workplace also. At the workplace 

also like emotional expression with the boss and the emotional expression in any 

organizational meeting or gathering is concerned and then it has to be with the appropriate 

expression of emotions, display of emotions appropriately with the job is concerned.  

(Refer Slide Time: 11:11) 

 

So, here is the affective events theory which talks about a model that suggests that workplace 

events cause emotional reactions on the part of employees, which is an influence workplace 

attitude and behaviors are concerned and therefore, in that case, whenever we are talking, 

these dimensions are very, very important that is the at the workplace, how you are having 

the affect of the work environment your emotions are; employees emotions are concerned.  
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So, here that particular characteristics of the job, so, we are talking about the personality job 

fit model PJ model of Holland’s personality job fit model and there, we are talking about the 

job contribution, job satisfaction will be more when the characteristics of the job is matching 

with the individual’s personal effectiveness. So, therefore, if the person is having these 

personality job fit, then job satisfaction will be very high.  

 

So, these characteristics of the jobs that it is the always that has to be matched with the 

personality, personal dispositions are there and then you find that is the employees are deeply 

involved in their jobs, so that employee engagement, employee commitment, employee 

loyalty, why is with some employees and not with the others? The reason is that is the 

personality of the integers and the characteristics of the job.  

 

Whenever we are having the matching of these the personality of the individuals with the 

characteristics of the job, then there will be the higher job satisfaction. So, job satisfaction 

will be higher. So, second is the job demands. So, how the job demands are there? Job 

demands by the superior, job demands by the environment, job demands by the particular 

social environment, maybe the economic environment, with the technological environment. 

 

So, if somebody is required to be a very high tech-savvy, did the job demand is there and if 

he is able to fulfill, yes, his emotions are to be positive, but if there is a job demand, which 

requires high tech savvy simple example is of the Excel sheet. So, if there is a staff and staff 

know the Excel sheet right and then earlier, he was not knowing, but his personality is too 

eager to learn.  

 

So, when he is eager to learn and then job demand is there to run the Excel sheet and so, he 

has learned and exercising the Excel sheet, then definitely there will be the job satisfaction 

will be there. So, emotional labor requirements are there. Then what are the emotional labor 

requirements? That is a social demand in the workplace. So, whenever here, I will also like to 

connect this cognitive dissonance theory.  

 

So, in emotional labor, who is emotional labor? Emotional labor is a person who expresses 

emotions as per the situation. So, whenever when the boss says that is the this is the decision 

needs to be taken and in spite of that, that is the you do not find this decision is right but you 

386



express happiness and then you say yes, there is, this is the very right decision you have 

taken. So, that is the emotional labor is there.  

 

So, I remember that some of the episodes of the just call pretty where the dog dies, boss dogs 

dies and then the whole office seems to be the boss and then they express very their 

emotional sadness that is the that is likely something big has been lost. So, that expression, 

expression emotional, otherwise they were not feeling that it is really a big loss to the boss. 

So, there, they were expressing those emotions to make the boss happy and not by the heart.  

 

So, if this type of the issue are there, then we will say that is the emotional labor expression is 

there and when they are, by heart their emotions and then you are expressing the emotions, 

then that is not the emotional labor, an example of labor expression. So, therefore, if the boss 

dog has died and then you would use to visit the boss home, and then you were also getting 

the connection with the dog of the boss and it was recognizing you.  

 

And therefore, if you were having an emotional connection with that pet animal and then 

something wrong happens, then definitely that is not a case of the emotional labor because, 

by heart, you were feeling bad about it. Now, the work events are there that is our emotions 

depends on the daily hassles. For example, a simple example is about the waiting for the boss 

appointment or the sitting outside of the boss’s cabin and then we are looking for the 

interaction or meeting.  

 

So, therefore, these meeting timings which you find are not very fruitful; daily, there are 

meetings are there. So, this will be the daily hassles will be there. Daily hassles will be there. 

So, therefore, in that case, whatever the work events are happening positive, if it is happening 

positively, then definitely you are having this uplifts are there. Whenever you have been 

having the negative at the workplace, then definitely you will have the negative emotions.  

 

Now, here the word has been used daily. So, therefore, we are too highly concerned. We are 

concerned that if every day if you are feeling uncomfortable in the workplace, what will 

happen? Employee turnover will increase. This is the culture of the organization. He also 

expressed the culture of the organizations where the employees are not happy. Now, if the 

things are positive, work environment is positive, and work events are comfortable, then 

definitely the emotional reaction will be positive.  
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And whenever there will be a positive emotional reaction, there will be job satisfaction. The 

higher the job satisfaction, the better will be the performance right. Here the, we will find that 

is whatever the work events are there and what are emotional reactions are there, it depends 

on the individual. Why? Because the individually has his own personality and his own 

moods, ups, and downs of the swings of the moods, he is having.  

 

So, therefore that personal dispositions that are to be considered. So, therefore, in that case, in 

the emotional reactions that are the job performance is required, he has to be considered. So, 

here emotional reactions are there, then the positive or negative so, here we will find about 

the on-job satisfaction and then basis on the job satisfaction, emotional reactions, there will 

be the job performance is there.  

 

So, in the personal dispositions are concerned, the role of these individual it plays a very, 

very important role. And naturally, whenever the affective events theory, it talks about that is 

these workplace events cause emotional reactions on the part of employees because these 

employees then influence workplace attitudes and behavior is there and this will be the 

attitude and behavior and therefore, either if it is a positive, job performance will increase, 

job satisfaction also increases.  

 

So, here you will find that is the yes whenever we are talking about in the workplace 

environment and the emotions, then definitely here it becomes very, very important according 

to affective events theory that is the emotions and moods of the employees depends on the 

work environment, work events and the personality of the employees. Now, there can be a lot 

of discussions also on this that is the whenever we are talking about this work environment.  

 

So, we have to create a great place. It should not be only a good place to work; a good place 

to work has been the old understanding while they when we are talking about the great place 

to work, then here it becomes very, very important that is we are having the HR practices in 

such a way, or these are practice, yes these are practice.  

 

Therefore, for example, when we are talking about the Goldman Sachs, Apple or Infosys, or 

Tata Group companies and there, we nowadays we find that is the especially in the servicing 

sections of these industries that are the employees can take the break, they can have the 

388



eatables easily available to them, they can relax, if they are having the high stress, they can 

visit to the sports ground or the sports facilities whatever is available there or the recreation 

facilities which are available in there that office premise says or the effective premises.  

 

So, therefore, in that case, on the basis of these the emotional work environment can be 

created. And naturally, personality as we talked about earlier that is the depends on the 

individual is there, but the work events like the celebration, celebration of the birthdays. So, 

that will be the work event and definitely the step of the events that will be making the more 

positive, this, the more positive emotions will be raised amongst the employees.  

(Refer Slide Time: 21:53) 

 

Now, when we talk about emotional intelligence, Peter Salovey and John Mayer have given 

that is the defined emotional intelligence is a group of mental abilities that help people to 

recognize their own feelings and those of others. So, therefore, in that case, their own feelings 

and others feelings will be definitely recognized by these, the self, one should also be able to 

understand that is what makes this positive mood and emotions and what makes the negative 

moods and emotions, then he can work on that.  

 

And he believed that emotional intelligence was another way of measuring human 

effectiveness and define, it as a set of 15 abilities necessary to cope with the daily situations 

and get along in the world is there.  

(Refer Slide Time: 22:53) 
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And therefore, in that case, you will find that there are different paths, traits, personality traits 

have been mentioned for control the emotions. Rick Aberman define emotional intelligence is 

the degree to which the thoughts, feelings and actions were aligned and according to him, 

leaders are more affective and, in the zone, when their thoughts, feelings and actions are 

perfectly aligned.  

 

So, therefore, in that case, this emotional intelligence which is required to be the more 

affective, and always whenever our thoughts, feelings, and actions are aligned at the 

workplace, then definitely in that case, you will find the employees are more having the 

positive emotions. Now, Daniel Goleman has given success in life is based more on one self-

motivation, persistence in the face of frustration, mood management, ability to adopt and the 

ability to empathize and get along with others, than on one’s analytic intelligence or IQ is 

there.  

 

So, therefore, this is one’s self-motivation is becoming very, very more important. And this 

again, this self-motivation, it depends on the personality of the individual and the family. The 

persistence in the face of the frustration, mood management, the ability to adapt, and the 

ability to empathize and get along with others, this is, it is very, very important in the 

workplace. Ability to adopt and ability to empathize and get along with others.  

 

So, therefore, in these, nowadays, we did most of these issues are that is because of these, 

they are not able to get along with others. The team effectiveness is not there. So, therefore, 

in that case, to get along with others, for the creation of the team, team effectiveness, team 
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building by the leader, it is important that you are able to manage the moods of that particular 

employee.  

 

If you are able to manage the moods of the employee, then definitely you will have better 

team effectiveness.  

(Refer Slide Time: 22:53) 

 

There are these 2 dimensions, have been mentioned models of emotional intelligence, and 

ability model in the mixed model. The ability model focuses on how emotions affect the, well 

it has thought, decisions, plan, and act. So, therefore, if the leader is in a happy mood, so, he 

will think, and he will decide and plan and act happily. If he is having that is in the mixed 

model, the broader and more comprehensive definition, then the ability model because it 

includes more leadership qualities.  

 

So, therefore, in that case, it becomes the more leadership qualities are becoming very, very 

important that is the, it always has to be seen that is it includes the ability of that leader, 

which is making the more interaction and the not only of the one dimensions of the 

individual, but it is also integrating the other dimensions also. So, in the case of the ability 

model by Mayer, Salovey, and Caruso, it is the that we talked about that is how emotions like 

the individual as is happening.  

 

While in the case of the mixed model, so, the emotional competencies model by Daniel 

Goleman that is becoming like self-awareness, self-regulation, empathy, motivation, and 
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socialization. So, therefore, these 5 dimensions given by the Daniel Goleman, they are 

becoming the more mixed models’ type.  

(Refer Slide Time: 27:08) 

 

In the bar on the emotional-social intelligence, model is there and, in that case, as per the 

society norms, the behavior will be also a mixed model of the emotional intelligence. And 

these are developed by Peter Salovey and John D. Mayer, the ability model, assumptions of 

the ability model are emotional intelligence defined within the confines of the standard 

criteria for new intelligence.  

 

So, therefore, that is that we will be having a new intelligence is there or useful sources of 

information to make sense of navigating their social environments and the individuals vary. 

So, in their of the, but individuals, they will vary in case of their ability to process 

information of an emotional nature, inability to relate emotional processing to a wider 

cognition and these abilities manifest in certain adaptive behaviors are there.  

(Refer Slide Time: 27:55) 
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For abilities of the ability model of emotional intelligence is perceiving emotions, 

understanding emotions, and using emotions. The perceiving emotions are the ability to 

decipher emotions in faces, pictures, voices, and the cultural artifacts are there. And 

therefore, in that case, here, it is the ability of these emotions that has to be seen. So, 

understanding emotions is the ability to comprehend emotional language and to appreciate 

the complicated relationships among the emotions are there.  

 

So, here, we will find that whenever we are talking about these, the understanding the 

emotions, then it is becoming to making the appreciate the complicated relationship among 

emotions. If we are able to make these emotions more and more by understanding each other, 

then that is better and the using the emotions that are the perceiving the emotions, 

understanding the emotions, and using the emotions.  

 

When we are about perceiving the emotions that is by what we sense, senses for example that 

is the face pictures, voices, and cultural artifacts are there; understanding is there that is the 

emotion language. And therefore, through our senses, many times, we understand the 

emotions, and using the emotions is the ability to harness emotions is to facilitate various 

cognitive activities such as thinking and problem-solving.  

 

So, managing emotions are the ability to regulate emotions in both ourselves and in others are 

there, so emotions management is required.  

(Refer Slide Time: 29:38) 
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And how we understand with the help of the mixed model of emotional intelligence that is 

emotional competencies, developing the emotional competencies. So, people are born with 

general emotional intelligence that determines their potential for learning emotional 

competencies. So, that is about the gender and these competencies are learned capabilities 

that must be worked on to achieve outstanding performance there.  

 

So, the personal competency for this emotional intelligence, there is self-awareness, self-

regulation, motivation, empathy, and social skills are there which I mentioned earlier.  

(Refer Slide Time: 30:12) 

 

So, self-awareness is that is the how I get emotional, accurate self-assessment, and self-

confidence; while the motivation is the achievement, commitment, initiative, and optimism is 
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there. Self-regulation is self-control trustworthiness, conscientiousness, adaptability, and 

innovations are there.  

(Refer Slide Time: 30:30) 

 

And the social skills required for these emotional competencies, how do you manage the 

conflict, how do you bring the changes, how your team capabilities are there, communication 

with the others and the leadership qualities with your followers and building bonds and 

cooperation is there. In self-awareness, it is becoming very, very important that you do not 

understand only yourself, but you are making the understand the others also. And definitely, 

in that case, you will be able to develop emotional intelligence.  

(Refer Slide Time: 31:00) 

 

So, developed by the Reuven Bar-On, he was the first one to use the term emotional quotient. 

So, Bar-On emotional intelligence model assumptions and developers over time can be 
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improved through training or therapy. Emotional intelligence and cognitive intelligence 

contribute equally to a person’s general intelligence which then indicates one’s potential to 

succeed in life is there.  

 

So, whenever we are individuals with higher-than-average emotional quotient in general 

more successful than the environment meeting demands and pressures are there. Deficiency 

in emotional questions can mean a lack of success in the emotional problems are there.  

(Refer Slide Time: 31:00) 

 

The Bar-On model factors there too that is interpersonal and adaptability is there. Whenever 

we are talking about interpersonal, emotional, and social intelligence, then emotional self-

awareness knowing yourself how much an asset you are, independence, and self-actualization 

or self-regard is there. In the case of adaptability, it is reality testing flexibility, and problem-

solving is there. Whenever we are taught stress management, stress tolerance, and impulse 

control that is very, very important.  

(Refer Slide Time: 32:09) 
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In the case of the interpersonal is there that is the social responsibility and interpersonal 

relationship with others that are applicable at the workplace also and in the general mood, it 

is the optimism and happiness is there that decide about the emotional-social intelligence how 

is your emotional-social intelligence.  

(Refer Slide Time: 32:29) 

 

So, people can extremely ineffective when their thoughts, feelings and actions are 

misaligned. EQ literature has helped bring emotions back to workplace. Research indicated 

emotional quotient moderate’s employee’s reactions to job insecurity and their feelings are 

there.  

(Refer Slide Time: 32:45) 
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(Refer Slide Time: 32:51) 

 

This is a research paper which you can refer for your further research interest and the findings 

of this research.  

(Refer Slide Time: 32:56) 
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Then also you can refer to this case study happiness coaches for the employees that is how 

the happiness has been developed, which you can also see, and then this will be the 

assignment that is what you can do for the happiness of your employees are concerned.  

(Refer Slide Time: 33:15) 

 

(Refer Slide Time: 33:18) 
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Happiness coaches are effective or not. And finally, this is the book that is a primal 

leadership, which you can refer and on basis of these recommendations, you can understand 

because this is the one of the author’s Daniel Goleman. Richard Boyatzis and Annie McKee. 

This groundbreaking book remains a must-read for anyone who leads or aspires to lead.  

 

So, primal leadership that you can refer to for developing more about emotional intelligence 

and leadership understanding. These are the edges of references, which you can refer to for 

your further studies. Thank you. 
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology – Roorkee 

 

Lecture – 18  

Power and Leadership 

 

(Refer Slide Time: 00:31) 

 

Whenever we talk about power and leadership, we will discuss the definition of power, leader 

versus power, sources of power, leader motive, motivation to manage, research paper s, case 

studies, and book recommendations for this particular session.  

(Refer Slide Time: 00:37) 

 

403



The true leader must submerge himself in the foundation of the people, and therefore, in  that 

case, whenever we are talking about the use of the power, so, therefore, they  should not be 

the power distils; he submerges himself in the fountain of the people, that means; he is not 

different, he is a part of them and therefore, how this is to be done in practice that we will 

see.  

(Refer to Slide Time: 01:11) 

 

Power is simply the ability to get things done; it is how one wants them done. Moreover, this 

definition you might be connecting with the definition of the manager. So, a manager is 

powerful. Why is he powerful? Because he gets things done the way one wants them to be 

done, the manager is getting that done with the help of the positioning power.  

 

In power also, there are different types. Leadership power is the influence of behaviour on 

others. So, getting things done by influencing others. Power refers to a capacity that A has to  

influence the behaviour of B. So, B acts following A's wishes, as I mentioned. The most 

crucial aspect of power is its dependence function; the more extraordinary B depends on A, 

the more excellent A's power is in the relationship.  

 

So therefore, if we take about a superior-subordinate relationship, the subordinate is highly 

dependent on A. In that case, A will have more power, and the dependence, in turn, is based 

on alternatives that B perceives and the importance B places on the alternatives A controls; 

excellent statement.  

(Refer Slide Time: 02:35) 
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So, therefore, in that case, B has many options now, whose power he should accept. So, then 

he will have the choice on that. So, in that case, it is the acceptance of the B towards A 

whether to accept the power or not to accept the power. So, Robert Dahl, in 1957, A has 

power over B to the extent that he can get B to do something that B would not otherwise do. 

 

Furthermore, therefore, in that case, when we will say that power is exercised, because if  he 

is doing, then there is nothing new, but when he is doing, otherwise he would not do , but he 

is doing because of A, so, we will say that A's power has been exercised. Bertrand Russell in  

2004, power may be defined as the production of intended effects. Moreover therefore, in that 

case, it will always be whenever we are talking about what we want to get done. So, that is 

why we say it is the intended effect. 

 

Romano Guardini in 1998, power is the ability to move a reality. So, that is the make them 

move for the whatever the things are to be done. Max Weber in 1980, opportunity permits 

one to get it out of one's own will even against resistance and regardless of the basis on which 

the opportunity rests. 

(Refer Slide Time: 04:05) 
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This is a very high potential (()) (04:08) definition is there that is whatever the opportunity is 

there, and based on the opportunity, the person has been influenced to avail that particular 

opportunity. The basics of power definition are the ability to exercise control over others, and 

leadership is the ability to influence people to follow your instructions.  

 

Furthermore, in leadership, the ability to influence is there, but the difference between the 

control and influence is; that control is having the that position here is written that is a source. 

Sources of power are a position; while it is in the leadership, the power source is a personal 

attribute, and because of the personal attribute of the individual, the other person is following 

that particular job, doing that particular job.  

 

Creditability is not needed, it is needed, and nature is forceful and controlling, while here, 

leadership is inspiring. That is why whenever we talk about the controller over the others to  

do the things, then many times, we find that as soon as the control is absent, the person stops 

doing, but when we talk about the influence so, not necessarily that the person is  directly 

controlling over them 

 

I want to use the example. When the children are away from home, so, whether they were 

under control or they were under the influence of the family culture, when they go out f rom 

home, you get the opportunity to go away from home and the way that we have, which shows 

that they were not behaving earlier in the family at home, because there was control over 

them.  
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However, when they are away from the family, and still they are not doing anything wrong, 

which is not acceptable, then, in that case, it will be about that inspiring. So theref ore,  they 

are highly inspiring. So, whenever they are highly inspiring, so because of the influence of  

parents, parents influence them, they have met the foundation, and that foundation is that you 

are not supposed to do anything wrong.  

 

So, they will not do anything wrong; they will do socially acceptable things.  

(Refer Slide Time: 06:39) 

 

In the leader-follower situation framework, the sources of leader power are that the leader has 

the expert. Therefore, the expert is there, the follower follows him, and the referent is there . 

They are different power because the referent is there. Coercive is there, and the reward is 

there. Nevertheless, a situation is legitimate; a legal situation is there; a positioning situation 

is there, so the person follows.  

(Refer Slide Time: 07:04) 
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In the case of the French and the Raven's power taxonomy, the formal power is the reward 

power, legitimate power, and the coercive power are there and in the personal power, it is the 

expert power and the referent power is there.  

(Refer Slide Time: 07:19) 

 

So, whenever we are talking about reward power, reward power involves the potential to 

influence others due to one's control over desired resources. Moreover, this can include 

power. There is a reward power to give raises, bonuses, and promotions. To grant tenure  is a 

reward power; to select the people for special assignments or desirable activities is also a 

reward power.  

 

So, whenever we talk about the reward, distribute the desired resources, like the computers , 

resources, allocation, or intercede positively on another's behalf. So, then definitely , in  that 
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case, that will be the reward power. To recognize with awards and praise and so on to the 

person and therefore, in that case, whenever he is at the workplace, he has been highly 

rewarded and recognized and praise, then definitely he is using that reward power is there. 

(Refer Slide Time: 08:15) 

 

Now, legitimate power: a person's organizational role, role, and responsibilities can be 

thought of as one's formal or official authority, and some people make things happen because 

they have the power or authority to do so. So, therefore, in that case, it is becoming the more , 

they have the power authority so, here whenever we have the one's formal or official 

authority to do, then definitely, in that case, it is becoming a very, very important thing that is  

we are having that organizational structure and hierarchy.  

 

Moreover, the person will be illegitimate power with organizational structure and hierarchy . 

As for here, if we have this particular position, then definitely this person has the power over 

the direction with these two and indirectly with the rest of the level 3 implies, but whenever 

we are talking about the exercising power, then they have the power or authority to do so 

when the things are going to be the happen.  

 

Furthermore, it becomes essential that this boss assigns the projects the code to place, then 

this is A, this is B, and therefore he assigns the job. The colonel orders compliance with the 

uniform standards, and the teacher assigns the homework and awards, and grades are there. 

So, therefore in that case, whatever the job assignment will be there, that will be used by the 

positioning power.  

(Refer Slide Time: 09:52) 
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Coercive power is the opposite of reward power, and it is the potential to influence others 

through the administration of negative sanctions or the removal of positive events . In  other 

words, it is the ability to control others through the fear of punishment or the loss of  valued 

outcomes. So, this type of power nowadays is the minimum exercise power, because if  we 

use this power, then definitely people will be away from you and then only you can use the 

legitimate as the positioning power.  

 

You cannot use this power; this power cannot be used as a tool that influences the behaviour 

of others. There is leadership, so leadership with the coercive power and managership can be 

done with the coercive power, but leadership cannot be done with the coercive power. So, in  

other words, it is the ability to control with the fear of punishment because, as I mentioned, 

this positioning power will be towards the more administrative power.  

 

Nevertheless, when we are talking about administrative position power, whenever we are 

talking about this leadership, that is, the influence is there. So, this will not be the influence.  

(Refer to Slide Time: 11:11) 
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Expert power: knowledge is power. When Sri Krishna asked Arjun to make me the powerful, 

most powerful person and then Krishna told (()) (FL: 11:20). Knowledge is power. So, 

therefore, what happens if you have the money power? Money power will go with the period. 

The muscle power will go with the period. So, whatever the beauty you are having, then go 

with the period.  

 

If you have the position power, the position will go with the bed of time. So therefore, 

whether you have the money, muscles, beauty or positioning power, that will go with the 

period. Which power will not go? Your knowledge power. So, that expert power, power of 

knowledge that will never go, and that are why Sri Krishna told, (()) (FL: 11:57), the 

knowledge is power.  

 

Some people can influence others through their relative expertise in a particular area. A 

surgeon may wield considerable influence in a hospital because others are dependent on  her/ 

him knowledge, skills and judgement even though she may have no formal authority over 

them. So, the formal authority maybe with the administration. However, when a doctor in the 

hospital or a chef in the hotel or a teacher in the economic Institute exercises power, that 

power is the knowledge power the exercise.  

(Refer Slide Time: 12:37) 
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Referent power refers to the potential influence one has due to the strength of the relationship 

between the leader and the followers are there, and when people admire a leader and see her 

as a role model, we say she has the referent power there. So, referent power has always been 

used to strengthen the leader and follower relationship.  

 

So therefore, in that case, whenever potential influence is seen, the people start to follow 

based on that referent power is there. May respond positively to advise or requests from well-

liked and respected teachers, while some students might be unresponsive to less popular 

teachers, and therefore, in that case, this becomes the example of the referent power.  

(Refer to Slide Time: 13:22) 

 

Which bases of power are most effective? Personal sources of power are most effective. 

Therefore, in that case, both expert and referent power are positively related to the 
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employees' satisfaction with supervision, organizational commitment, and performance. This 

will happen concerning the employee's satisfaction and supervision.  

 

Reward and legitimate power seem to be undeleted to these outcomes. So, therefore, in  that 

case, many times, these rewards and legitimate power are not very relevant. Coercive power 

can backfire in that it is negatively related to employee satisfaction and commitment. So, 

therefore, if you are getting work done forcefully, then sometimes it may also backfire 

because that might negatively affect employee satisfaction and commitment.  

(Refer Slide Time: 14:17) 

 

So, what is the key to power? So, dependence is the key to power. If a person is dependent on 

you, he will follow your power and that things will create the dependence importance; it 

refers to the value of the resource. The critical question here is how important is this. The 

value of the resource is very, very important. If the resources or skills you control are vital to  

the organization, you will gain some power.  

 

The more vital the resources you control, the more power you will have. So, therefore, it is 

the knowledge and skills you are required that you can control that will be decided based on 

the dependency. So, if you have a strong knowledge, when you have all the control over 

them, whatever the job is to be done, you are dependent on your followers, and you will be an 

influential person.  

 

Scarcity: refers to the uniqueness of a resource. The more complex something is to obtain, the 

more valuable it tends to be. So therefore, in that case, this is also important the power; power 
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is not very common. Power will not be given to all. So, the power is scarce. They will be the 

few positions demanding or more; therefore, that will be the power.  

 

So, that will be more difficult to obtain, the more valuable it tends to be. Non-substitutability: 

The fewer viable substitutes for a resource, the more powerful control over that resource 

provides is there.  

(Refer Slide Time: 15:58) 

 

There are many types of power and also have principles. Power is a perception; power is a 

relational concept, and power is resource-based; therefore, who is more powerful? Who is 

influencing? It is a perception basically and not only in the case of the leadership in the 

executive power also. It is the perception of the individual which is making him move.  

 

For example, if the subordinate is there and if he perceives that is his perception is, he 

perceives that his boss is very highly influential, then definitely he will follow that his power. 

So, power is a relational concept is there, and power is a resource best is also there. So, in 

that case, whenever we are talking about power, a resource-based is there. So, what resource 

does the person has? The way he has the resources, he will be more powerful.  Power is the 

prerogative used by many people, enabling or disabling their ability, and the principle of the 

slightest interest and dependence on power is there.  

(Refer Slide Time: 17:03) 
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Moreover, therefore, we will find that the people are looking for power in that case. So, what 

is the need for the power motive? People vary in their motivation to influence or control 

others, which is a desire. Furthermore, McClellan calls these the need for power and 

individuals with a high need for power to derive psychological satisfaction from influencing 

others. So, there are the people who are highly in need of power and cannot live without 

power.  

 

If somebody snatches their power, they become very, very restless. Therefore, the need f or 

power is becoming very important. So, individuals with a high need for power derive 

psychological satisfaction from the influence of others are there. They seek the positions 

where they can influence others, and they are often involved or concurrently influencing 

people in many different organizations or decision making bodies are there, and they will be 

working accordingly.  

 

Two types of power motives are there. The personalized power motive and socialized power 

motive are there.  

(Refer Slide Time: 18:07) 
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Now, in the case of the personalized power motive, individuals who have a high need for 

personalized power are relatively selfish, impulsive, unlimited, and liking self-control and 

these individuals exercise power for their own needs and not for the good of the group or the 

organization. So, therefore, in that case, it is a personal interest that is very important. So, 

whenever the persons exercise their power for their own needs, then definitely, in  that case, 

that will not be good for the group or the organization is concerned.  

 

So, whenever we talk about socialized power, social power is exercised to serve the higher 

goals of others or organizations and often involves self-sacrifice toward those ends. It of ten 

involves an empowering rather than an autocratic management style, and leadership is there. 

So therefore, in that case, it is suggested that rather than the autocratic style of  management 

leadership, we should have the participative style of leadership.  

 

Furthermore, therefore what we do in the socialized power is influence. The social pressure is 

there; people are ready to do the work because of the social pressure.  

(Refer to Slide Time: 19:22) 
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The motivation to manage is individuals vary in their motivation to manage in terms of 6 

composites. Maintaining a good relationship with authority figures because the power 

motivates them because their authorities are into the power, so they are good relationships . 

Want to compete for recognition and advancement. Moreover, in that case, they want to  win 

because they are competing, and for competing purposes, they will go for recognition and 

advancement.  

 

Furthermore, in recognition and advancement of these issues, they will go here; they will 

make the; they get the influenced by the power is there. Being active and assertive is there. 

So because they want to exercise power, invariably, they will be active and assertive. Waiting 

to exercise influence over subordinates and, therefore, it is becoming essential to exercise this 

influence of these leaders they are going for the over the subordinates.  

 

Being visibly different from followers because of what happens when you have the power, 

you are looked at differently. So, people know that they are in this particular position so that 

the benefits can be denied. So, that is the many times that is the influence is the power to 

what, his subordinates, being visually actually because they are at the position so, rest of  the 

people are not in the position, so, they are treated and seen, significantly the differently.  

 

You are willing to do routine administrative tasks. Moreover, therefore, in that case, they are 

very keen to do these routine administrator tasks is there. Now, I would like to give you a tip . 

It becomes very, very important that you want to be. For example, if you want to be the 
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knowledge power in the academic institutes, then which is a permanent power, evergreen 

power.  

 

So, therefore, you are to enhance your knowledge and then, especially young academicians, 

they will acquire more knowledge with the national, international exposure and 

understanding and learning with the (()) (21:49) time, they will be adopting this particular 

power. While in the academic Institutions, somebody is also very keen to be in the 

administrative positions because they are willing to do the routine administrative task  or want 

to make a good relationship with the authority.  

 

They want to compete for recognition and advancement because you will be seen differently 

than others whenever you are in power. When you occupy the administrator position in  the 

academic institutes, you will be seen differently, and some people they have that want to  be 

seen differently will be the motivation.  

(Refer Slide Time: 22:31) 

 

So, here now, we will talk about these research papers. Here, the power and transformational 

leadership in the public organization. This paper aims to examine the relationship between 

the perceived power and transformational leadership in the public sector is there. Now, I 

would like to recall talking about transactional, transformational, and charismatic leadership 

styles.  

 

Please do not forget about those models because those models' transformational leadership 

style in that public sector is related to that particular strategy that this paper has discussed.  
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(Refer Slide Time: 23:08) 

 

The authors investigate this topic empirically in the context of the German police forces, 

using between-groups design, manipulating power and statistically analyzing the results of 

the multifactor leadership questionnaire. This paper talks about the German police forces and 

that group design, and what happens is the manipulating the power and statistically analyzing 

the results are there.  

 

So, being an empirical study, the data was collected, and based on the data, the multif actor 

leadership questionnaire was collected and analyzed. Police officers with a high perception of 

power achieve significantly lower scores on transformational leadership than their low power 

counterparts, and therefore, in that case, as far as the transformational leadership is 

concerned, their scoring is low.  

(Refer Slide Time: 24:07) 
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The study advances public leadership theory by showing that transformational leadership, 

considered particularly useful in public organizations, is likely to be adversely af fected by 

leaders' power. Furthermore, it also extends on the literature and power by providing the first 

empirical evidence that power significantly impacts factors such as the pursuit of a goal, 

social behaviour or effect and leadership.  

 

So, this paper talks about how a significant impact can be there based on the leadership and 

making these the effect of the power. The results suggest either controlling power 

accumulation in leadership positions or public organizations by implementing flat hierarchies 

or coming to terms with the more authoritative leadership style in top management.  

(Refer Slide Time: 25:06) 
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Now, here, in this case, study, we will talk about Steve Jobs. The fortune named Steve Jobs 

2007 the most influential person in business in 2009. the magazine named him CEO of  the 

decade. Jobs, CEO of Apple incorporation, has transformed five different industries, 

computers, Hollywood movies, music, retailing and wireless phones.  

 

So, most of us know these Steve Jobs based on the computer only, but here is to the very few, 

we noted it, it is the Hollywood movies, music, retailing and wireless phones also that is he is 

the CEO of these, all these businesses. So, ushered in the personal computer era in 1977, and 

the graphical interface of the Macintosh in 1984 set the standard that all other PCs emulated . 

His company Pixar defined a computer-animated feature film.  

 

The iPod, iTunes and iPhone revolutionized how we listen to music, how we pay for and 

receive all types of digital content, and the expectations of a mobile phone.  

(Refer Slide Time: 26:25) 

 

So, how these Steve Jobs achieve this leadership? The jobs draw all five types of power; 

legitimate power, expert power, reward power, coercive power and referent power. His vision 

and sheer force all helped him succeed as a young unknown, but the same determination that 

helps him succeed has a darker side in an autocracy and a drive for perfection that can make 

him the tyrannical.  

 

So therefore, let us take each of these in turn. Legitimate power is legitimate power. So, as 

CEO of Apple, Jobs enjoys unquestioned legitimate power. Expert power: his success has 

built a tremendous amount of expert power, and jobs are renowned for being able to think of 
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markets and products for needs that people did not even know they had. So, therefore, even 

the people do not know what they need. However, Steve Jobs was able to identify those needs 

as an expert in advance.  

(Refer Slide Time: 27:23) 

 

Reward power is one of the richest individuals in the United States; Job has reward power 

within and outside Apple. He also can reward the individuals with his time and attention.  

Coercive power: Forcefulness is helpful when tracking significant intractable problems, says 

Stanford social psychologist Roderick Kramer, who calls Jobs one of the great intimidators, 

and Robert Sutton notes that the degree to which people in Silicon Valley are afraid of Jobs is 

unbelievable. Jobs is known to berate people to the point of tears.  

 

Moreover, therefore, in that case, you will find that is how these coercive power have been 

used. Referent power: at the same time, he inspires great effort and creativity from his people. 

Employee Andy Herzfeld, the lead designer of the original Mac operating system, says jobs 

imbue employees with messianic zeal and can make them feel that they are working on the 

most excellent product in the world, and in this way, he was influencing.  

(Refer Slide Time: 28:24) 

422



 

So, this is the book the recommendation is there to decode inspirational leadership when 

execution is insufficient. So therefore, in that case, what happens, you know, especially in  

many organizations that have done only the executions and therefore, they are the 

inspirational leadership is required at a time so that the organization can be revived and 

survive.  

 

This book describes the behaviour to inspire that can be learnt to turn a good leader into a 

great leader. Nowadays, we all talk about the excellent workplace to the great workplace, 

good leader to a great leader.  

(Refer Slide Time: 29:04) 

 

Understand the neuroscience of inspiration: tailor your inspirational approach to different 

leadership scenarios. Initiate an inspirational cascade to influence people at scale: The picture 
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of leadership has changed over time. Today's great leaders are authentic, enthusiastic 

decision-makers with engaging visions who are quick to communicate and take action. Less 

than half of all CEO believes that their training investments will pay off, yet everyone agrees 

that leadership drives performance. Where is the disconnect?  

 

Now, it is in the belief that simple leadership behaviour equals results , forgetting that 

exceptional results only come from inspiration. So, high is the inspiration; high will be the 

results.  

(Refer Slide Time: 29:49) 

 

These are the references you can refer to later on about this leadership and when this 

particular book, especially when the execution is not enough for decoding inspirational 

leadership that is also, I am sure that helps you to understand this particular concept with a 

more effective.  

(Refer to Slide Time: 30:16) 
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Some of these contents have been taken from the websites. These are the web references are 

there, there is a social media and then the Roffeypark and then this Merriam and also the 

Pressbooks Senecacollege, these references have been taken, so that the further readings you 

can make use for how you can make this power and leadership power make the use of  the 

power is leadership to learn mechanism.  

 

So, this is all about power and leadership. So, you understood how the personality and the 

types of power we can use to influence the behaviour of others. Thank you. 
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Lecture – 19  

The Art of Influence in Leadership 

 

As we have understood, there is a difference between the manager and the leader. So, a 

manager is a leader because she covers all the planning, organizing, leading, and controlling 

functions. As far as the leader is concerned, the leader influences the behaviour of others and, 

therefore, the art of influence that is a tubular leader that we will discuss in this particular 

session.  

(Refer Slide Time: 00:58) 

 

So, we will talk about the definition of influence, power versus influence tactics, 

consequences of influence methods, types of outcome, four generalizations about the power 

and influence, the nine influence tactics, tactics to increase the influence, research paper, case 

study and book recommendation and references for further studies as usual.  

(Refer Slide Time: 01:16) 
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Now, whenever we are talking about the definition of the influence or trying to understand it,  

according to Susan, the influence is not the ability to get someone to do what you want them 

to do. It is the ability to get yourself to do what you want to do. It is a beautiful definition, 

and therefore, in that case, it is before influencing others that we should develop the ability in  

ourselves to influence others.  

 

Moreover, Jeffrey has given the influence means defined as effective behaviour change 

without the threat of punishment, which is very important because we are taught that 

whenever we say the influence means it is coming within. So, it is there without any threat of  

punishment or promise of reward. While the third definition is that influence is the ability  to  

cause desirable and measurable actions, and outcomes are there like.  

 

So, therefore, in all three definitions, what is expected is the ability. So, here , whenever we 

are talking about the leadership, the leader develops an ability to influence the others in  the 

sense that is the whatever he wants to do, he develops that particular direction, goal and 

vision for the others and as a result of which, they can develop this particular style of the 

influencing others.  

(Refer Slide Time: 02:47) 
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Now, whenever we talk about influence, many people are unclear about the difference 

between influence and power because power also develops the ability to  get work done by 

others. However, power has been defined as the capacity to produce effects on others or the 

potential to influence others. So, in the previous definition, we also want to develop an ability 

within ourselves when we talk about that.  

 

Moreover, developing the ability within ourselves that is power is why the influence can be 

defined as the change in a target agent, attitudes, values, beliefs, behaviour, etc. So, therefore, 

in that case, whatever the target agents are there, the target agents mean, here target agents 

mean the followers. So, therefore that the change in the target agents that might be the value  

might change even the attitude.  

 

We also must understand that influence does not need to be the change. Influence can be that 

the person already has that potential, and by influencing, we are making that person  use the 

influence tactics. Influence tactics refer to one person's actual behaviours.  

(Refer Slide Time: 04:17) 
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So, whatever actual behaviour is there, then that particular activity that influences that will be 

by using those influence tactics the leader will be successful in influencing others. So, power 

is the capacity to cause change. It is a cause of the change. Influence is the degree of  actual 

change in the target person's values and can be measured by the behaviours or attitudes ; it 

results from the leader's influence tactics.  

(Refer Slide Time: 04:53) 

 

Now, I would like to take this consequence of the influence methods. In the case of the 

influence methods, you will find that is a level of involvement of the person what the leader 

is trying to influence that is on the x-axis and the y axis; it is the level you are exerting that is 

the leader; leader where he is exerting the data particular efforts or influence, we will say 

from the leader side is there.  
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So, here in both the cases, whenever we are talking about the level of the environment of the 

person we are trying to influence and the level for the leader who is exerting these particular 

influences, then first will be there; there will be the resistance will be there, So, naturally , as 

we know that there is a resistance to change, whenever the leader is influencing the followers. 

So, that followers may have specific resistance.  

 

However, here, we are not using any coercion or pressure or power or authority on that 

person because that level of involvement of the person at the beginning that will be the 

resistance will be there.  

(Refer Slide Time: 06:23) 

 

However, as we get this particular influence, then in that case of this influence, we will have 

the compliance, and in compliance coalition, personal appeal and the integration of the 

exchange is there. Moreover, the third one is the commitment where we are having f inally , 

what happens the commitment becomes high. So, its journey starts from the resistance to  the 

commitment.  

 

Now, this particular power, then we talked about the referent power and different types of the 

power in our previous session also, likely the request is believed to be important to the leader  

and compliance will be the in the commitment. In the commitment, if we connect with the 

power that is the here, it will be essential to be the leader that is a referent power is there.  

 

Whenever we are talking about compliance, the request is perceived to be unimportant to  the 

leader, and the resistance will be to the something that will bring harm to the leader that will 
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be the resistance. In legitimate power, possible if the request is polite, likely if the requested 

order is seen as legitimate and possible if the arrogant demands are made, a request does not 

appear proper.  

 

So therefore, in that case, whenever we are talking about this journey right from the 

commitment to the resistance, while in the case of the compliance also, then we will find that 

it is the followers who are having that particular resistance and then, in that case, the rich 

source of leader to influence will use so, that will be the referent power will be used. 

Whenever there is resistance to the arrogant demands, then definitely, in that case, the 

legitimate power will be used.  

(Refer Slide Time: 08:18) 

 

So, here, the leader can use either the referent power or he can use about the legitimate 

power, legal power he can use. Now, the following power is that is about the expert power. 

So, if there is resistance, arrogance and insult, or the subordinate is opposed to goals, the 

leader will use them to influence and use expert power. Expert power will be used if the 

request is persuasive and subordinates share the leader's task goals.  

 

In the case of this compliance by the follower, persuasive and the subordinates are apathetic 

about task goals are there. Coercive power, if used in a cruel and manipulative way, the 

commitment will be doubtful, and compliance is possible if used in a helpful and non-

punitive way if we are using coercive power. In a manipulative, arrogant way, the reward 

power is resistance, then possible if used in a very personal way, the reward power used.  
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Moreover, compliance will be if used in a mechanical or impersonal way. So therefore, 

according to the type of resistance the follower faces, the leader can use the appropriate 

power to influence the follower.  

(Refer Slide Time: 09:49) 

 

When it matches the style of resistance and the use of power is matching, you will f ind that 

the compliance is more and commitment is high. The four generalizations about power and 

influence are: influential leaders typically take advantage of all their power sources, and 

leaders in well-functioning organizations are open to being influenced by their subordinates.  

 

Leaders vary in the extent to which they share power with their subordinates, and influential 

leaders generally work to increase their various power bases or become more willing to  use 

their coercive power is there, and therefore, in that case, it is a match; match between the 

power and influence. That power and influence have to be used appropriately with the 

particular follower.  

 

Furthermore, whenever the resistance is there, and you are matching the power, then 

definitely in that case, what extent do you use it, it also you have to take care of. Furthermore, 

if we are using that power in the right way, then definitely in that case, you will find that you 

are willing to make more and more use of that power.  

 

Moreover, you will learn with the product experience what important is that you should know 

that is in a what type of commitment you want to generate in your followers, what type of 
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compliance you want to generate in your followers, so then what type of the power I have to  

use. 

(Refer to Slide Time: 11:19) 

 

So, once you know these five types of powers, you will be able to get the power of influence , 

and the power will be part of influence tactics. So, it is a request legitimating the brutal 

tactics, and the coalition is there. The soft tactics are rational persuasion, socialization, 

exchange, personal appeal, consultation, and emotional appeals. They are more f ocused on 

themselves and more focused on others.  

 

So therefore, in that case, whenever we are talking about emotional appeals, I would like to  

take the emotional appeals first. So, therefore, they are more focused on others, and these soft 

tactics which we are talking about inspiring others will be the best situation in any 

organization whenever the leader when using the soft tactics and the soft tactics which are 

having a cordial environment.  

 

The organization's culture will be very influential, and therefore, we have to go for the 

inspiration, but inspiration will not be used but the coercive power; it has to be by the 

socializing.  

(Refer Slide Time: 12:49) 
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What I will suggest that is in the using of the soft tactics, the first is that is you go for the 

socialization, and when you go for the socialization, you will understand that is the what is 

the level of maturity of your follower and then accordingly , you will use the inspirational 

tactics. I want to give the example of whether the money is used for rewards, monetary 

rewards or non-monetary rewards. So, by socialization, you will understand which type of 

reward will work.  

 

So, these complex and soft tactics that we are using have to be very cautiously used, and 

therefore, a leader requires the ability to understand the follower's perspective,  which I was 

giving the example of the monetary and non-monetary is there. So therefore, in that case, the 

follower's perspective, character, and inner motivation are critical.  

 

If; that is why the socialization process is essential, and interaction, communication, and 

informal meetings are essential. So, therefore, a simple example is that is about the tea club. 

And then in that case, whenever you interact over a cup of tea, so many things, which you 

will be new knowledge about the follower's perspectives and characteristics and then 

definitely by making the proper tactics you can use.  

(Refer Slide Time: 14:18) 

434



 

Now, we will go first for the brutal tactics and how to use these tactics. The most 

straightforward influence approach, so requesting, is when the leader uses simple demands to  

get others to take action; the influence approach is the core of command and control 

leadership. So, nowadays, you see that is even superior when instructing the subordinate , he 

talks about that is I will request you that you do it within time.  

 

So therefore, in that case, it is the instruction, but the word will be used that is the request. So, 

therefore, the message goes to this follower that a request is there. Like I want you to inf orm 

Jack that, could you please call Frank? Moreover, I did ask you to inform him. Have you had 

a chance to do it? So, when it is not like this that I did ask you to inform him whether you are 

informed or not.  

 

No, this is not the terminology or the communication you will use. So, that is the; have you 

had a chance to do it? So therefore, it is very polite. Whenever the polite is there, we will say  

that the leader is influencing the follower's behaviour by the requesting, but you will say that 

why it is requesting is into the brutal tactics is there. So, requesting is a brutal tactic because 

it is tough to follow. 

 

Implementing these tactics is tough, so this is why the brutal tactics are there, and the second 

tricky tactic is legitimizing tactics.  

(Refer to Slide Time: 16:10) 
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When agents make requests based on their position or authority, for instance, when leaders 

show that what they want is consistent with the policy, procedure or company culture, so, 

therefore the legal background of the leader will be making this type of these situations. The 

typical statements by the leader using legitimate tactics include according to policy.  

 

So, all air travel must be and therefore, that is what suggests all air travel must be by 

economic class. So therefore, this particular statement that will talk about that is the, there is 

a legitimating request, you can say, and here the follower gets influenced by these a type of 

these statements that is this is the policy, and he has to follow. This is what the ruling boss 

has told them; this is the rule that he has to do if they want to continue in that organization.  

(Refer Slide Time: 17:14) 
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The CEO has asked me to look into, no, no, no this type of the words, then definitely they are 

becoming the highly legitimating words are there because already the hint has been given that 

is the that CEO is intent to do this. So, you have to do this. The third tricky tactic is a 

coalition tactic from consultation in that they are used when agents seek the aid or support of 

others to influence the target, that is, a follower, we say.  

 

Coalition tactics include creating a network of supporters to extend the leader's power base. 

Now, here I would also like to mention the word that whenever the word has been influenced 

the target so, the target is what? Target means that I am, for your understanding, the follower, 

but the target means this subordinate so because he is not a follower. Why he is not a 

follower, and the target has been a word used?  

 

When he follows whatever influence you are doing, he will become the follower, so these us 

versus them situations are there, like Jack and I think. So, therefore, everyone on the f inance 

team says so; therefore, what is the approach? The leader's power base is being used; group 

positions create a particular situation in which we say that is the management. Management 

has thought that as a team, we have to do this.  

(Refer Slide Time: 18:43) 

 

So therefore, in that case, it is always that is the yes, we are supposed to do these things . So, 

then, in that case, that will be the communication by saying that is the yes, this group has 

decided like this. Then the rational persuasion is really in the soft tactics; this is becoming 

very logical, and most the leaders use this rational persuasion.  

 

437



When an agent leader uses logical arguments or the factual evidence to influence others  so, 

therefore, in that case, the other logical arguments are there to make a case using rational 

persuasion and leaders rely on having the knowledge or expertise to present facts analytically, 

or they provide the charts, graphs and data statistics, photographs or other forms of the proof 

is there.  

 

So, therefore, in that case, you will find that is the, here it is, the logical arguments are there . 

At the workplace, whenever we talk about the influence to target, I think this rational 

persuasion is becoming more and more logical. So, given the available data, the most logical 

approach is justification.  

(Refer Slide Time: 20:13) 

 

If we give the justification for any particular instruction or advice or any order, then 

definitely, in that case, we will be more likely to comply. Then the socializing is there. I 

emphasize this more; hopefully, most of you are taken this particular subject because thi s is 

from the HR orientation, human resource orientation. So, that human resource orientation is 

about socializing.  

 

So, if you want to learn and practice that human resource approach, then socialization is a 

must, and I am sure most of you must have that socialization process. So, whenever the agent 

means leader, he is not still a leader because he tries to influence. Once the influence is done, 

he will be a leader, and the target will be a follower. That is why the author has used the word 

agent here.  
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To get you in a good mood before making a request, socializing uses praise and flattery 

before during an attempt to get others to carry out a request. So, you start with the praise, Oh, 

your handwriting is excellent, you are very sincere, you are very punctual, you are very. So, 

that is the praise and flattery you are starting to, and then you make a proposal that is the, that 

you complete this report. Would you like to be a part of this project? Furthermore, the 

academic paper sometimes referred to socializing as ingratiation.  

(Refer to Slide Time: 21:42) 

 

Moreover, therefore, in that case, this type of this practice, whenever you are using so, you 

are supporting more and more the socialization process is there, and I will suggest this 

particular soft tactic to make the best use of it wherever possible and find out the 

opportunities to adopt these socializing process. Then the exchange: influencing a target 

through favours exchange is levelled.  

 

So, therefore, in that case, exchanging leaders gives something of value to the people being 

led in return for getting something they want. So, therefore, here, you have to understand 

what your follower wants and what is the demand. Sometimes demand more, so  asking him 

directly may be risky, but understanding and then fulfilling that demand will be a more 

effective technique.  

 

I will send you the aggregated results for participating in this employee survey. I do not know 

how influential it will be because the people may be interested in that aggregated results, 

people may not be interested in aggregated results, but yes, if there is a demand is there, then 

definitely, this concept of reciprocity will be justified.  
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(Refer Slide Time: 23:14) 

 

Otherwise, whatever the results you are having, you are doing the survey, and whatever 

results you are making, and I do not bother, then that will not be the proper influence 

technique. The personal appeals are there. Agents use personal appeals when they ask another 

to do a favour out of friendship, and typical statements by a leader using a personal 

appearance are, you and I go back a long time in this company, I would like you to help on.  

 

So, you know, you are influencing that particular person by making a personal request to that 

particular target. So, we are asking him for a favour. I need to ask you for a favour, and 

therefore, in that case, whenever we are talking about personal appeals, we are asking f or a 

favour from the person personally; favour is there. Consultation: it is also a formal process in  

very nice process on the others.  

 

Participatory leadership is a form of consultation. Consultation means asking others to  help 

the leader arrive at an acceptable solution, appealing to others' expertise, asking f or inputs, 

providing feedback, inviting others to participate, or becoming too involved in a process.  

(Refer Slide Time: 24:40) 
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Moreover, therefore, in that case, it is always essential that is you involve more and more 

people because you see that is the input which you will be getting or maybe as the f eedback 

you are getting then, definitely that that will be helping you to the creation of your vision and 

achievement of the goal. Typical statements by a leader using the consultation tactics are : I 

suggest that we do XYZ; what do you suggest?  

 

In my opinion, what would be the advantage and disadvantages? Moreover, knowing the 

industry, do you see a merger as the best choice? So, whenever you are getting actually what 

in all the three questions statements, you will find what is expected is there that is the 

question mark is there, and you are getting the opinion from the others and by getting that 

opinion from the others that is the consultation process, and you will get the ideas.  

 

The last one is emotional appeals. So, in the true sense, that is the leader's influence. The last 

step comes emotional appeals, the core ingredients of inspirational leadership; leaders using 

these tactics appeal to people's values and ideas to arouse the emotions to gain commitment 

to a request or a proposal. So, whatever you want to get done from the particular person  and 

when you are making this appeal, then definitely, in that case, these are connected with the 

emotions.  

 

Furthermore, a leader using inspirational appeals might say that you are the best to handle 

this negotiation because you care about being both business-like and environmentally 

sensitive. So, therefore, in that case, it is a very, very emotional appeal and emotionally 

connects that is you are caring about the being both business and therefore, in that case, the 
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person feels personally responsible, he wants to do that, and therefore, in that case, that is 

becoming the more and more influential to the target.  

(Refer Slide Time: 26:26) 

 

The tactic is to increase influence; these are the nine tactics we are talking about: how to 

influence others. Now, whenever we are talking about the offer assistance, decreasing 

workload. So, therefore, what happens by using these tactics; what do we do? Decrease 

workload, improve quality of work, because the two brains are better than one and help with 

the goal attainment or make others feel appreciated.  

 

Furthermore, they stand out as a source of valuable information resources or expertis e. So, 

therefore, that is, you become a particular source and then step in to resolve conflicts and 

persuade team members to think differently is there. So therefore, in that case, if  there is a 

conflict that is also resolved and when team members think differently, this leads to the 

discovery of alternative solutions or the new opportunities you are creating.  

 

So, naturally, when new opportunities are created, your target, which is converted into the 

follower, will like to grab those particular opportunities.  

(Refer Slide Time: 27:56) 
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By getting those opportunities, the relationship between this agent and target will be much 

better, and therefore, whatever the conflicts they were having, those conflicts will be 

resolved. Another tactic to increase the influence is to go above and beyond, collaborate, 

contribute to individuals and support the team. That is a team orientation.  

 

Whenever you have the team orientation in your behaviour and not it is me, you might be in  

the leadership position, but it is not like this that is your approach is like that is me towards 

me, rather than your approach is towards me the team. So, show interest in others. So, 

indicate that your understanding of other people's needs and interests is there. So, as you 

identify their needs, wants, and desires, you can adopt the proper motivational techniques 

accordingly.  

(Refer Slide Time: 28:56) 
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Furthermore, the proper motivational techniques you will be implementing will become very 

successful in influencing others. So, by using these tactics, I am sure that you will learn how 

to make effective leadership is there. This paper consequences for managers of using single 

influence tactics and the combination of tactics is there, and this is a state in the city  of  New 

York, by professor Cecilia Falbe, and Yukl is there.  

 

Moreover, by studying this research paper, I am sure that you will be able to find out that is 

the how these targets are influenced, which coded influence behaviour in the incident into 

nine tactics which we are discussed and the research has been done and this has been 

published in the Journal of the Academy of Management Journal to learn more about the 

likely outcomes of using different influence tactics alone in various combinations are there.  

 

Moreover, in that case, this particular research paper has the purpose of how these nine 

tactics will be used. It will make you more and more understanding.  

(Refer to Slide Time: 30:17) 

 

Notably, in this research, a limited incidence of 95 evening MBA students, so that is a 95 

evening MBA students, means they are the working executives are there at a large state 

university, and these students worked in regular jobs during the day at a variety of  the large 

and small private companies and public agencies. Nearly half the students were managers, 

and most of the rest were non-managerial professionals.  

 

So, when almost the 45 were the managers and the rest of the 45, 50 were the non-manager 

professionals, and the critical incidents were used to investigate the outcomes of  influence 
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attempts in contrast to analysis based on a questionnaire, analysis of individual influence and 

attempts are made.  

(Refer to Slide Time: 31:16) 

 

In this particular study, you will find which of the 9 influencing approaches do people use 

most so, that is, rational persuasion. I mentioned at the beginning itself of the session that is  

this is the most appropriate and proper method to influence the other, and the request is 12 

personal appeals, 12 exchanges, socializing, the coalition is 6, legitimating is 3, consultation 

is two and inspirational appeal survey two and therefore, here the people are using the minor 

inspirational appeals or the emotional appeals. They are going more by the rational 

persuasion is there.  

(Refer Slide Time: 32:05) 
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However, whenever we talk about the team and effectiveness, then these emotional appeals 

as you see that is the 90 is the commitment, it is the result that is the emotional appeals are 

creating the 90 is the commitment is created; compliance is ten and resistance are 0. While in  

consultation, it is committed is the compliance is 27, 33 41 28 30 56 44 and 41 is there; in the 

case of the request is becoming the compliance is a list in the case of the request and in  the 

rational persuasion, the compliance is 30.  

 

However, in the inspiration appeals, the compliance is changed, but the commitment is 90. 

Now, you see that is the; we have to see that is the how on balance the balances required 

right. So, here, I find, I analyze this data. The exchange is the 35 and 41. I think this is 

becoming the more appropriate; however, the resistance is the 24 is their resistance.  

 

So, in the personal appeals and exchange here, they are creating a balance more than the only 

emotional appeals because the emotional appeals commit, but compliance is low. As f ar as 

the request is concerned, the significantly lesser commitment is there, and the resistance is 

56; the highest resistance is there in the case of the request. So, therefore at least we can learn 

from this particular study. However, every study is with a particular culture and context to be 

here to get the idea.  

 

And then if you say that is at my workplace, what should be the influencing tactics, so, when 

you call us for the survey, you give us the consultancy call us for the survey, the surveys we 

will do. Otherwise, you can do it. You can go by these nine tactics; please do the survey, find 

out in your organization which tactics are becoming more and more successful, and then 

decide accordingly.  

(Refer to Slide Time: 34:35) 
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As usual, this is a case study, which you can refer to and give you which technique is the 

most useful.  

(Refer Slide Time: 34:44) 

 

Similarly, this will be the assignment for you. Are the other keys to persuasion and influence 

that might be added to the IBM program? If you had a manager, you wanted to do something 

against your initial inclination. So, what do you want to do?  

(Refer to Slide Time: 34:59) 
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This is the influence book, new and expanded: the Psychology of Persuasion. This, you can 

refer to, and these are the; you will learn about the principles of the seven principles of 

influence. You can use this.  

(Refer to Slide Time: 35:25) 
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So, you can find out the other literature on how to influence the power of  influence f or the 

leadership. As usual, these are the detailed references. Please refer to these references for 

further studies. Moreover, this is all about influence and leadership. Thank you. 
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Lecture – 20  

Leadership and "Doing the Right Things" 

 

Now, a fascinating topic. Today, we are discussing in this particular session that is doing the 

right things.  

(Refer Slide Time: 00:39) 

 

Moreover, here, we will talk about leadership and doing the right things, moral leadership, 

five ways to develop the moral leadership, the state of moral leadership today, inclusive 

leadership, six traits of an inclusive leader, tips to boost inclusive leadership at work, 

understanding the theory X and theory Y, shared leadership and the as it is, we will be talking 

about the research paper, case study, book recommendations and giving you the ref erences 

for the further studies.  

(Refer Slide Time: 01:00) 
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So, it is not the leadership; it is just to go along to get along; it must mean the moral 

challenge of the day, and therefore, it is very interesting in that case. So, it is not by hook  or 

crook. The message is that we have to go with our leadership, and to influence and get things 

done or get along with others, the moral challenge has to be met.  

(Refer Slide Time: 01:35) 

 

Moreover, therefore, how we can go morally with influencing our followers. So, doing the  

here is the right thing. So, we have to be very careful not to follow whatever requirement is to 

be met. Often, the leader is pressured to influence others, get work done and adopt unethical 

practices. So, that is to be avoided.  

 

So, there is a distinction between leaders and managers that says leaders do the right things, 

whereas managers do the things right. Furthermore, therefore, I always keep on saying these 
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things. So, those leaders have to do the right things. Moreover, managers do whatever has 

been told to them, which sounds deceptively simple; it takes great moral courage to  do what 

is right even when the correct action seems clear.  

 

Leaders set a moral example to others. So, that becomes the model for the entire group or 

organization, and the leaders who do not honour truth do not inspire it in others. This is also 

very important. I remember when I was a labour officer when my first boss told me that if  it 

was possible to do while negotiating with the union if it is possible to do so, then say yes.  

(Refer Slide Time: 03:06) 

 

Moreover, otherwise, do not say that to get the negotiation done, wage agreement is done, do 

not say yes, because later on, you will not have the f ace to show you are leaders, union 

leaders and then, in that case, you will lose that moral forever. So, that lesson is about moral 

leadership. So moral leaders are the individuals who direct, motivate, organize, creatively 

manage or, in other ways, move groups towards the morally worthwhile goals are there.  

 

So therefore, in that case, this is that motivation is very, very important. So, individuals who 

are becoming these leaders' position of influencing others should motivate others to  f ollow 

the right things are there, and the leaders might be in a position of authority or may not be. So 

sometimes he is in authority, sometimes it is not the positional power, which can be used by 

individuals participating at all levels of the organization.  
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It is not only at the few levels, but rather, it has to be at all the levels. So moral leadership 

provides values or meaning for the people to live by, inspiration to act, and motivation to 

hold oneself accountable.  

(Refer Slide Time: 04:36) 

 

Furthermore, I tell you that the leadership journey will go long whenever you have moral 

leadership. If you do not have moral leadership, after some time, in the beginning, you will 

go fast, but one day, there will be an accident; if you have moral leadership, you may go 

slow, but definitely, you will reach your destination.  

 

So, being like a driver's seat is a leader; we have moral values and identify a set of values. So, 

moral leaders guide themselves with values and ethics that they develop over time and with 

experience. Furthermore, this is true. As time moves, we decide that is when we learn the 

importance of moral values, because at a young age or the beginning or inexperienced 

persons especially, so, they were more anxious to give the results, but that is not correct.  

 

The second is to manage your ego. So, leaders have a sense of self and are not threatened by 

others, but they also recognize that themselves are not the most important thing and that 

leadership is not about them. So, leadership is about serving others; it is not about who you 

are or your interest. That is why servant leadership and true leaders value other people  and 

put the interest of others first. This is very important that whatever leadership is, there is not 

for the self. 

(Refer Slide Time: 06:06) 
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I always said that the leaders generally are not working to achieve any goal f or themselves. 

They are working for others; they inspire others; they want to do this; a simple example is 

this society. They work for society. There is a cause to serve the society, and that is the 

leadership is a mechanism to serve the society. Considering the diverse group of people and 

including their views, leaders do not impose their values on others; instead, they consider 

other people's values.  

 

So, when you want to get the people along with you, you have to consider them, and when 

you understand them, then definitely by these making these understanding, you are creating a 

team. So, people seek moral leadership when they want to change. So, therefore, in that case , 

they become very much moral because they know it is this moral leadership that will be 

appreciated.  

 

Leaders do not fear change. They have the courage and conviction to share a vision to try and 

bring about the positive changes there. So therefore, this courage and conviction that is 

making them more effective.  

(Refer Slide Time: 07:35) 
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So, if they have any goal or target with the followers, they will have the courage . They will 

not shy away from this because it aims to hear the moral value. Whenever we build the 

consciousness and establish unity, everyone will rarely be on board with your opinion or 

views. We have talked about personalities, and they are different types of personalities.  

 

So, every personality has his process of thoughts. So, therefore, in that case, a leader should 

learn at 20-26-20 rule. A leader listens to people with different views is there. So, there will 

be; 20 will be highly strongly favourable to you; 60 will be the moderate favourable to  you , 

and 20 will oppose you. A leader knows not to try and win everyone over.  

 

Leaders also know not to create divisions. It is essential, do not to create divisions. 

Otherwise, the dividend rule is a trendy phrase used by these Britishers. However, then, later 

on, the data is not worked. Moral leaders do their best to communicate a purpose that can 

inspire as many people as possible. Moreover, moral leadership is something when can strive 

for. It can be challenging to attend, but it is worth doing and exercising.  

(Refer Slide Time: 09:06) 
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So, our objective or goal should be going toward that particular moral value—another state of 

moral leadership for us: innovation and creativity. I have found that those who are successful 

are highly innovative and creative. They will never; they will not get discouraged by these 

constraints and constants. Through innovation and creativity, they come out with solutions.  

 

So, an employee says managers behave like moral leaders, treating people with dignity and 

showing humility, so others can shine or yet time better at encouraging innovation and 

creativity. So, therefore, whenever we are not consistently recognized, the wrong kind of 

leadership is an immeasurable risk, carry and business. Employee recognizes that things go 

wrong when their position of formal authority do not have formal moral authority.  

 

So, therefore, if they do not have the moral authority, you are the followers; they know it. 

Better performance employees want moral leadership because they believe it helps them 

perform better. And then there is no fear; they are protected, and then there is no risk there. 

Furthermore, therefore, in that case, whenever we are talking about moral leadership, so, 

moral leadership is encouraged by innovation and creativity. It lowers the risk. It is increasing 

the number of followers.  

(Refer Slide Time: 10:35) 
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So, expectations for moral actions are not just behaving ethically and standing up for a moral 

cause. This year 45% of employees say their CEOs are taking a stand on moral issues, but 

only a quarter of CEOs exhibit the behaviours of moral leadership that generate better 

performance. So, therefore, 45% of CEOs of employees say that it stands on a moral issue.  

 

However, every quarter of them only that is they exhibit the moral leadership; they generate 

better performance because this is also very common to talk about the moral leadership. 

However, it is tough to comply with moral leadership—a culture of doing the next right 

thing. So, building model leadership is a company-wide effort, but actually, it goes f rom the 

top to the bottom.  

 

So, whenever moral leadership is there, it will go that is the maximum impact will be there 

when the person who is at a top know. If he is morally strong, then definitely in the 

organization culture, you will find everybody has to follow the moral leadership because they 

know that if they are doing anything wrong, that will affect their results and job.  

(Refer Slide Time: 12:06) 
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Because the top, the person is highly moral oriented and whenever you are head of the nation, 

head of the organization, when he is having the moral strongness, then definitely, in that case, 

we will find that is it has been given the better and better the results are there—the capacity to 

manage inclusive leadership. So, whenever we talk about servantly leadership, servant 

leadership also involves including your followers; those who are your targets are always 

involved.  

 

Moreover, those days are gone when the leader himself was responsible. Now, the team has 

collective responsibility and collective leadership. So, here inclusive leadership is whenever 

you have the different types of people followers, then the culture is different, their different 

geographical locations there, their nationality is different, then, in that case, the leader has the 

big challenge.  

 

Moreover, what is required by that leader is that is the identify the talent and then make a 

competitive advantage and inspire diverse people to work on that particular direction and this 

organization and individual performance whenever they have that shared vision, collectiv e 

vision, working together, brother rudeness, then definitely, in that case, they will be more 

successful, and they will be leading the organization together.  
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So, six traits of an inclusive leader are under it is a commitment, treating everyone with the 

fairness and respect, courage, engaging in the tough conversations when necessary, because 

the sometimes what happens that is your some group members will like to oppose, but then, 

in that case, that leader requires to have the courage to protect the others. Cognizance of bias 

that is aware of unconscious bias so that decisions can be made transparent, consistent, and 

informed.  

 

So, whenever transparency is there, everybody knows why this decision has been taken. As 

far as the curiosity is concerned, they are listened to attentively and valid the viewpoint of 

others. Cultural and cultural intelligence seek opportunities to experience and learn about 

different cultures and collaboration. There is a create teams that are diverse in thinking.  

 

So therefore, in that case, it becomes essential that whenever we are talking about these 

collaborations, then team building is concerned, then that cultural intelligence and 

collaboration that will help make that inclusive leadership. So, therefore, in inclusive 

leadership, the leader has to be very sensitive enough.  

(Refer Slide Time: 15:06) 
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To identify that is the if there is the diversified workforce diversity, and whenever there is a 

workforce diversity, it is becoming more challenging for a leader to have an inclusive 

leadership. So, how will this serve? We can boost an inclusion leadership is there because 

there is a need for this type of training. Many leaders are otherwise good, but they are not 

following inclusive leadership, which is the formula for success.  

 

So, attend an inclusive leadership training through the specific activities that as storytelling, 

you can learn what the most you are triggering biases are for you and ways to overcome 

them. You can recall and practice them regularly to stay bias-free. So, therefore, one is 

required to be bias-free whenever we talk about inclusive leadership is there. So, find a 

mentor, always with these training programmes.  

 

We can find out how we can go for this particular leadership style, inclusive leadership is 

there, and this is to be learned under somebody, and as you practice more and more,  you can 

discuss it openly with your teammates. It is how inclusive your managerial approach is. So, 

based on this, the training, by working with somebody who is already is help proved to have 

an inclusive leadership because it did environment that environment also influences the 

follower.  

(Refer Slide Time: 16:36) 
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So, when the leader has moral values, inclusive leadership, and is more participative, you 

work with step-up bosses and mentors. So, then, in that case, you also learn and get 

influenced and then in your future journey, you also follow all these practices. Theory X and 

Theory Y were the first explained by McGregor in his book, The Human Side of Enterprise , 

and they refer to 2 styles of management authoritarian.  

 

There is a theory X and the participatory theory, theory Y is there, so, in the case of the 

authoritarian theory, the approach is, we will talk about that is the people, and there is a 

requirement of the tight control is there. While in the case of theory Y, you see the direction 

of arrows, so, therefore, in theory, Y, the people enjoy working, and therefore, they are 

getting more and more involved.  

 

So, how does your perception of what motivates them to shape your management style? So, 

first, identify whatever the followers you have. You are having the theory X type of the 

followers, or you are having the theory Y type of the followers under the flexibility that 

change is required to be followed by the leader because I mentioned earlier that leadership 

has to be changed, tune-up.  

(Refer Slide Time: 18:06) 
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Leadership style has to be tuned up according to the followers. The assumption in theory X is 

that employees dislike work. They are lazy. They dislike responsibility and must be coerced  

to perform. Theory X managers tend to take a pessimistic view. It is not optimistic; a 

pessimistic view of their people and assumes that they are naturally unmotivated and dislik e 

work.  

 

Working in managed organizations like this can be repeated, and people are often motivated 

with a carrot and stick approach. So therefore, in that case, in theory, X, it was mentioned that 

is the way to handle the people by the leader and therefore, because the assumptions  all are 

negative, we can say. Disliking work, avoiding responsibility, needing to be controlled, 

needing to be supervised at every step; close supervision is required.  

 

Otherwise, they will not work because they are not motivated, and therefore, the leader has to 

be a ringmaster. And if the leader is a ringmaster, then only he will be able to get the work 

done; otherwise, the people will not do it, and this is created the autocratic style of leadership, 

and whenever then the leader believes that is the unless and until I will not be present, the 

people will not work 

(Refer to Slide Time: 19:37) 
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Moreover, therefore, they are working with the people under close supervision. However, 

theory Y is different. The assumptions that employees like work are creative, seek 

responsibility and can exercise self-direction, and therefore, in that case, this is the other 

bouquet where every flower has a beautiful fragrance. So therefore, in that case, it is the work 

or the creative that seeks responsibility. They want work.  

 

They like work, and therefore, this is what we will do otherwise. So, we have to do the work 

with our best on the performance. So, theory Y managers have an optimistic, favourable 

opinion of their people, and they use a decentralized participant management style because 

they trust. The courage of their followers and their team members and therefore, they give the 

task, okay, you take this particular job.  

 

You do this particular task in that type of environment. With that type of environment, you 

can understand where people will like to work under the leader with those who believe in t he 

theory Y.; the workers enjoy their work, own initiative and are happier to work. 
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When more involved at work, they will have the best potential contribution; whatever the ir 

potential, they will have a perfect relationship with the leader and followers in  that type of 

culture you will find. So therefore, in that case, theory Y stands for what works, but here I 

would like to mention one thing: theory X and theory Y both are right; nothing is wrong. It 

depends on your follower's type of maturity level, whether it is a theory X or theory Y.  

 

If theory X belonging is there, you have to make the appropriate leadership style ; if the 

theory Y style of the group is there, you are to adopt the appropriate style. In case of the 

shared leadership, where the team members collectively lead each other and so, therefore, in  

that case, it is a leaderless leadership, and the shell dish occurs when two or more members 

engage in the leadership of the team to influence and direct fellow members to maximize 

their team effectiveness.  

 

Shared leadership is the sharing of power and influence with one person, the meaning in 

charge and the shared leadership leads to better organizational performance, and this is 

developed by being transparent, encouraging, autonomous, and open to other ideas moreover, 

as we talk about that it is creating an organizational performance.  

(Refer Slide Time: 22:36) 
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So, therefore, definitely shared leadership is always preferred. So, shared leadership requires 

a dynamic interactive inference process among the individuals and groups for which the 

objective is to lead because what is happening, they are influencing each other, and if they are 

influencing each other, then definitely, in that case, it is required that is every team member is 

dynamic and interactive.  

 

If any member is not dynamic or interactive, that chain will break. So, shared leadership can 

be viewed as a property of the whole system instead of solely the property of individuals. So 

therefore, all are owners, not an individual. Effectiveness in leadership becomes more a 

product of those connections or relationships among the parts that the result of  any part of 

that system is there.  

 

Highly shared leadership is broadly distributed within a group or a team of individuals rather 

than localized in any one individual who serves in the role of a supervisor is there. Therefore, 

this step is actually what happens; in shared leadership, there is a collective responsibility. 

Everybody feels that he is his responsibility. You take an example of a family.  

 

So, when there is a family, every member is given the responsibility that they will be binding 

that we have to do. We have to protect our family. We all have to work together, and this is  

our family, and we have to perform and create role models in society.  
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So, a similar thing will be happening in the case of the organization also. Research is needed 

to examine potential moderators such as the distribution of the cultural values, task 

interdependence, task competence, task complexity and team lifecycle. So, therefore, in  that 

case, whenever we are talking about these, the shared leadership is there. So, distri bution of 

the culture of wellness, the distribution of the task.  

 

This is very, very important is there because the task interdependence whenever you are 

forming a team, you are distributing the tasks, and if the people are happy with the given task, 

then there are no issues, but many times because we have the rotation system and therefore, a 

task comes to a person who is not interested in that, then the performance will be affected.  

 

A team environment that enables shared leadership should consist of the three highly 

interrelated and mutually reinforcing dimensions of shared purpose, social support, and voice. 

Therefore, in that case, whenever we have that particular team environment, we will find that 

it is always in the shared leadership because you want to make the highly interrelated and so, 

definitely mutually reinforcing, then social support is becoming crucial.  
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So, in the case of this shared leadership, we are concerned whenever we talk about moral 

leadership, so please practice these leadership styles as per the need best. So, not necessarily 

that you are always following the one leadership style. You can adapt the leadership style as 

we are talking about different leadership styles, different concepts, and different models. So, 

you work on those particular models.  

 

So, this is the research paper, extra-role behaviours higher education: does organizational 

learning mediate the relationships?  

(Refer Slide Time: 26:18) 

 

Then these are the findings of the research paper, which you can refer to.  
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This is the case study. In this case study, you can refer to how practically an organization has 

done in this case study.  

(Refer to Slide Time: 26:29) 
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Moreover, these are the questions you can use for your assignment purpose. Do you think 

leaders in a military context exhibit the same qualities as organizational leaders? Why or why 

not? Moreover, what was not mentioned in the case would military leadership lessons not 

apply in the private sector? What might military leaders have to re-learn the work in business 

is there? More likely to benefit from the business of the battle-tested leaders, you can use 

specific examples of Indian Army leaders. 
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Moral leadership in business towards a business culture of integrity so, therefore, in that case, 

how the minor leadership in business is becoming the successful and based on this, there is a 

successful business cannot afford to remain materially successful. 

(Refer Slide Time: 27:13) 

 

So, therefore, whatever your profit balance sheet is there, that is not the only concern. Please 

refer to these particular studies for your further detailed interest.  

(Refer Slide Time: 27:26) 
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Moreover, these are the web references from where this material has been taken. This is all 

about the leadership, the moral leadership and shared leadership,  which you expected, 

followed by you. Thank you. 
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Lecture No # 21 

Character Based Approach to Leadership 

 

We will talk about the character-based approach to leadership, in which we will talk about 

how this character-based approach to leadership works and it is more influential.   

(Refer Slide Time: 00:40) 

 

Authentic leadership, what is authentic leadership theory? Socialized charismatic leadership, 

where principle-centered leadership, servant leadership, traditional leader versus servant 

leaders, the art of war versus Bhagavad Gita philosophy. And as usual the research papers & 

case studies, and the book recommendations we will be sharing with you further references 

for the study.  
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Avolio and his associates have defined ethical leadership. In the previous section, we talked 

about moral leadership. So, 2 core components, are the moral person and the moral manager. 

So in the next discussion with that particular leadership, it is becoming very important. That 

is what we are having the moral person and the moral manager.  

 

That is the principal decision-maker who cares about people and the broader society. I will 

give the example of the WTP water treatment plant. And whenever we are talking about the 

water treatment plant, then the establishment of the water treatment plant and taking care of 

the environment will also be the example of the moral person and the moral manager.  

 

How it is legally compulsory but many times organizations, have some legal compulsions 

they do not follow. But some organizations, are strictly following these things, so such an 

organizational culture will be called. the moral manager is working with full commitment to 

society. There are authentic leadership and servant leadership. So whenever we are talking 

about 2 prominent approaches for the moral person, in moral leadership approach to the 

leadership. 

 

So then it will be according to your position to that particular authority. And another one is 

about servant leadership.  
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So, when we talk about authentic leadership know who they are, know what they believe in, 

and value. And the act on those values and beliefs openly and candidly is there. So authentic 

leadership is the followers consider the ethical people. And the primary quality produced by 

authentic leadership, therefore, is trust. And whenever we are talking about authentic 

leadership.  

 

So, they believe that because they are morally right in their approach. So, they have the trust, 

and then people also trust them. Authentic leaders share the information and encourage open 

communication, that is between the leader and follower. They will have this open 

communication and the understanding, of the values, principles, ideas, and opinions of the 

others.  

 

And therefore that is collective wisdom, and a collective decision will be taken, then stick to 

their ideals. And the result is people come to have faith in them and because they are having 

this first and foremost is that they are having the trust in the end whatever the people say, 

then they will be having that particular information, and interacting with the people, talking 

to them and asking them.  

 

That what are their ideas are there and accordingly, based on their ideas, they make the 

decisions and then that is why people have the faith in them.  
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Authentic leaders exhibit consistency between their values, their beliefs, and their actions. So 

many times tragically, you may not be, knowing your values to tighten those values. But yes, 

I am sure that is the, for example, the integrity is that value system that most of us are having 

this value system. So, therefore, in that case, it is easy for the organization leader because 

they have leaders position because they have proven their values.  

 

So, whenever, we are talking about these managers’ leaders and the leadership positions. So 

they are in the leadership position because they have proved that they are carrying the values 

and that is why they had raised to these particular positions. So that belief in their actions are, 

which has been we always seen has consistency is there. And as there is a consistency in their 

behavior, then they are having that is they always try to do the right things.  

 

So, including treating others with respect and dignity. So always, they will have that they will 

have this particular understanding about that is whoever is working.  
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Now you see, there is authentic leadership also you will find that team building is very 

effective because the authentic leaders are taking care of the respect and dignity of others. 

What is the small position person is there, junior management level is there, it is the top 

management level is there. So it is not like this that is the those who are the opinion hierarchy 

only, I will take care of them it is not the situation. 

 

Rather than it is always it is we are having this consideration for them. That is they have to 

have the right to protect their dignity. Because the authentic leadership they balanced 

processing, and internalized moral perspective or relational transparency is there and self-

awareness, is there. And it is not like this it is, the authentic leaders are concerned with others 

only and respect and dignity for others.  

 

They are the self-respect and dignity also and therefore, they are aware. It is what they want, 

what is your value system? What type of the consistency in their beliefs is there and therefore 

expert their belief they will be working with each other team members and group members so 

that they can influence their behavior and can get work done. So it is the internalization better 

and better if you are having this self-awareness, you will be having the better internalization.  

 

Once you know the better internalization and yourself, then you know about your strengths 

and weaknesses also. So leaders are supposed to know their, own strengths and weaknesses, 

and these moral values moral systems, and beliefs system interact with others. So this will be 

the strength of this leader and that will be always seemed.  

(Refer Slide Time: 07:33) 

477



 

Thus, the study of authentic leadership has gained considerable momentum in the last decade, 

enhancing self-awareness. As I was mentioning it is how it helped organizations find more 

meaning, and connection at work. In promoting transparency and openness in relationships 

so, an even better leader and followers build trust and commitment. And fostering more 

inclusion structures and practices in organizations can help build more positive ethical 

climates is there.  

 

So here you will find it easy whenever we are talking about a more positive and ethical 

climate, so they will build that positive and ethical climate will be built. So how; are they 

built by practices, right, and what do they practice the trust and commitment. So, whenever 

this type of environment is their interaction, you see that is between the group team members 

and the leader.  

 

Whenever there is an interaction, so on basis of that interaction and they can create it 

environment and that culture and climate that will be leading to the organization.  
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Now, authentic leadership as usual with every relationship, the future focus is required need 

to examine how authentic leadership is viewed across situations and cultures. So what type of 

situation is there? And what type of culture is there? Then that is required to be seen. And 

universally prescribed positive root construct meaning it represents the base of good 

leadership regardless of the form of exhibited examples are participative, directive or 

inspiring is there.  

 

So irrespective of whatever, these styles of these the leadership are there. Whether it is 

participative is there, a directive style and inspiring style which we have talked about in the 

earlier sessions. And then so here he will, you will find every style of leadership is having the 

base. And that basis that is the root construct is here is that is the how is this culture is 

playing the role and whether it is universally prescribed, a positive root construct is there or 

not? 

 

A great deal of energy and interest is emerging in the development literature that suggests 

there will be a lot more activity in trying to discover what impacts genuine leadership 

development at multiple levels of analysis, from the cognitive point of view is there. So there 

is a future focus on authentic leadership, is this that is me how to find out how it is becoming 

more and more universal.  
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Then, define the top most desirable qualities a leader can have as actionable behaviors 

anyone can develop over time because. This is supported by the model, it is having 

transparency, it is having the respect and dignity for others it is having the working 

togetherness. So, therefore, in that case, whatever he follows that is actionable behavior is 

there he is getting work done also, it is result-oriented. 

 

It is not like this that is the only behavioral science cognitive is there but rather then and the 

delivery of that task is also there. Authentic leadership theory is a set of qualities, values, and 

skills someone should possess. So there are four components of authentic leadership. The 

first one is self-awareness and they should be familiar with both how they view themselves 

and how others see them.  

 

This is also the image of the leader and what is the perception of the leader, perception for the 

self and image for the others. And perhaps most importantly how; their actions affect those 

around them for better or worse. This is a very important point that is your presence you can 

simply judge whenever you are present in your family, or a social Gathering. The people 

surrounding you, how is their behavior towards you?  

 

How friendly they are? How comfortable they are? How protected do they feel? How friendly 

do they feel? How strong they are having the trust in you? That you can find out.  

(Refer Slide Time: 11:55) 
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The second is transparency, having clear motives for every action is very important for 

authentic leadership. Strong communication skills are essential, along with tact. So, yes, you 

will be having a different tact is there, but then there is a requirement of strong 

communication skills and transparency. So when I connect the transparency and 

communication and the tact. 

 

Then, in that case, be whatever their leader is doing know, you should communicate why he 

is doing? What is the purpose? That is a goal. What is the intention? Being able to navigate 

the dynamics of teams, task, and project needs are essential in authentic leadership so that 

each area is served to the fullest without sacrificing another is there. So this transparency and 

working style will balance the team also which will also help to perform the task. And it will 

also have the project of the organization.  

 

A strong sense of morality and inner compass that guides decision-making helps keeps 

workplace discussions fair and equitable is there. So here it is very important that whatever 

we discuss, it is a fair discussion. Fair discussion means without bias and whenever there is a 

bias in discussion is there. Then definitely, in that case, you will find that is it that 

organization is creating a particular positive work environment. 
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Scholars have tried to integrate ethical and charismatic leadership by advancing the idea of 

socialized charismatic leadership. So, this is wonderful that acceptance of charismatic 

leadership is there. We talked about charismatic leadership if you remember in earlier 

sessions; we talked about charismatic leadership. Now when; we are talking about advancing 

the idea of socialized charismatic leadership.  

 

Socialized charismatic leadership conveys other-centered, not self-centered values by leaders 

who model ethical conduct. And therefore, in that case here in the charismatic leadership 

what we have discussed, we have discussed, that is (()) (14:05) the transformation 

transformational, and they of the organization. Maybe the transactional or transformational 

and then; leading to the charisma. But here, when you talk about the socialized leader and 

charismatic leadership.  

 

Who models ethical conduct? Who is not self-centered? But then model the ethical conduct is 

there. Socialized charismatic leaders can bring employers' values in line with their values. 

And therefore, in that case, it is a proper alignment, it is connected between the own values 

and the follower's values. And therefore, Many were talking about that is the socialized 

charismatic leadership in which the followers. They are well-connected with the leaders.  
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Principle-centered leadership this approach has developed and popularized by covey. If 

postulates a fundamental interdependence between the personal, the interpersonal, the 

managerial, and the organizational level of leadership is there. So if you start from the 

individual and it goes up to the organization the unique role of each level can be thought of 

like this. Personal level, the first imperative to be a trustworthy person and that depends on 

both one's character and competencies, this is very important. 

 

Then leader's character and competence will decide where the organization will go only if 

one is trustworthy and can only have a trusting relationship with others. Interpersonal, 

relationships that like, trust is characterized by self-protective efforts to control and verify 

each other's behavior. Like, and always whenever you see that, whenever we talk about the 

leadership and their trust is required, but whenever there is a lack of trust.  

 

What will happen? The leader will try to control and this is a particular approach to try to 

control the others and that will create chaos in the team building.  
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Managerial in the context of the trusting relationship will manager risk empowering others to 

make full use of their talents and energies and there here that managerial ship. So leaders also 

exercise the managerial ship they take the managerial ship as the instrument. But even with 

an empowering style, leading a high-performing group depends on skills such as team 

building, delegation, communication, negotiation, and self-management is there.  

 

And whenever we are talking about this team building in delegation communication, then all 

these functions, which is of the manager. So they will be the managerial-centered leadership 

will be there. Organizational level and organization will be more spiritual productivity 

structure systems. So organization culture, organizational systems, organizational practices 

the organizational structure of hierarchy.  

 

So all strategies of the reason statement of the organization these will be having the aligned in 

mutually supportive. But if they are put differently, then definitely, in that case, it will be 

very difficult to nurture and reinforce the behavior ethical behavior. So, unless and until there 

is an alignment and collaboration it will not work.  
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After this authentic leadership, we will talk about servant leadership. The phrase servant 

leadership was coined by Robert k. Greenleaf when used it for the first time in his essay that 

was published in 1970. Servant leaders go beyond their self-interest to focus on opportunities 

to help followers grow and develop. They do not use power to achieve ends; they emphasize 

persuasion.  

 

The approach is right. So, therefore, here you will find traditional leadership versus servant 

leadership is there, and therefore, that is whenever we are talking about the role of directors, 

you know, at the bottom of the pyramid. So persuading, accepting, stewardship, and 

developing the follower’s potential. And hear from the diagram you can see that this entity is 

the how whenever we are talking about the employees.  

 

So those employees those managers they have the empowered. Now because of servant 

leadership behavior, always, this type of this, the culture which will be developed into the 

organization it will support. Always support the employees, to develop a particular style of 

understanding, and the growth and development are there. So, whenever the leaders, here the 

leaders are not of this self-focus. Are they self-interested, rather they are focused on the 

followers?  
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Lao Tzu in 600 B.C, the greatest leader forgets himself and attends to the development of 

others. So that is that servant leadership is there. In Chanakya’s Arthashastra 375 B.C, the 

leader should consider as good, not what pleases himself but what pleases his subject means 

just followers. A beautiful definition given by Chanakya it is that a leader will be called a 

leader.  

 

So they did whatever he is doing, he is not doing it for himself his efforts, his direction, his 

goal, and his performance, all are directed towards his subjects. And those subjects they 

should be happy. And they should be get benefited and that was the basis for the Chanakya’s 

Arthashastra also. That whatever the king is there, the king is required to support the public. 

And then when whenever we are comparing, these 2 definitions then you will find that is they 

both are having the focus on the other. 

 

Whether it is the Chanakya’s Arthashastra which; has talked about the, how that status to be 

done by the king. And in that case, the first and foremost, priority is given to that servant 

leadership.  
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So another definition of the Jesus of Nazareth, but the greatest among you shall be your 

servant, the one who is the greatest among you must become like the youngest and the leader 

like the servant. So, therefore, who is the youngest then that is amongst that grow. So he is 

the youngest and the leader will be like the servant is there and because the leader is a servant 

is doing the service.  

 

Then, in the further studies by Robert K. Greenleaf in 1970 he has given the definition, the 

servant-leader is servant first it begins with the natural feeling that one wants to serve first. 

So, what is leadership? Leadership is to serve others? I think it is been like our prime minister 

also says that I am a (FE) I am the servant leader.  

 

So here, it becomes very important that is, that is the orientation and these strategies 

leadership strategies, right? In leadership functions, leadership (()) (21:28) is not self-centric 

rather than it is always towards the servicing, the other sees there. Whenever in any 

organization, when the top management, right? I would like to give the example of Ratan 

Tata also,  

 

So whenever we talk about the top management then, top management is becoming very 

popular are the considered are appreciative. But when you are the top management is having 

that feeling that it is to serve the society. The purpose of business is to serve society.  
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This servant leader, what are the characteristics are there, be a good listener, have empathy, 

heal those around you is there. So I will start with the healing, is there? Now, this is very 

important is capable of healing people with a focus on their emotional health, and feeling of 

completeness. So, in the organizational ownership organizational, citizenship behavior, the 

person who is spending 30 years, 40 years in the organization then what he requires? 

 

He requires emotional healing from the employer, and those employers who are having that 

emotional healing and then definitely those employers will be well appreciated. And it is not 

the popularity of employed only; the employees will be giving their best. Be aware, that 

servant leaders are fully aware of themselves and then people are there. So it is a personal 

touch, they are in contact.  

 

And therefore, in that case, you will find that whenever they are talking about, this 

relationship between the servant and the servant leader and the follower. So then in that case 

he is becoming the very crucial healing factor in emotional connections. 
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Persuade without being forceful, a good leader is capable of convincing people in different 

ways is there. So, therefore, in that case, but naturally to serve the others first, you will ask 

that is they do they deserve it or not. Some of them, may not agree with you, so what is 

required is convincing people in different ways you should be able to convince the people 

who are there. 

 

Conceptualizing in communicating a vision a servant leader can help build a concept for 

people that works that is what is required to fulfill their requirements. Commitment is there 

those who mainly focus on the people and this makes the leader fully committed to their 

growth and development is there. Build a community leader should be able to walk with and 

among the people, so that the leader can help them by serving in building a community, is 

there.  

 

So ultimately what he does is by this particular commitment can create a community a 

rounding to him and serve the organization. In channel foresight, a good leader can anticipate 

future events and how they will impact everyone, and therefore, that channel foresight will be 

there whenever the leader is the visionary. And therefore, he will have, always an impact on 

everyone there. 
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However, there are certain myths and misconceptions about servant leadership, because some 

people believe that servant leadership does not work. They believe that it is the there he needs 

for this particular, the servant leadership that the organization will not be profitable. So 

servant leadership means giving up power to employees, servant leaders empower their 

people to coach, train them on how to use that power, and hold them accountable for their 

actions.  

 

So it is not like this that is the easy-going. It is here in servant leadership when empowerment 

is done. So, simultaneously leaders make them accountable for their actions and decisions. So 

they cannot say no they also work to understand what their people are capable of and realized 

that some individuals may need more coaching and support than others are there. 

 

A servant leader is abdicating responsibility for success; a servant leader understands that 

they are ultimately responsible for the success of their employees and the success of their 

business. If an organization's goal and objectives are not met, servant leaders will look first at 

themselves and what they could have done better to support their people in achieving them. 

So, therefore, in that case of the always, he is committed to the goal achievements of being 

their followers.  
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Servant leaders do not care about customers or shareholders. Some people think that because 

servant leaders focus first on the needs and interests of their employees, they do not care 

about what the business’s customers or shareholders need. Several leaders believed the 

opposite; the customer and shareholders' expectations can only be met or exceeded by 

creating motivated, engaged, and high-performing employees.  

 

So, this is very much true that is unless and until you are employees. For example, service 

after sales and in the case of the service after-sales, if the person is not focusing on what once 

that product is sold. And then there is nobody to take care of, or the installation of that 

product, or the complaints in that product, or the monitoring and operations of that product, is 

not that has been supported.  

 

Then in that case it will become very difficult for the organization to survive. So what is 

required? That is a requirement that the customer and shareholders. With servant leadership, 

what are the created, motivated, and engaged high-performing employees are there? And so 

that motivated and engaged the high performing employees are possible only if you are 

having this servant leadership is there.  
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So traditional leaders see leadership as a rank to obtain use power and control to drive 

performance, measure success through output speaks, believe it is about them. The servant-

leader sees leadership as an opportunity to serve others, share powers and control to drive 

engagement, and major success through the growth and development, So, understand it is not 

an about them and that is about the servant leader.  

(Refer Slide Time: 28:33) 

 

The art of war versus Bhagavad Gita's philosophy is there on material incentives the art of 

war, are the people need extrinsic incentives to be motivated. Give you are Soldiers shares of 

the booty and the conquered territory is there. While in the Bhagavad Gita never act for the 

material rewards only focusing instead on doing well, and good things will follow. and on the 

ultimate goal, whenever we talk about winning requires cleverness and sometimes even 
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deception according to the art of war. But Bhagavad Gita says Success means satisfying 

multiple stakeholders are there.  
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In handling the followers, the art of war will rule the iron discipline. Maintain your authority 

over them, knowing that too much kindness towards your followers could make them useless 

is there, right? So, therefore, in that case in the art of war too much kindness has not been 

allowed. While in the case of the Bhagavad Gita enlightened leaders are selfless and 

compassionate towards the others, right.  

 

Followers who are treated as equals are more motivated to enthusiastically support their 

leaders are there. And therefore, it has been seen that is a high commitment towards the 

followers in the region, you will get the loyalty of your followers and but it is not for these. 

The interest in getting certain things returned. It is selfless and compassionate toward others.  

 

So this type of this, these the work will be has been encouraged through the servant 

leadership and inspires our research is consent. And then the servant leadership one page is 

called has worked on in this and then it is the findings are that is a people do not leave the 

organization they leave their bosses; means they are not happy with the leadership style. So it 

is better to have the leadership style which is the servant leadership style so you are telling 

employees they continue with you.  
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Supervisory servant leadership and employees' work role performance are there in this 

research paper, the relationship between servant leadership and employees' organizational the 

remember performance.  

(Refer Slide Time: 30:45) 

 

And this paper is having 181 salespeople in 83 sales managers. The model has consistent that 

sales managers' servant leadership is directly and positively related to the salespeople's 

organization member performance. In addition, says manager’s servant leadership is 

indirectly it is related to salespeople's organizational member performance, is there. Now, 

through this salespeople's perceived organizational support, and that is the, whenever, there is 

a moving the people perceive employees perceive that organization support is there then, 

definitely, they will become more successful.  
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Employees with a, we mentality and who need to serve, should be selected for and promoted 

to supervisors. Enhancing employees’ perceived organizational support and OID is also 

important, as these factors will encourage the employees to behave in the best interest of the 

organization is there.  
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And this is the case study, do unethical decisions, come from bad character. And the Attorney 

Governor Eliot Spitzer decides to use a prostitution service? Why would highly respected 

attorney Marc Dreier, with degrees from Harvard and Yale and a successful Park Avenue law 

firm, decide to impersonate people to Swindle others? From Tiger Woods to Bernie Madoff, 

it is not hard to find examples of unethical behavior. But what causes people to make 

unfortunate choices?  
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Behavior genetics research has taught us that virtually every human characteristic has genetic 

origins and that genetic differences are a Central reason people differ in their behavior. 
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So this is all about this case study and these are the questions. Do you think people see 

themselves as more ethical than they are and what about you? The authors of one study noted 

that; disclosure can exacerbate unethical Behaviour by causing people to feel absorbed by 

their duty to be objective. Do you agree? Why or why not? Is there, so these are the questions 

for you are assignments.  

 

And do you think if we admitted it to ourselves times when we behaved unethically we would 

be less likely to behave unethically in the future also.  
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And this is the book, which is recommended here, how you can achieve the great relationship 

and results and servant leadership in action is there? 
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And these Ken Blanchard, and Renee Broadwell book is there.  
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These are the further references, which you can refer to for your studies and then, for these 

notes are also these references have been used. I am sure that you will find it by going to this 

literature. That is servant leadership is becoming more effective whenever we use each other 

in our organization. 
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These are further references. Thank you.   
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology - Roorkee 

 

Module No # 05 

Lecture No # 22 

 Role of Ethics and Values in Organizational Leadership 

  

Last time, we heard about moral leadership, and in continuation that today, we will interact 

on the role of ethics and values in organizational leadership is there. In these presentations, 

we will understand first.  
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What are the values, the definition of values, then the sources of values types of will use the 

definition of ethics, then the ethical leadership. 4 ethical dilemmas ethical versus unethical 

climate, and as usual, the research paper, case study and book recommendations will be there.  
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Whenever we are talking about the values then definitely in that case basically, values are the 

basic beliefs value system. So always we comment on these what is your value system is 

there why? That is the whenever we are having these attitudes and behavior. This attitude 

generation of attitude is based on the value systems and data those values systems they are 

converting into our behavior also. 

 

And as a result of which these beliefs, which are creating in the attitude and behavior they 

guider motivate our attitudes, are the actions are there. And therefore, in that case, it becomes 

very important what attitude do we have. Basic convictions it has a specific mode of conduct 

or end-state of existence that is personally or socially preferable to an opposite or converts 

the mode of conduct or end-state of existence. 

 

Many of the values we hold are established in our early years by parents, teachers, friends, 

and others are there. So, therefore, the environment plays a very great role in, developing our 

values. What happens to the child from childhood is he has the observations one, is the 

observation sent on basis of the observations. So from where does, he gets observations? He 

gets observations from society. That is what the parents? 

 

And what has been taught by the parents are interact, or the observed and perceived by the 

child? So, therefore, in that case, many times parents are surprised, it is we have not taught 

him, but how he has learned this value. So it is because of the surrounding environment 

nature in which the child is grown up.  
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So values are social as per the R.K. Mukherjee is concerned values are socially approved 

desires and goals. So actually, they may be many observations, but we observe those 

observations, which we approve right? And therefore, suppose I say honesty is the best policy 

but, in that case, the approval of this policy is very important. So it is not the presence of not 

knowing about this policy, they know. But there is either approval or not approval.  

 

Values are conscious or unconscious motivators and the justifiers of the actions and judgment 

there and therefore, in that case, these are the values that are creating this type of this 

environment in which they either respond to the environment. And therefore whenever we are 

talking about responding to the environment so, actions and judgments are dependent on that. 

 

So naturally, whatever will be the environment, then that will be justified by responding 

through our values. The belief that something is good and desirable so the value is a very 

positive term and whenever; we talk about the value, then in a given situation, the value is 

desirable. For example, whenever you are into a business, then there are certain values are 

will be there. That is the many slogans you will find that the people say that customer 

satisfaction is our value system so that is desirable. 
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A powerful force affects behavior therefore, values are the force that is driving the behavior. 

Values contain a judgment element in that they carry an individual's ideas as to what is or 

what is desirable, is there? So, there is in the previous slide, we have seen in the definition 

also, it is been given it is it justifies your behavior. So from behavior also we can find out 

what is the value system of the individual? 

 

Provides a way to understand the organization's values are there and organizational values are 

creating the organizational culture and that culture, again, creates the value system in the new 

employees. So, therefore, it is very important to understand the organization helped, to 

differentiate between what is right, and what is wrong? And therefore, in that case, whenever 

we say that is, this is the particular value that has to be followed, and a decision is to be 

taken.  

 

So that this decision will be depending on that what is, right? And what is wrong? Determine 

the retention and importance is this that is what happens in the life? There will be the positive 

effect there will be the negative effect upon is there. And whenever there is a negative effect 

are you still stick to you are values? And you are not sticking to your values and that will 

decide about the value systems.  
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Sources of values are our homes, schools, society, friends, TV then the church, music, books, 

and families with whom we interact and we learn by observing sense senses. Our senses 

decide about the sources of values are there and whatever we learn from the school were 

whatever we learn from our parents at the home, who are our friends because the friends, 

family friends in society.  

 

And so in developing that particular value system, these 3 contribute a lot, then whenever we 

go, because this is taken from the western book. So whenever we are going to the religious 

replace, right, then we find that is there also, we learn about the values because the on 

whenever we are having the visit to the priests in the temple or into the father in the church. 

They tell us about that is a how-to lead your life.  

 

When deserves him by having the value systems, then? By reading, the books are the families 

and culture. The culture here I would like to mention is a professional value. So professional 

values will develop from the organizational culture what type of organizational culture is 

there and on basis of the organizational culture, we are having these particular aspects of the 

developing the behavior.  

(Refer Slide Time: 07:02) 

503



 

Now there are different types of values are there, they are important to people and tend to 

affect the types of decisions they make, how they perceive their environment, and their actual 

behaviors are there. And therefore, in that case, it is a selection. When we talk about the 

people tends to affect the types of decisions. So, therefore, in that case, that is a decision of 

what?  

 

So that is how they are perceiving their environment whether the environment is ethical or 

unethical? And when there is an ethical environment, the ethical values will sustain that much 

the people know. There are 2 types of values, the terminal values, and the instrumental values 

are there. So people vary in the relative importance they place on values. So, therefore, in that 

case, ultimately values of life. 

 

So when you see the terminal values to attain these values, they are the other values are to are 

the facilitating and supporting and these types of the values, they are called the instrumental 

values are there. So here you will always find that whenever we are talking about, the 

terminal values or the instrumental value instrumental values are becoming also, very 

important is not a terminal value, only. 

 

Like so, what if instruments are also required to be ethical are instruments cannot be 

unethical. And therefore, in that case, it becomes very important that is the, whether you are 

having that did sort of these instrumentation process, which is generating the value system or 

not that is that decision is to be taken.  
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Now, whenever we are talking about these different types of terminal values are there. So 

from the name itself, it is very clear. It is a terminal value that is the n values are there. So 

exciting life vibrancy in life so, therefore, many people they always want. They do not like 

the routine work so a person who is having an exciting life cannot do a job. This is causing 

them, a very dull life so what is required is that vibrancy is required.  

 

A sense of accomplishment is required. It is a goal is to be achieved and therefore in that case 

and unless and until the goal is not achieved the value systems will not be there. In a world of 

peace, many people want that there should be a peaceful life. If the world of beauty and many 

people they want that is you know, they should always look beautiful family security is for 

like the Indian culture.  

 

This is a very prominent value system in their social recognition. Yes, professionally the 

people want to be getting recognized then, naturally, the continuing with the friendship, 

happiness, freedom, pleasure, and wisdom is there. So these are the different emotions 

basically, which are becoming part of values. When we are talking about; the desired end 

state of existence; that a person would like to attend go value system. 

 

In the end whenever we are talking about those terminal values to achieve those terminal 

values, they will be certain the instrumental values will be there. 
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So what will be the instrumental value? Instrument value will be the ambition So like, for 

example, the happiness will depend on the ambition of the individual did what sort of the 

ambition one is having if one is having the ambition to be the leader of the society. Then, in 

that case, that particular person that will become a source of ambition will be the source of 

happiness.  

 

So, whenever ambition will be fulfilled, the person will be happy. Another one is the 

capability of the individual is there. So whatever the capability is individual, having that is 

becoming the instrument because you have to achieve those particular terminal values. To 

terminal values, for example, freedom is that there is a particular goal achievement and for 

this purpose, it is capability is required.  

 

If the person is having that capability, then definitely this is a preferable mode of behavior. 

So, therefore, in that case, on basis of these instrumental values, the person decides what will 

be the mode of achieving the one terminal values. So, therefore, if the person's behavior is to 

achieve these particular terminal values, he has to make the justification with the help of the 

instrumental values.  
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Now a beautiful study has been done Zemke is another researcher who has looked at the 

differences in values. So a lot of research is going on and therefore, we have to understand 

and that is the, whenever people say there is a value, what is the status of any system? So, 

they are on basis of the research across generations and how these value differences affect 

their approaches to work in leadership.  

 

So traditionalists boomers are their gen x is there and Millennials are there and always we 

whenever we send one generation to another generation. So there will be a generation gap 

and as soon as there will be a generation gap, they will be a change in value systems are 

there. And that is why whenever you are having if you are studying the values of the 

traditionalist that, so then you will find, there is a different list is there  

 

Whenever you will go for the boomers, they will be a difference between the traditional lists 

and the boomer's list is there. Whenever you will go for gen x, you will find again there is a 

change in the boomer's value systems, and in gen x, the value system is there. And whenever 

we talk about the millennials nowadays, then we find they are having a different value system 

is there. So which value system is right or wrong? 

 

So, therefore, in that case, it becomes very important. That is every generation was having the 

right value system from the given time because they had developed this value system from 

the society itself. 
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Dominant Work values in today's workplace is that is the veterans in nineteen fifties early 

nineteen sixties, 60+ those who are so their value system was the hard-working, conservative, 

conforming, loyalty to the organization. Boomers 1965 to 1985, 40 to 60 years of age 

currently success, achievement, ambition, dislikes of authority; loyalty to the carrier is there.  

 

Xers so 1985 in gen generations so, 1985 to 2000 and it is a 25 approximately ages 25 to 40. 

Work-life balance, team-oriented, dislike of rules, loyalty to relationships and therefore, in 

that case, this will be more work-oriented. Nexter’s 2000 to present those who enter into the 

workforce, from 2000 under 25. So they are confident, financial, success, self-reliant, but 

team-oriented; loyalty to both self and relationships are concerned.  

 

And therefore, in that case, you will find that is the whenever we are talking about these 

dominant work values right from the veterans, boomers, Xers, Nexter. And when change in 

the value system, that is a hard-working, success, achievement, ambition, work-life balance, 

team-oriented, results of rule and the confident financial success. Then definitely these 

changes with the pride of the generations they debt have become the more and more 

dominating.  
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Now, we cannot study the values, only in isolations way to talk about the ethics also. So 

Phillip Wheel Wright in 1935 his job ethics is a branch of philosophy that is the systematic 

study of the selective choice of the standards of right and wrong and by which he may be 

ultimately directed is there. So a lot of work was done in 1935 by Philip and researchers in 

the branch of philosophy.  

 

And then it talks about that whenever we are talking about the values and ethics then that is a 

philosophy of life and this philosophy of life standard of the rights in the wrong and so, 

therefore, it has to be directed. So Richard William Paul and Linda Elder in 2006, a set of 

concepts and principles that guide us in determining what behavior helps us harm sentient 

creatures a very beautiful definition.  

 

This talks about the practical implication whenever, we are talking about the practical 

implication of this particular system, then it is a set of concepts and principles. And therefore, 

in that case, are concepts and principles, which are forming the ethics? Those concepts and 

principles which are forming these ethics will decide and guide us, that is what type of the 

behavior helps or harms the sentient creatures.  

(Refer Slide Time: 15:59) 
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So it will be decided based on your ethics only. So, what is required? Whenever you want to 

make use of the values; there has to be supported by ethical leadership because you are to 

follow those ethics. So, leaders who treat their followers with fairness, this is about ethics, 

especially by providing honest, frequent, and accurate information. Now, please understand 

these are not just buzz words in the textbooks. 

 

These are the practices observed in adopted by the successful leader. So, therefore, if you 

want to be a successful leader, then definitely you had you opt for these ethical practices that 

are fairness is concerned. You are required to be fair and especially provide the honest 

frequent is required and the frequent and accurate information.  

 

You cannot just make the superficial studies and then you have to respond to that rather than 

frequent and the accurate information is acquired and these are seeing is more effective. And 

this fairness and these; ethical practices the providing the honest and frequent and accurate 

information. So, then these leaders have become the more successful and effective.  

 

Leaders rated highly ethical tend to have followers who engage in more organizational, 

citizenship behavior is there OCB is there. And, in the OCB, we talked about the rights and 

duties that are there. So fundamental rights and fundamental duties have to be followed. In 

the case of the OCB is there. Now, this OCB is nowadays also converted into the positive that 

is organizational scholarship is concerned. 

(Refer Slide Time: 17:47) 
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And relation to these definitions of ethical leadership Yukl 2006, the ethical leader promotes 

honesty and mirrors his or her actions with their values and belief. I have given this example; 

you see that honesty cannot hide from adopting the value of honesty. Honesty has to be there 

and therefore every researcher has most has supported this particular value system.  

 

And mirrors are his or her actions because whatever is there honesty is there, that honesty 

will be deciding about how it is to be exercised based on the others and it is called the mirror. 

So when, when you are honest with others, this will be honest to you and therefore, that 

mirrors our, are actions with values and beliefs. Similarly, Freeman and Stewart have 

designed a matter of leaders having good character and the right values.  

 

So strong character many times because of the incomplete messages I will say why 

incomplete messages? Because we are getting through; social media, we are; not know the 

facts about it. And therefore, they say that honesty is not the best policy many times the 

people talk about these issues. But then here, you will find that they know those who are 

following the ethical Style.  

 

Well, then definitely in that case they are becoming successful. Otherwise, in the long term 

and short term, the person may be happy employee may be happy but in long term, it will not. 

(Refer Slide Time: 19:26) 
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The justice ethical leadership characteristics of the justice so, therefore, one we have talked 

about that is about the honesty is concerned. Another one is Justice whatever we do there is 

justice whatever decision we take, there is justice. So that is why we say justification has to 

be given for a decision. Then respect for others is a concern how much do you respect others' 

honesty or already have talked. 

 

Then the humane that is the personal touch-sensitive touch is very much required in case of 

this ethical leadership is concerned now and working together Brotherhood (()) (20:04) there 

is a focus on the teambuilding that is the objective is there. Value-driven decision-making is 

there the decisions are not taken, just because of the personal choice, rather than ETA is the 

best on the value systems of the organization. 

 

Encourages the initiatives and therefore the people are becoming more and more taking the 

initiatives. Leaders by examples because they proved themselves because they have followed 

the values, they have been ethical, and therefore, they have proved themselves. And as a 

result, which you will find that is it, they have become successful because people follow the 

successful leaders only. The 4 ethical dilemmas are truth versus loyalty, individual versus a 

community, and short-term versus the long-term.  

(Refer Slide Time: 20:50) 
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So, therefore, when we talk about the truth versus loyalty honesty answering your question 

when doing so could a compromise a real or implied promise of the confidentiality other? 

This is conserved therefore, in that case, it is the whether the person is wanted to do this 

particular task or not. And if he wants to do the task, then definitely he will be able to 

complete a task within time.  

 

Individual versus community is concerned, with whether you should protect the 

confidentiality of someone's medical conditions when the condition itself may pose threat to 

the larger community. And the short term versus long term is concerned, as I was giving the 

example, people prefer to sometimes the follow the values in the short term, but they are 

required to be the followed or a long-term.  

 

Justice versus mercy, such as deciding whether to excuse a person's misbehavior because of 

the extenuating; circumstances or a conviction that he or she has learned a lesson. So now 

this has become a very big issue. So, therefore, in that case, all these four factors there is truth 

versus loyalty, individual versus communities, short-term versus long-term, justice versus 

mercy. 

 

Whenever we are going for this type of ethical decision-making process, then, we had to 

decide whether we are having that value and ethics are Justified or not.  

(Refer Slide Time: 22:12) 
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Then 3 principles for resolving ethical dilemmas and ends-based thinking are often 

characterized as doing what is the best for the greatest number of people. So, whenever we 

are in an ethical dilemma, we have to see which decision will help us the most for the people 

greatest number of people. It is also known as utilitarianism in philosophy and is premised on 

the idea that right and wrong are best determined by considering the consequences are results 

of an action is there.  

 

And therefore, in that case, we are evaluating a particular action by rule-based thinking, 

which is there when Kantian philosophy can be colloquially characterized as following the 

highest principal or duties there. Whenever we are following the highest principle of our 

duties then definitely, we are talking about the rule-based thinking is there. Care-based 

thinking is there the golden rule of conduct common in some forms of many of the world's 

religions do what you want others to do you. 

 

In essence, this approach applies the criteria for reversibility in determining the rightness of 

the action is there. So, this golden rule of conduct. So naturally, we will like to see the others 

who are surrounding us. They are doing the right things in the sense acceptable, by the 

society, acceptable by those value systems, acceptable by that ethical leadership. And when 

we are doing these things, we will say yes, it is done correctly.  

(Refer Slide Time: 23:40) 
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The 4 sources of unintentional unethical decision-making are the implicit prejudice bias that 

emerges from the unconscious belief this is very dangerous. So, therefore, in that case, as I 

mentioned getting the child first learn about his value system from the parents and therefore 

is biased. If there is a bias is there, then definitely immediately the action is, to be taken.  

 

The mental associations may not be true biases costly. They may lead to the wrong decisions 

there is in hiring, a firing decision is there. So, therefore, in that case, many times, when we 

are the shortcuts in judging others, this type of decision arises. In-group favoritism bias that 

favors your group results in discrimination against others and the misallocation of resources 

is there and it erodes the bottom line and may lead to the losses are the lower profits are there.  

 

So it is very important that is the whenever we are talking about the management of 

resources. Main, machine, material, money, method, minutes, whenever you are having these 

6 M’s in the resources, then it has to be taken care of that is the there is a proper distribution. 

Whenever there is a proper distribution, then there will be nobody to complain to you about 

the improved favoritism is there.  

 

So, avoid this type of these allocations of resources to your people and then, you know, 

making the other person for waiting. So that is not the right way. 

(Refer Slide Time: 25:15) 
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Over claiming credit is there a bias that favors you. So, therefore, in that case, whatever we 

want to do is that he says it is yes, this is and this is contributed by me. People tend to 

overestimate their contributions so whatever you are contributing so in this world in the 

history of the globe, so they have been the very big contributors so many contributors and if 

any successor says that this is, because of me. 

 

It is not because of only him, he might be a major contributor agreeing but not only because 

of him, there are some minor contributors also. So, therefore, do not ever estimate 

overestimate, the contribution claiming too much credit can destabilize alliances. And 

therefore, one should not give go on them too much credit and reduce the performance and 

the longevity of the groups is there.  

 

So, therefore, claiming that I have done these will be decreasing the morale of your group 

members so that is to be avoided. Conflicts of interest benefit your conflict of interest and can 

lead to intentionally corrupt behavior. So, therefore, in that case, those who are having the 

bias in behavior so then in bias behavior you are giving the help to somebody and) that is 

causing the dissatisfaction amongst others.  

(Refer Slide Time: 26:39) 
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Ethical versus unethical climate is concerned ethical climate is referred to as those in the 

organization. As I mentioned in the society, and in the organization, ethical climate refers to 

those in which the ethical standards and norms have been consistently clear and persuasively 

can communicate throughout the organization. So it is not only that is these, the ethical 

climate is expected from the lower management or middle management, or the top 

management. 

 

It is having persuasive communication throughout the organization. So, everybody whether it 

is a lower, middle, or high, they are supposed to follow the value systems in the organization 

and embraced and enforce them by organization leaders in both word and by example is 

there. So, therefore, if you are following, that is correct. If you are not following, that will 

create the embracing of the ethical climate in the organization.  

 

Unethical climates are those in which the questions are the outright unethical behavior exists 

with the little action taken to correct such behavior or worse is that where such misbehavior is 

even condoned. Employees likely experience some degree of moral distress whenever a 

manager is perceived.  

 

And therefore, in the case of that whenever we're the employees they are having their own 

experiences they will decide about that is there or the moral will be that you will go down 

moral this way because it is the unethical climate is there. A very simple example is that is 

about the rewards, incentives, promotions, increments, and from where you can judge. 

(Refer Slide Time: 28:18) 
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So the question arises of how to create and sustain an ethical climate. To create and sustain an 

ethical climate, formal ethics policies and procedures are the ethical policy is very important 

in the organization. And whenever there is a clear-cut manual clear-cut policy is there to do 

and do not that whatever they are doing that is will be acceptable. And any things, which will 

not be acceptable it is also to be communicated. 

 

Then the core ideology will be there that is whenever we are talking about the particular 

vision statement especially. So, that vision statement will decide the integrity of that 

particular objective. So if there is integrity is there a particular objective? And then you are 

behaving with that particular objective yes, you are towards to achievement of that goal. 

 

The structural reinforcement tall structure, flat cell structure, organizational structure, and 

therefore in that case, whatever the structure you are creating, that structure, is having the 

strong support of the ethical behavior. So it is not like this those who to whom in department 

or sections I am favoring and they are having the more power is compared to those 

departments to whom I am not in a favoring and they are having low importance no.  

 

In the organization structure itself, it will be clear-cut there is empowerment will be done 

properly and justified or not. So, therefore, in that case, that is this value in the ethical 

leadership it is in long-term is very important, and can we create that climate? Yes, we can 

create the climate. Unfortunately, if you are into an organization where there is no clear-cut 

ethical climate is there then I will suggest that please go for the creation of such an ethical. 

And the value-based climate is suggested in the previous slide.  

(Refer Slide Time: 30:10) 
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These are the research papers linking ethical leadership and ethical climate to employees and 

ethical behavior. So, therefore, in that case, this is because this support is required for future 

work. That is the leaders to whom we are developing their ethics they are aiming for an 

ethical climate for employees and ethical behavior is there. And what is the moderating role 

of person-organization fit? 

(Refer Slide Time: 30:39) 

 

So this paper is very interesting, which will be deciding about this particular purpose. And In 

line with the hypothesis, the outcomes from a simple of 295 workers working in the different 

hierarchies that are exhibited a positive relationship between the ethical behavior of leaders 

and the ethical conduct of employees in the ethical climate. Otherwise, also, we can create 

this hypothesis, which will be proven successful.  
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That is if we are creating ethical leadership in the organization. The employees will be having 

an ethical decision-making process. On the conduct of the employees, the moderator was 

observed. That is the, whenever we are talking of the person-organization fit of the 

employees moderated the relationship between the ethical climate and the ethical conduct of 

employees such that the relationship was more robust for those with a high PO fit in 

comparison to those with a low PO fit is there, first-person organization fit is there.  

(Refer Slide Time: 31:35) 

 

So, this study has important practical implications and determined that ethical leadership has 

a positive influence behavior of subordinates. 

(Refer Slide Time: 31:45) 

 

This is suggested, similarly, this is the case study in which you can refer to a man of integrity 

and an avid cyclist and as usual, you can go through; this particular case study, and this case 
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study does not make a product that tasted good. And therefore, in that case whenever we are 

talking about it, especially in India. There is so much old organization. Then definitely we are 

talking about, how ethical and value system based on leadership is existing. 

(Refer Slide Time: 32:17) 

 

So the environment and social issues are evident and how the decision has been taken 

because of his commitment. 

(Refer Slide Time: 32:25) 

 

That you will see, that leader is having the, at a point where we have to find a way to 

maintain this open culture while we may be getting the bigger says Shelley Martin, director 

of the operation it is a balancing act. Without knowing Gray Erickson’s age where would you 

guess he falls in the four generations of workers as delineated by the Zemke and considering 

the terminal and instrument values. 
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Recalling that leaders are motivated to act consistently with their values, what values appear 

to be the most important to Gary Erickson? Is there in this case study but with the help of this 

case study? 

(Refer Slide Time: 33:03) 

 

I will also like to suggest it is you also decide what will be the helpful for you.  

(Refer Slide Time: 33:06) 
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These are the book recommendations for you and these are the references which you can go 

for the further studies, thank you.   
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Module No # 05 

Lecture No # 23 

Leadership Behaviour 

 

Whenever we are talking about the behaviour of a leader then it becomes a very 

important that is we have to keep some factors into mind. This particular session talks 

about these are the certain contents which we will be talking about why study 

leadership behaviour effective versus ineffective leaders’ behaviors and skills? 3 

dimensional theories, leadership continuum, Ohio and Michigan leadership studies, 

managerial grid research paper and case studies and book recommendations as usual 

will be there. 

  

No institutions can possibly survive if it needs geniuses or the superman to manage it. 

It must be organized in such a way as to be able to get along under a leadership 

composed of the average human beings. Peter Drucker the management expert has 

talked about it right. So that is if any organization if it wants to survive it needs the 

geniuses or superman to manage it. 

 

If he is able to manage the superman then definitely it must be able to organize in 

such a way that is the along with the leadership composed for the average employee 

which is working in the organization. 

(Refer Slide Time: 01:40) 
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(Refer Slide Time: 01:41) 

 

If a leader is able to work with the average employees, then definitely, he will be able 

successful. And differentiating between the effective and ineffective leaders requires 

looking at their behavior and results. So, leadership behavior can be observed and 

measured. This is also very important and personality traits values and intelligence 

cannot be directly observed right. 

 

But they may contribute to effective leadership behaviors are there. So, what type of 

personality traits are having on the leader and he well used and intelligence is there. 

So, therefore, whenever we are talking about leadership behavior it is becoming the 

IQ + EQ + SQ is there. It is an intelligent quotient then the emotional quotients and 

the spiritual quotients are there. 
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And 2 other factors that influence leadership behavior are the followers in the 

situations are following situations factor can have determined whether a particular 

leadership behavior is good or bad. So therefore, in that case whenever we are talking 

about these factors are there then the followers will end the situation naturally. 

Whenever, we talk about the leadership. 

 

The leadership effectiveness who will be giving the certificate for that it will be the 

follower and situation. And therefore, when followers; and situations they help in 

leadership behavior. So that is in the coordination and there is a synergy. 

(Refer Slide Time: 03:11) 

 

When the synergy is developed between all these 3 then definitely in that case the 

outcome will be the effective leadership is there. So that behavior the behavior of the 

leader will be justified by the followers and situation. So many people in positions of 

authority either, cannot build and motivate teams or do not realize the negative impact 

of their behavior is there.  

 

And that is why this subject is becoming very important because we will be talking 

about the many aspects of behavior and here it is very essential that is, it has been 

proved that is the; those who are not having the successful in the organization to lead. 

It is because of could not motivate their team. So leadership behavior; is a function of 

intelligence personality traits, emotional intelligence, values, and attitude, which we 

are talked about all these dimensions.  
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So over time leader learns and discern the most appropriate and effective behavior is 

there. The individual differences between the followers and the situation variables 

play a pivotal role in the leaders; actions and therefore in that case and it is not only 

the leaders’ personality traits. I would like to add here it is the follower’s personality 

traits and emotional intelligence that also contribute that is how it will in effective 

leadership or not. 

(Refer Slide Time: 04:41)   

 

So leadership Behavior has to be manager with the personality traits of the followers. 

And whenever there are these personality traits are managed by the leader with the 

followers, right? As we have talked about in the contingency theory and situational 

theory and then you will find that their particular effect is there. So effective leaders; 

are these strong people skills HR skills are very strong.  

 

They are visionary they know what to do, and they are creating the goal. They are the 

team builder. They are personable and approachable then lead by example, impression 

in drive, are there for that particular, job and task, a good listener and develops the 

people and empower people, and positive attitude is there. Dear friends, and 

ineffective leaders; interactional style is not that much of more effective. 

 

They are not a team member, they are not fully developed over demanding 

micromanages team not held accountable, are inattentive or poor listener, too self-

centric, less emotional control and the inpatient are there. So, here I would like to 
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mention about it is a team not held accountable. So, ineffective team leaders 

whenever they are leading the team knows so they are not a team player. 

 

If they are team players, then they will help the team be accountable. And as soon as 

you say a word, it is, they held the team accountable.  So then the credit will also go 

to the team. 

(Refer Slide Time: 06:11) 

 

So if you are going for this effective team leadership, then in that case, it is leader is 

required to make the team members, the accountable and then you see the results and 

you will get the fantastic results. The behavior versus skills leadership behaviors 

differ somewhat from leadership skills. A leadership behavior concerns a specific 

action such as setting specific somewhat from leadership performance goals for the 

team members is there.  

 

Now, as I was mentioning that is the goal, goal creation. The goal creation is 

becoming very important and it is the; these settings specific performance goals. They 

are making this important aspect to lead the team because you are making the specific 

goal to achieve direction, is there to your team members to achieve is there. So a well-

defined body of knowledge related behavior and component performance is there. 

 

So, goal is very clear and then the body of knowledge is there be ok is there. So, 

naturally in that case, this is the competent performance has to be there by the team 

members are there. Now, whenever we are talking about the knowledge, then 
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definitely it is about the assignment of that goal. A particular task should be delegated 

to a particular person whenever you are going delegating a particular task. 

 

Then the achievement will be the responsibility of the particular team member and it 

is about the behavior will be there. 

(Refer Slide Time: 07:42) 

 

And this Behavior has to be measured in terms of criteria. Whenever; you are 

measuring your terms in the terms of the criteria your behavior. So, task is their 

performance is there and criteria, is there. So naturally in that case, the leader can 

facilitate and support to the team member for the achievement of that particular goal 

or task.  

 

So, Kurt Lewin has talked about the 3-dimensional theory and in which talks first 

talks about the autocratic state. They take decisions on their own effective and there is 

no need for involvement of the people in decision-making and their motivation would 

lower down if they are not involved. And therefore, in that case for the making this 

effective leadership in the Kurt Lewin that is this type of autocratic styles of the 

leaders, that will become more effective. 

 

In the case of the democratic style because the autocratic style is effective where is 

the autocratic style? When there is no need of the involvement of others. So take your 

own decision. Democratic is there where the involvement of the people is required. 

So, if the involvement of the people is required you involve people there then the 

democratic style will be there. 
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Laissez-Faire is the minimum level of involvement of the people in decision-making. 

And at times it may create the cause because these Laissez-Faire; model is basically 

about the change management, organization development. So therefore, when we talk 

about the change management and organization development, then this Laissez-Faire 

style will not work. 

(Refer Slide Time: 09:12) 

 

Either you have to be autocratic or democratic Autocratic is required, as for the 

situation democratic is required as per the opposite situation. So, our leadership 

studies, which will occur at behavior on a continuum for most leadership, are there. It 

is exploitive authoritative to exploitive authoritative, which means responsibility lies 

in the hands of the people.  

 

At the upper are echelons of the hierarchy. The superior has no trust and confidence in 

the subordinates. And therefore, in that case, those authorities are at the top. 

Benevolent authoritative is in a manual authoritative system responsibility also lies at 

the upper echelons of the organization, right? And therefore, in that case, it is very 

important.  

 

It is what level of these upper level you are having and through; the threat of 

punishment and fear employees are instead motivated through a reward system is 

there. So, superiors have more trust in their employees than do managers in an 

exploitive authoritative system is there. So, it is becoming very important. That is 

whenever we are having this particular threat of punishment, there is fear is there.  
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So, therefore, in that case, the leader is not going for this. He is not using this threat of 

punishment is there, right? Rather than he is benevolent. Benevolent authoritative is 

there, superiors have more trust in their subordinates and therefore, in that case, it is a 

kind style of the leadership, is there. 

(Refer Slide Time: 10:15) 

 

In early leadership studies, the consultative is concerned is spread widely through the 

organizational hierarchy. And the superior has substantial, but not complete 

confidence in the subordinates. So, some amount of discussion about job related 

things takes place between the superiors and subordinates is there and there is a fair 

amount of teamwork. 

 

So consultative is there so of course we are talked about the authoritative also 

important when no involvement is required. But when there is a task, when the 

responsibility is spread widely through the organizational hierarchy, the superior is 

supposed to have complete confidence in subordinates and consult them. In the case 

of the participative is there then the responsibility for achieving the organizational 

goals is widespread throughout the organizational hierarchy. 

 

So here; there is a high level of confidence that the superior lies in the subordinates 

and use he is having that confidence and trust in the subordinates. So there will be 

high level of teamwork, communication and participation is there.  So here in the case 

of the consultative actually, what he is doing he is taking the opinion and when you 

sticking the opinion, there is a fair amount of teamwork is there.  
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But when we is talking about the participative so the decision itself; the decision will 

be taken by the all the members. And therefore, in that case that communication, they 

will be the; of the high amount will be there as compared to the consultative is there 

where the communication is at the lower amount. 

(Refer Slide Time: 12:23) 

 

So, leadership Continuum, there is a Tennenbaum and Schmidt 1969 indicated that 

leadership behavior could exist on a Continuum reflecting different degrees of 

employee participation. So, one leader might be autocratic boss centered another is 

the democratic, other subordinate center and the third combination of the 2 styles is 

there, right. 

 

So, therefore, in that case, it is not necessary that either, you will be having the 

autocratic or you will be having the democratic, right. The other, you will be having 

the participate you, or will be no participative rather than it is will be having the 

combination of the 2 style is there. That is the autocratic and the democratic both are 

there.  

 

So use of authority by the manager and area of freedom for the subordinates; is there. 

And this is a subordinate center and this is becoming the boss centered leadership is 

there. So, ultimately manager, permits the subordinates to function within the limits 

defined by the superior, is there. So, he is been asked to do right but with the 

permission of the manager is there.  
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Manager, make decisions and announces it and in another case extreme case you will 

find it is not that is that he will be allowed to do. It is the manager will take the 

decisions only. 

(Refer Slide Time: 13:41)  

 

So, right from the use of authority, when we go for the use of the consultative, is there 

you will find. It is an equilibrium or these join combination of both is authoritative 

and the Continuum that both will be relying on that particular style of the leadership is 

concerned. Now every very interesting style of leadership, which we will talk about 

the boss centered leadership style is there. 

 

So is the leader takes charge to get the work done and the leader direct subordinates 

by communicating clear roles and goals. While the manager tells them what to do and 

how to do it as they work towards the goal achievement is there. And therefore, in that 

case it is totally become the boss centered leadership style is there. He just gives 

instructions; it is what is to be done and he talks about that how it is to be done. 

 

In the other style is that is the employees centered leadership style is there but to the 

extent to which the leader focuses on meeting the human needs of employees. Where 

is the building relationship right and therefore in that case it is becoming more and 

more the subordinate concern or the employee centered is there? The leader is 

sensitive to the subordinates and communications to develop trust, support, and 

respect. While looking out for their welfare is there right. 
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So dear friend, which is right? Which; is wrong? Neither the boss centered leadership 

style is right and wrong neither nor; the employee centered leadership style is the right 

and wrong. What is required is that as per the situation, either it has to be boss 

centered or it has to be the employee centered leadership style. 

(Refer Slide Time: 15:19) 

 

Ohio state university has developed the leader behavior description questionnaire 

(LBDQ) and they identified 2 independent dimensions of behavior. One is the 

consideration. Consideration is how friendly and supportive; leader is towards the 

subordinates and leaders hang consideration. How concern for this picking up for the 

subordinates’ interest and expressing appreciation for work. 

 

And therefore, the consideration is towards, the more towards the human centered 

leadership style is there and employee centered leadership style is there. And 

therefore, in that case he will be more highly concerned with this speaking up for the 

subordinates. So that is personal touch will be there, trust will be there, support will 

be there. 

 

And in mind the subordinates will be the personality of subordinate will be into 

consideration. The leadership style is people oriented some of the statements used to 

measure these factors are friendliness, right. Mutual trust, respect, supportiveness, 

Openness, concern for the welfare of employees and therefore; in that case this 

consideration will be there.  
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Whenever, we are talking about these leadership studies are there and these HR 

oriented people or insubordinate oriented this shape of the leadership, which they 

have observed with the help of the leader behavior questionnaire. 

(Refer Slide Time: 16:41) 

 

Then they have come out with the there are 2 styles one was the consideration another 

one is the initiating structure. So how much leader; emphasizes meeting work goals 

and accomplishing the task. Leaders high in initiating structure engage in task-related 

behaviors like assigning deadlines and monitoring performance levels are there. And 

therefore, in that case some of the statements to use to these measures are because the 

here the leadership is a task-oriented 

 

Letting group members know what is expected of them. That is, it is a clear cut that it 

is a boss center oriented is there. And therefore, because actually boss means what 

that is a task because the statement, which we see that maintaining the definite 

standard of performance scheduling the work to be done, asking that group members 

must follow the standard rules and regulation.  

 

So everything is from top to bottom it is instructed, it is directed, it is guided and 

these dimensions are independent continuums are there. So therefore, in that case you 

are not clubbing that it is your consideration with the initiating structures. To 

consideration with the initiating structures the combinations of whether it will work or 

not that we will see in the further contents.  
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But here important is this that is, the either there will be leaders for the consideration 

either they will be the leaders for the initiating structure is there, but as we are seen 

that is in the case of the boss centered in case of these and the employee centered is 

there did the Continuum is very important.  

(Refer Slide Time: 18:10) 

 

So here the consideration is high, consideration is low on the y axis. On the x axis it is 

low consideration and structure so therefore, in that case it will be the low 

consideration and low structure. High structure; and the low concentration, and here 

in fact, we will talk about the structure. So, this will be the structure. So, therefore, in 

that case it is the consideration is this side and the structure is this side. 

 

So, structure is low and high so whenever low consideration right and the low 

structure is here right and whenever high structure high consideration and low 

consideration is there. So therefore, it will be the highest structure and this will be the 

low concentration. So, this in these 4 contents we will find that is higher consideration 

and low structure and a high concentration in the high structure is there. 

 

So, whenever we are talking about these 4 situations now the question arises that is 

what sort of the leadership that will be to be adopted by these on the leader. So, as we 

have discussed in the previous slides. Therefore, it is required that it has to be high 

consideration and the high structure right. But I would also like to mention as we have 

seen in the previous slide that is the low consideration in low structure there is a 

laissez-faire is there, right? 
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And then in that case it is also possible that in the given situation you are having a low 

consideration and low structure is there. But in general, whenever we are talking 

about other relationships between this consideration and the structure is concerned 

then definitely you are required to go for these the combination as per the situation is 

there.  

 

Because the consideration means what considerations mean people-oriented and when 

we are talking about this structure, then we are talking about is done task-oriented is 

there. So, whether it has to be task-oriented or it has to be people-oriented. Now we 

will leader will be effectively working on the basis of that is what type of the 

combination he is going to consider. 

(Refer Slide Time: 20:34) 

 

So that was the about the Ohio studies the Michigan study was also working on this 

and the University of Michigan identified 4 categories of leadership behaviors, and it 

related to the effective group performance. And these; are four categories of 

leadership behavior; where goal emphasis and work facilitation are job-centered 

dimensions.  

 

Similar to the; that leader base questions initiating structure behavior by Ohio, that 

(LBDQ) we have discussed. So, therefore in that case it is the emphasis on the goal 

and the work, facilitation. So naturally, the dimension will be job-centered dimension 

is there. Whenever you talk about the leader support and interaction facilitation, so 

definitely that is the employees’ centered dimensions are there and right.  
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Unlike; as in the case of the (LBDQ) consideration dimensions, which we have 

discussed just before. This job-centered and employee centered; behaviors are at 

opposite ends of the single continuum is there, right. So, either this will be the high 

jobs centered or it will be the high, the employee centered will be there. Findings of 

both university study, suggests that no universal set of leader behavior is always 

associated with the leadership success. 

 

So when we are talking about the job center and employee Center please don't learn 

like this. It is job center will be the more successful. The employee centered will be 

the most successful. It is not like this, right? So, the, it will be depended on the task 

and situation and accordingly you were to adapt task whether the job of consideration 

oriented, or the job oriented as or the employee oriented is required.  

(Refer Slide Time: 22:18) 

 

Robert Blake and Jane Mouton developed a 2-dimensional leadership theory and 

called the leadership grid. It builds on the work of the Ohio State and Michigan 

studies. When, I was in Shriram group, then one week training program. I have 

attended on this leadership grid at Pune in 1992. So, there it is the grid profile that is 

leader behavior on the 2 dimensions. 

 

There is a concern for people and concern for production and the word concerned 

reflects how a leader is underlying assumptions about the people at work and the 

importance of the bottom line of it, the leadership style. So therefore, in that case, 

whenever he is having the concern for the people, so therefore he will adopt 
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accordingly the leadership style. In that sense, then the leadership grid deals with the 

more than just behavior right. 

 

So therefore, in that case it is not just to be because of the behavior is concerned 

rather than it is also making the assumptions about the importance of the work which 

has been talked from whenever we are talking about the task-oriented leadership, in 

the case of the fiddlers’ model also that we have talked about.  

(Refer Slide Time: 23:34)  

 

So here, the manager grid also it talks about that it is not only their leadership style, 

but it is a question of the; whatever situation is there. Researches rated leaders on a 

scale of 1 to 9 according to the following 2 criteria’s concern for people and concern 

for production concern for people the degree is considered the need of the team 

members, so they were the items which were identified.  

 

They were the team members their interest and areas of personal development and 

when deciding how best to accomplish a particular task, is there. Consumer 

production was about the efficiency and the high productivity.  When deciding how 

best to accomplish a task the score for this criterion were plotted on a grid with an 

axis for each criterion.  

 

The most effective leaders are said to have high concern for both people and for 

production that is in general dear friends. Like when we will see the grid here then I 

will also like to mention about that it is each scale of the grid. That is each scale of the 

weight will require a typical style of the leadership is there.  
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And therefore, in that case, whenever we are talking about this managerial grid for the 

people and the production is concern that at what stage that is your concern is there. If 

your concern is low moderate or high? Similarly, for production what is your target 

achievement? 

(Refer Side Time: 25:00) 

 

Now, come for production definitely, it will be always, it is not concerned with the 

quality will be always high. So here is I was talking about like 1- 1, 9-1, 9-9 and 1-9 is 

there. So whenever 1-1 we are talking about which is called the impoverishment 

management and, if you remember a few slides about the Lassiez Faire style of 

leadership.  

 

So that Lassiez Faire style of leadership theories about the low concern for these 

people production and low concern for the people is there. So, therefore, in that case, 

Lassiez Faire is 1-1 right please; do not discard any leadership styles. However, 

always what has required in the general statement again in a general statement it is 9-

9 high concern; for people, high concern for production.  

 

Then I say in general means it is if somebody asked what should be the leadership 

style. So, it will be told high concern for people and high concern for production. But 

when you are into the crisis management and when you want the productivity then 

you cannot be any concern for the people that high right.  And you know I will like to 

give you one example, so when you do give the production tomorrow, export order is 

there and the booking is done and otherwise, it will be a huge loss.  
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So then in that case, what is required the production has to be ready by tomorrow and 

suppose some employees say that is they want go on leave. 

(Refer Slide Time: 26:31) 

 

So, therefore, what you will do you will not that is the; you will concern only by these 

high concern for people and high concern for production. What will be there? You 

will go for the task-oriented now; this is more described here. The manager shows the 

less concern for both production and people it implies the managers less interest in the 

position.  

 

In this situation, minimum effort is needed for getting the work done and sustaining 

organizational membership. The leader acts as an observer now you see, this is a 

positive point about this particular situation in a situation where you are the observer 

only. So, you do not put your nose into the particular task just have the observation 

and avoiding controversy and confrontation right.  

 

Otherwise, what happens you are going as an observer and then you are obstructing in 

the operations. Country Club 1-9 management style is there. The leader is highly 

concerned with the people. He tries to establish close personal relationship, adequate 

attention to the needs of people leads to a comfortable organizational environment and 

the work culture. 

 

The leader has maximum concern for people, and minimum concern for production is 

there.  So, this is also, this is also a situation and therefore in that case, what leader 
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has to do that he has to get the minimum concern for the people. And therefore, in that 

case he will have the minimum concern for the production is there. If it is required 

suppose there is a crisis situation. Now, when; we are talking about this covid-19. 

(Refer Slide Time: 28:00) 

 

So, in that case definitely high concern for people and less concern for the production 

will be there. So that will be the 9-1 will be there. Now the 5-5 management grid the 

leader gives emphasis on both production and relationship with the people. The 

proper organization performance is possible through balancing the necessity of getting 

work done through maintaining the morale of the people at a satisfactory level.  

 

And the leader balances task with concern for the people, through the compromise is 

there. And therefore, it is becoming with a more moderate way moderately is there 

balancing the necessity of getting work done from attending the morale of the people. 

The fourth one is Authority- compliance it is a 9-1 is there is a management style is 

there.  

 

The leader is mainly concerned, with the production and has little concern for people. 

Here is emphasized and getting the task due to the increased production. The task is 

well planned and already is well defined. This is a task-oriented or autocratic style of 

leadership. The leader leads the people with instructions and discipline is there and 

dear friends do not take it as a negative right.  

 

When it will be negative when the situation is of 3 or 2 or 1 that is the 5 -1 by 5-5 and 

9-9 and 9-1 then you are going for the mismatch of the leadership style then in spite 
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of the 4 you are using 3 in spite of 3 you are using 1-2-4 in spite of 2 leadership girds 

are there. 

(Refer Slide Time: 29:31) 

 

So, the net is about the 1-1, 1-9, 9-1 and 5-5 but as I mentioned it is the best style is 

the 9-9 is there. In general, given the situation in the leader has maximum concern for 

about production and people, this is a team leadership style in which the leader; 

consult with his team and the harmonious organizational goals. Work performed by 

the committed people and the inter-dependence of the common organizational goal 

leads to the relationships of the trust and respect.   

 

And this style is considered to be the best leadership style is there, right in the general 

situation. Why I am repeating this; because if it is a task master is required there is a 

high production is required qualities is required; then please go for 9-1. Do not go for 

9-9 what is wrong in 9-9 then. The wrong is this; that you are having the concern for 

people also, when the task is required, and then in that case, in long run organization 

will not be survive.  

 

You, have to close the organization because the organization will be having the 

problem in this but whenever we are talking about this particular style in general that 

is it will work. And therefore, in that case this will be the best leadership style is there, 

right. So, if you are into the service industry are into the manufacturing industry in 

any nature of Industry, please follow the appropriate leadership style, understand the 

situation and then adopt 1-1, 1-9, 9-1 and 5-5 is there. 
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(Refer Slide Time: 31:12) 

 

As usual, this is about the research papers it depends on followers as I was mentioning 

and the relationship between the Ohio state leader behaviors employee self regulatory 

focus and the task performance is there.  

(Refer Slide Time: 31:27)  

 

So this is a paper, you can refer and you can find out what the designer methodology 

has been used by the here by this in the particular author. And the results showed that; 

leader consideration exerts significant effects on the employee task 

performance. Also, the authors found moderating role of the employer regulatory 

promotion focus on the relationship between the leader consideration and initiating 

structure. 
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And employee trust performance which was mediated by the creative behavior and 

the citizenship behavior is there and what is the citizenship behavior belongingness to 

the organization. 

(Refer Slide Time: 32:00) 

 

And the practical implication is there should pay attention to followers in terms of 

what they really want and what kinds of behavior can be beneficial for them. Both 

leaders and followers may be prone to the wasteful expenditure of time and resources, 

given that regulatory focus is a dispositional nature to a large extent. It is more 

reasonable to expect leaders to change their behavior than to expect followers to 

change their regulatory focus, beautiful; even these advice and beautiful concept. 

 

That it is more reasonable to expect leaders to change their behavior than to expect 

followers to change their regulatory focus is there. This is the controversy 

advancement of the Ohio state leadership approach. The self-expansion theory 

regulatory field Theory investigates the distinct mechanisms and boundary conditions 

for its leadership process is there.  

(Refer Slide Time: 32:56)  
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And this is the beautiful case study of the Ratan Tata right and therefore; here you 

will find that is the how this leadership style. 

(Refer Slide Time: 33:10) 

 

Because always whenever we talk about the successful leaders in India, and we take 

Mr. Ratan Tata’s name with very pride which is not only an ethical and the value-

based organization. But it is the organization which works for the nation mechanism 

with taking people together and tasks together right. So, then there are this list is there 

including Jaguar, Land Rover and they; all right. 

 

But this list is non-ending list because when we will start talking about the Tata 

group. The all 30 hours will be on only about Tata group only. 

(Refer Slide Time: 33:56) 
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And therefore, in that case, always please understand it is the have to be very society 

concern organization and the naturally in this context of topics and the people 

oriented also and production oriented also. What behavior did Ratan Tata exhibit that 

made him an effective or ineffective leader? What emerging entrepreneur leaders can 

learn from the behavior of Ratan Tata is there? So, this case study which is a very 

popular case study and about the definitely very popular Ratan Tata. 

(Refer Slide Time: 34:34) 

 

And these are the book recommendations leadership behavior discovering natural 

talents and the managing differences are there. 

(Refer Slide Time: 34:41) 
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And then this is about the in this book that is the how these tenses have managing 

these; struggles is there which are you can refer for the further studies.  

(Refer Slide Time: 34:50) 

 

These are the references from these notes have been taken and you can also go in 

detail with the help of this references is all about. That is the how the people and task-

oriented leadership or the consideration right and initiating structure is there. Thank 

you.  
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Module No # 05 
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Leadership Pipeline 

 

With this particular session about this leadership pipeline, we will be discussing with you, the 

competency model, leadership pipeline, leadership pipeline model, potential and performance 

metrics, 5 leadership pipeline mistakes, and rules for developing the leadership pipeline.  

(Refer Slide Time: 00:42)  

 

And as usual, we will be discussing the leadership papers, case studies and book 

recommendations on this particular topic.   

(Refer Slide Time: 00:49)  
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So, whenever we are talking about the competency model that is the Hogan and Warrenfeltz 

domain model. And this competency model describes the behavior and skills. Now what is the 

most important is that whenever we are talking about the attitude, behavior, and cognitive 

dissonance which we have talked about earlier that are the mental attitude, a state of mind. And 

therefore, in that case, this competency model is mostly focused on the behavior, that is how 

should be the behavior and what are skills are needed for organizational success.  

 

And all organizational competence models fall into one of 4 major categories. As we have talked 

about interpersonal skills and second is the intra-personal skill is there. So, at workplace, it is 

very important to put oneself in the position of another person and see that is if this behavior is 

done by others with me what will be my reaction or feelings? And others’ fulfillment accurately 

perceives the expectations of others right and incorporates the information of other persons 

expectations are there.  

 

Similarly, intra-personal is there so within it is the individuals within that are what core 

competency do I have? What is my liking for self that is called the self-esteem? So, if your self 

esteem is very high then in that case definitely, we will be able to develop the competency and 

behavior and skills at the workplace because we like ourselves.  

(Refer Slide Time: 02:35)  
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Technical skills are there, and business skills and work skills are there. So, this technical skill 

differs from the intrapersonal and interpersonal skills in that they are the last to develop to the 

easier to teach. Because they are the most of that is especially with the running of the machine 

physical teaching is there. The most cognitive and the least dependent upon dealing with the 

other people is there so here it is about yourself only.  

 

This is very important in the organization we have to interact with others. While in the technical 

skills it is our own is there. And the fourth one which is most important is that the leadership 

skills are there. So if we are the skills and ability to recruit talented people and second is one 

must be able to retain talent that has been recruited must be able to motivate a team and fourth 

effective leaders are able to develop and promote a vision for the team. And finally, leadership 

skills involve being persistent and hard to discourage.  

 

So therefore, in that case all these skills which we are talking about the 5 components is there 

identifying the talent that is a very big challenge is there. Like how to identify the CEO in the 

class. So, once you are able to find identify the CEO in the class you will be then you are 

supposed to get work done from them that is the retention. Retention will be another issue that is 

the leadership skills required that is the good people should be remaining with you only.  

(Refer Slide Time: 04:07)  
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Now on the basis of these skills when you talk about the intrapersonal skills, the interpersonal 

skills, the technical skill is there and the leadership skills are there. Then we talk about the pipe 

line with the help of these skills right. So, a systematic visible system of identifying the 

employees for succession pipeline means what that is who is at the leadership position number 1. 

then you will be able to replace the position number 2 and that is called succession.  

 

So combined with the process for their development is there so always whenever we are 

developing the employees, we are not developing the employees only for the current position. 

We are developing the employees for the next level also. And that is called succession planning 

is there and there this leadership pipeline has to be used. So, organizations are having prepared 

leaders and not just a list of prospective candidates across all organizations is there. 

 

And this is succession planning basically developing the people for the next level. It is not only 

at the top level only the middle level or only the junior level.  

(Refer Slide Time: 05:19)  
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This particular planning is done on all the levels right from the junior, middle and the top level is 

there. So, building the leaders at every level a leadership pipeline shows the leader should spend 

time what behaviors they need to exhibit and what challenges are likely at different 

organizational levels. So, there are 3 levels basically the lower level the middle level and the top 

level is there. So, at every level that will require the time spending the time right so therefore in 

that case whenever we are talking.  

 

But here I want to say also mention that is models of suggest that is the leadership that is the time 

on leadership is spent more on the junior level as compared to the top level is there. And 

definitely at every level there will be the different challenges are there. It outlines leader 

development through organizational levels from the first line supervisor to functional manager to 

CEO. So therefore, right from the first line supervisor as I was mentioning about the junior level 

at the immediate supervisor level to the workers to the workers supervisors to the workers or the 

chief supervisors we can say.  

 

So, these chief supervisors from that level the leadership style to the top level management of the 

CEO’s is concerned.  The pipeline offers a roadmap for individual who want to chart their carrier 

progression right and therefore in that case it will be always be having this roadmap for the 

individual is there.  

(Refer Slide Time: 06:50)  
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And how it will be the roadmap that is the first and foremost is manage the self and self-

management is the best management. And for that purpose, the leader is required to be highly 

motivated, and when he is able to manage the self properly with all these with his own habits 

attitude knowledge level. If he is managing then definitely, he will reach out to manage the 

others out there. If his knowledge level is not at a higher level how he will manage the others?  

 

When you are managing the others manager managers is there that is how we can manage the 

managers because it will require fundamentally more absorptions. And the functional managers 

are there and these functional managers will be converted into the business manager. Then it will 

be with the group managers and then there will be the enterprise manager. So, building the 

leaders from every level right from the managing the self as a leader to the enterprise level 

manager other leaders are required is there.  

 

All this will be possible only when you are developing right from the beginning of the joining of 

the organization of the employee. If then the employee joining from this in beginning of the 

organization then definitely, he will be able to learn and understand the culture of the 

organization. When he learns and understands the culture of the organization, he will be able to 

managing the self to managing others is there. 

(Refer Slide Time: 08:29)  
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So, first-time managers need to learn how to reallocate their time so, that they not only complete 

their assigned work but also help others perform effectively. So, time management in managing 

self is becoming the most important thing is there. And whenever when a person is able to 

manage himself with the time, they must shift from the doing work to getting work done through 

others right, and then he will be able to get the work done through others is there.  

 

And this is especially difficult for first-time managers those who are newly entered into the 

managerial level for them this is becoming a typical issue. Part of the problem is that they still 

prefer to spend time on their old work right even as they take charge of a group. Yet spending 

less time on the individual work and more time on managing will increase at each passage.  

 

So irrespective of the level whether it is a junior level, middle level, or the top level is there that 

is the individual has to manage and then it will be increasing with the passage of time it will be 

increasing. If people do not start making changes in how they allocate their time from the 

beginning they are bound to become liabilities as they move up.  

(Refer Slide Time: 09:51)  
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So, therefore, in that case if in the beginning, they are not making the changes they are not 

developing their self. Then definitely they will; bound to develop others and themselves in the 

later stages there. In passage 2 whenever we are talking about managing others to the managing 

managers, they need to be able to identify value-based resistance to managerial work a common 

reaction amongst the first-line managers there.  

 

And therefore, in that case, this value-based resistance to the managerial work will be done and a 

common reaction will be there amongst the first-line managers are there. And these first-line 

managers are leading from the front right so therefore a common reaction is expected at this level 

are there. They need to recognize that the software designer who would rather design software 

than manage others cannot be allowed to move up to a leadership role no matter how brilliant he 

or she might be at designing software. 

 

And the individual will block the leadership pipeline if he or she does not derive satisfaction 

from managing and leading people. This is a very important point for those who think that is I 

am very good at my work so I will be the leader it is not so because the leadership style requires 

managing others also. So, you might be excellent in your job but it will not give you leadership 

positions because the leader requires to work with others, the leader requires to develop others, 

leader require to have team effectiveness leader require to take the people along with him. 

(Refer Slide Time: 11:21)  
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Only then he will be in the leadership position. But if he is not moving through the leadership 

position, he will block that particular passage. So, what you have to learn is that is in addition to 

your technical skills you might be very expert in your technical skills. But whenever in the 

organization, whenever the leadership positions are considered, it is also been seen whether 

people is able to get work done with the others or not.  

 

Succeeding in the third leadership passage also requires the increased managerial maturity and in 

one says maturity means thinking and acting like a functional leader rather than a functional 

member. And therefore, it is the very important you have you are the part of the organization. 

But it also means that managers need to adopt a broad long term perspective long term strategies. 

Especially applied to their own function is what usually gives up the most managers stable at this 

stage and therefore designing the strategy.  

 

Long term goals long-term planning it is not that easy which creates the problem. Effective 

leadership enters creating a functional strategy that enables them to do something better than the 

competition. So, it is not only about the completion of the performance but rather than better than 

that and whether it is coming up with a method to design more innovative or the reach new 

customer groups these managers must push the functional envelope.  

(Refer Slide Time: 12:51)  
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This passage represents a sharp turn, manager to the business managers now here the passage is 

having the different approach. A major shift in skills time application and work values must take 

place. And this is not simply a matter of thinking more strategically rather than consider the 

feasibility of an activity a business manager must examine it from a short- and long-term profit 

perspective.  

 

So therefore, in that case, these people who have only been in one function their entire careers 

the position of business manager represents unexplored territory. Because whenever you are 

talking about the functional manager to a business manager so the example is the production 

manager is there. Production manager may be excellent when he will become head of the all the 

business whether he will be able to handle the business or not is a different trick.  

 

So not only do they have to learn and manage different functions but they; also need to become 

skilled at working with a wider variety of people than they ever before. They need to become 

more sensitive to functional diversity issues and able to communicate clearly and effectively. So, 

therefore, in that case, if the manager is able to communicate with the others very clearly and 

effectively then definitely in that case he will be more successful.  

(Refer Slide Time: 14:17)  
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Business managers to the group manager so a business manager values the success of his own 

business a group manager values the success of other people’s business wonderful definition. So 

all business managers; may not be necessarily the group that manages right. Because they may 

have this ability to perform; their business in the best way but they may not have the ability to 

perform as a leading group manager.  

 

A critical because some; people derive satisfaction only when they are the ones receiving the 

lions; share of the credit. As we might imagine that is a group manager who does not value the 

success of others will fail to inspire and support the business managers who report to him. And 

therefore, in that case he might be getting the results in production and productivity but he will 

be failing to lead the business managers.  

 

So group managers must master 4 skills to evaluate the strategy in order to allocate and deploy 

capital develop business managers, develop and implement a portfolio strategy, and assess 

whether they have the right or core capabilities to win or not. And therefore, this particular 

SHRM strategy of the human resource management right from the evaluating strategy is there. 

And till the core capabilities to win then all these business managers to the group managers they 

are required to design this such leadership pipeline so that they are becoming the more and more 

successful. 

(Refer Slide Time: 15:52)  
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The group managers to the enterprise managers finally the transition during these 6 passages 

such more focused on values than the skills. And therefore, now you see as we are going up in 

the passages you will find that is the HR skills are becoming more important. Working with 

these group people is more important than only having the expertise in your technical skills. 

 

To an even greater extent than all the previous level people must reinvent themselves in 

enterprise managers they must set direction and develop operating mechanisms to know and 

drive quarter by quarter performance that is in tune with the longer-term strategy. So, enterprise 

leaders need to come; to terms with the fact that their performance as a CEO will be based on the 

3 or 4 high impact decisions each year.  

 

And therefore, in that case whatever is your performance as a CEO is there. So, the debt will be 

the reflecting in the terms that is the high impact decisions which you are taking in the period of 

time maybe from the 3 years, 4 years or 5 years. So, this will be the high impact decisions are 

becoming very important. There is a subtle but fundamental shift in responsibility from the 

strategy to the visionary making is there.  

 

And therefore, in that case that is making the leaders right from the managing self to the 

enterprise manager a complete pipeline will be developed. A visionary pipeline will be 

developed.  

(Refer Slide Time: 17:35)  
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By establishing appropriate requirements for the 6 leadership levels companies can greatly 

facilitate succession planning and leadership development and selection process in their 

organizations. Individual managers can clearly see the gap between their current performance 

and the desired performance. They can also see a gap in their training and experience and where 

they may have skipped a passage or parts of a passage and how that is hurting their performance. 

 

So, leadership passages provide companies with a way to improve selection. Rather than basing 

their decision on the past performance alone personal connection are the preferences managers 

can be held to a higher and more effective standard. So always whenever we are talking about 

decision underpass performance are there then these preferences of the manager right that is very 

important.  

 

So, if your preference is for the quality if your preference is for the high standard then definitely 

in that case your direction of the leadership will be towards that goal which will be organizing 

and creating a vision of the high quality or the high standard is there. 

(Refer Slide Time: 18:46)  
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A defined pipeline provided the organization with a diagnostic and that helps them to identify 

mismatches between individual’s capabilities and their leadership level is there. So, it is 

becoming very important that is whatever the individuals’ capabilities are there then their 

leadership level that will decide about on this particular development of the pipeline. Therefore, 

remedying the situation or if necessary, removing the mismatched person which is more likely is 

there. 

 

It helps organizations move people through leadership passages at the right speed. People who 

ticket punch their way through jobs do not absorb the necessary work values and skills. The 

pipeline provides a system for identifying when someone is ready to move to the next leadership 

level. It reduces the time needed to prepare an individual for the top leadership position in a large 

corporation.  

 

And it is always important that is the leadership effectively and timely it is to be done. So 

therefore, the pipeline leadership development is there and especially in the large organization 

that has to be initiated at the right time. Because the pipeline clearly defines what is needed to 

move from one level to the next there is little or no wasted time on jobs that merely duplicate the 

skills.  

(Refer Slide Time: 20:17)  
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So the whole focus is on developing this pipeline is that that is you are developing that pipeline 

on a leadership timely. So whenever what is the right time is when the person enters into the 

organization. As soon as the person enters into the organization there should be this pipeline of 

leadership development that should start. Now here we will see that is how this particular 

pipeline potential performance matrix it works.  

 

Right from these from the first level to the ninth that is developing the full mastery. So sustain 

the performance and the x-axis and therefore exceptional performance full performance and not 

yet full performance. And when we are talking about the potential so therefore in that case that is 

the mastery potential then there will be the growth potential and there will be the turn potential 

will be there.  

 

So, whenever we are talking about the exceptional performance and able to work at the next 

level in 3 or 5 years or sooner so that will be the exceptional turn will be there. So, there in that 

case is the move to the next passenger high leadership layer move now. So therefore, the 

decision will be the move now is there. So, and in the point number 9 when we are talking about 

not yet full performance is there right. And then mastery potential able to do the same kind of 

works only better so therefore in that case that will be the under performer.  

 

So, we have to see that is the high performer underperformer the performer is this is a potential 

high performer with a potential and performance with the potential and then the not yet full 
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growth of potential performer performance parts of the job is there. So, therefore, a potential 

performer is there right and a potential talent not yet full talent is there the effort is there and the 

talent is there.  

 

Now what is very important is that we have to develop that exceptional talent. And identifying 

the right person and developing that particular person with the next level you know and 

immediately you will move now for the next level. That is where the leaders have to keep their 

eye and they have to watch on it. However, this potential can be focused and this leadership will 

focus on these potential employees and to reach to the exceptional performer.  

 

Ultimately what is the goal is to develop the exceptional performer. And whenever we are having 

the exceptional performer development so we have to identify the potential we have to develop 

the employees those who are talented and when we are mixing this talent and timely that you, 

please do not forget.  

(Refer Slide Time: 23:41)  

 

So, where leadership fails to do this so not building from the bottom up so when we build, I 

pipeline we had this spots labeled and through but when we started filling out the pipeline we put 

people in place too fast. And we knew we needed more leaders but we promoted people too fast 

is there. So therefore, in that case even we know there is more needed but what we do we 

promote the people too fast and that type of a mistake is to be avoided.  
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So too many skills and expectations are there listing the different skills and expectations to be 

successful at each level we made the mistake of having too many ways were too many. So 

therefore, we require the knowledge of certain skills and therefore we also having certain 

expectations. But our expectations are beyond the limit right and we are expecting the skills 

which are not possible that much for getting the talent for our organization.  

 

So therefore, we have to also understand our organization and the skills and the talent required. 

But if we are not able to identify the skills and talent that will be the mistake not resourcing the 

coaches enough. 

(Refer Slide Time: 24:46)  

 

So, the second leadership transition in the pipeline is the most difficult in this transitional leader 

goes from leading others to leading leaders. And there is a shift in values from doing ministry to 

getting ministry done through the others is there. So, leaders also have to shift where they see 

their greatest impact on the ministry before the impact was found in their individual task but how 

when their greatest impact is found in the relationship of those they lead.  

 

So therefore, it that case it is always between the task and relationship is important. So, 

whenever you are having the task and the relationship you have to develop a balance between 

that. Here those who are the onboard training new leaders but we did almost no training once 

they were on the team ongoing is there right. So in that case at the time of the on boarding we 

focus on their development of the leaders.  
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But when we are focused on that they were on the team how they are performing with the team 

members then we are not having any control over them and as a result even they are boarded 

means take off. So, they have taken off with the right speed but they are not able to reach to the 

high positions it is because of this particular mistake.  

(Refer Slide Time: 26:16)  

 

So not building the future development into the pipeline at first, we were focused on quality 

control building invest to ensure that each ministry would be run well in our absence. So many 

instruments’ staff and the people those who are working under their particular leader. After a few 

years we had built a system that had a high bar of execution but we were not reproducing the 

leaders. So therefore, bars have been raised the requirements have been raised but we are not 

able to produce.  

 

We were doing things well but our leaders were burning out so we had to tweak our pipeline. 

And therefore, whatever leaders you were developing and that leaders were performing at the 

certain extent. But at the period of time changes the definitely the new scale new knowledge that 

has to be developed and there our leaders were burning out. If the leaders are burning out then 

definitely there will not be a succession planning there will be no successor.  

 

There is no other person who can carry out this particular situation so we had to tweak our 

pipeline and on basis of this pipeline we will be able to develop.  
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Rules for developing the leadership pipeline the HBR study the 5 rules for setting up a 

succession management system that will be a steady reliable pipeline of leadership talent. Rule 1 

focuses on development the fundamental rule and the1 on which the other 4 rest. Succession 

management must be a flexible system oriented toward the development activities. And not a 

rigid list of the high potential employees and the slots they might fill.  

 

So, by meaning the succession planning and the leadership development this is very important. 

That is our objective is the leadership development that we have to carry the succession planning 

for this particular objective and you get the best of both. So, therefore as we are taking care of 

their organizational levels so we are getting the best of both attentions to the skills required for 

senior management position along with an educational system that can help managers develop 

these skills are there.  

 

So here the managers are working since long they are system-oriented development activities. 

And when we are putting them into an educational system then definitely in that case manager 

with the education level, they will develop themselves. If the education system is for the 

leadership development or maybe the management courses or maybe the team building 

effectiveness then we will find that we are able to develop the leaders.   

(Refer Slide Time: 29:04)  
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Identify the Linchpin positions succession management means developing the leader’s pipeline 

whatever we say the pipeline then that is about the developing the leaders. At the succession 

management should focus intensively on the linchpin positions jobs that are essential to the long-

term health of the organization. They are typically difficult to fill because in the organization 

they are working since long and they want to create that environment.  

 

So, therefore, it is very important that there is always organizations are focusing on the long-term 

objectives of this type of leader. They are typically difficult to fill these positions are difficult to 

fill and rarely individual contributor positions are there. And they usually reside in establish the 

area of business those critical for the future. Rule 3 is making it transparent right from the 

beginning in the leadership we are talking about democracy we are talking about participation 

and we are talking about transparency. 

 

So here also it is making the rule 3 a transparent succession management system is not just about 

being honest. Employees are often the best source of information about themselves so self-

awareness and their skills and experiences. And if they know what they need to do to reach a 

particular rung on the ladder they can take steps to do just that so, therefore, they are well aware 

of their competency. 

(Refer Slide Time: 30:33)  
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Rule 4 is measure the progress regularly when you meld leadership development and leadership 

planning then thus move away from the replacement mindset of the past measuring success 

becomes a long-term matter. So, therefore, in that case once we are matching with this 

succession planning and that development leaders are there then our minds should be a little bit 

away. Because we have to just observe managing success becomes a long-term matter and no 

longer is it sufficient to know who could replace the CEO.  

 

And instead, you must know whether the right people are moving at the right pace into the right 

jobs at the right time, and if it is then definitely, we will be more successful. Keep it flexible old 

fashion succession planning is fairly rigid people do not move on and off the list fluidly. So, 

therefore, if somebody in the production he will not go into the administration as such very 

easily.  

 

By contrast the best organizations we studied to follow the Japanese notion of Kaizen or 

continuous improvement in both processes and content. They refine and adjust their systems on 

the basis of feedback from line executives and the participants monitor developments in 

technology. And learn from other leading organizations and this is the basically that is peer 

learning is very important and these line managers have to follow this particular aspect. 

(Refer Slide Time: 32:07)  
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So, this is the leadership competencies across organizational levels a test of the pipeline model 

this is a research paper which normally we talk you can refer to this particular paper. And the 

relative importance of competencies increases as the organizational hierarchy distances between 

the 2 positions increase is there.  

(Refer Slide Time: 32:24)  

570



 

 

So practical implications are succession system this is how they have made the use of this 

particular research and they will talk about the knowing how people develop certainly will help 

organizations in designing their succession system. 

(Refer Slide Time: 32:41)  

 

This is the case study about the Indra Nooyi that is the CEO of the Pepsi. 

(Refer Slide Time: 32:50)  
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Pepsi companies have become that leader on the leading organization under the dynamic 

leadership of Indra Nooyi. 

(Refer Slide Time: 32:57)  
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So, this case study you can refer and you can find that how Indra Nooyi has developed and the 

organization is there and the leadership in the organization is there.  

(Refer Slide Time: 33:06)  

 

(Refer Slide Time: 33:15)  
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This is the book the leadership pipeline how to build the leadership powered company and this is 

the specific book which can be referred. These are the references and this is all about what is 

about the leadership pipeline is thank you.   
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology Roorkee 

 

Module No # 5 

Lecture No # 25 

Assessing Leadership Behaviours: Multi-rater Feedback Instruments 

 

In the leadership pipeline, we have discussed about it is the holidays are to be developed. And 

when we are talking about this leadership with the assessing the leadership behaviour you 

know. So multi-rater feedback Instruments are there where we can find out whether we are 

doing that leadership assessment or civil or not. How to evaluate the effectiveness are a 

needed leadership behaviour model, 360-degree feedback, 720-degree feedback, research 

paper, case studies, book recommendation, and references, as usual, is there.   

(Refer Slide Time: 00:55) 

 

So, when you know yourself, it is the beginning of all wisdom. So, self-awareness and what 

is about self-awareness? The self-awareness is about your strengths, weaknesses, and 

opportunities, and then knows your personality. It is, what about the personality, then 

personality job if it is there, it is how you are matching with your personality, with the job is 

there. What types of orientation do you have? 

 

Like you see that is we just we are talked in the previous session about; how this technical 

skill expertise, not necessarily will make you the leader. Because leader; is requiring all 4 

skills interpersonal, intrapersonal, technical’s and the leadership; skills. So, therefore in that 
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case, in all these 4 skills, interpersonal, intrapersonal, technical, and leadership skills it is we 

have to know our self, and where we are? And whenever we talk about where we are? Then 

definitely that assessment will help us to make the further step-oriented action-oriented 

employee. 

(Refer Slide Time: 02:11) 

 

So, leadership assessment is a process for identifying and describing an individual's unique 

characteristics. So, everybody is having particular unique characteristics is there. As they 

pertain to leading, managing, and directing others and how do such characteristics fit into a 

given position’s requirement? So that personality traits in a given position, how it is 

matching? The leadership assessment process describes a candidate’s way of leading others 

with reference to a specific position and the present or the future is there. 

 

So, this leadership assessment process, which is having these leading with reference to a 

specific position, present or the future is there. And this information helps the employer in 

selection, placement, and development decisions are there. And therefore, in that case of this 

information, always helping the employer so what type of this selection is to made? So, 

selection of the leader that is also becoming; very important for a specific position who is the 

person who is most suitable?  

 

And then only not only the identifying the person a selection there is a how you are putting 

that person in a particular job. And then the period of time, the development of that person is 

also equally important.  

(Refer Slide Time: 03:35) 
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So, whenever he having the uses of the leadership assessment can be useful for a number of 

applications. Selection, placement, and promotion decisions are there. So objectively assess 

the candidate’s leadership capabilities compared to the position’s requirements. Development 

is there Enhance development by increasing the ability to fully utilize the employee 

capacities. So that particular whatever the observations we are having in this selection, 

placement and promotion. 

 

And then, in that case we should also know that is after identifying this person, how we can 

develop is ability so that we can make in him use to the organization. Then the succession 

planning this identify leaders they will be within the organization and then they replaced at 

the new position. Organizational effectiveness assessment provides now the objective means 

of researching and identifying the precise capabilities that drive organizational success is 

there. 

 

So, therefore, for the organizational success, this becomes very important for the OE, that is 

whoever the leaders are there and when you are objectively, assessing them. So that will be 

helping the drive the organizational success will be there. And this way we will be getting 

this the organizational effectiveness is there. 

(Refer Slide Time: 04:59) 
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Now when how to evaluate your effectiveness as a leader, a relative scheme is about 

understanding your strengths and weaknesses. As I was mentioning that is knowing; your 

strengths and knowing your weaknesses. And the below are some cases here we are time 

identifying it is how to identify and is a strength of our strengths, right? Because it has to be 

incorporated when evaluating and strengthened when Witnesses are concerned.  

 

So first step is how to Identify your strengths will be a crucial part of your evaluation is it 

will allow you to understand where you truly excel. And we know what job we can do and 

what job we do not like, or we are not capable of. And how you can best put those strengths 

to use, and then if this is a strength, I can make it to the best use. For those who find self-

reflection difficulties, another way to evaluate your strength, is to gather input from your 

other co-workers, right?  

 

And therefore, in that case, always this will be better that is whether you are getting that 

particular strain to get the input from the other co-workers or not. And yes, we can get the 

input from the co-workers, higher management, and the customers through surveys or face-

to-face meetings are there. And so, they that is also about the ability strength are there. So 

naturally the either you are our co-worker colleagues will keep on talking about our strengths. 

 

Are the hire management will appreciate us on certain points and those points will be about 

our strengths is there? So, once you are identifying your strengths, so you are aware. So self-

awareness is very important by you to identify strengths.  

(Refer Slide Time: 06:41) 
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Identifying your weaknesses, to become a more effective leader, you should also need to 

acknowledge where you are current leadership skills might fall short right? And therefore, in 

that case, maybe for a particular job we may not have that particular skill then definitely what 

is the required development program is required. Some common weaknesses for aspiring 

leaders may include communication. 

 

Now many people, they feel that they are having the best communication, but the best 

communication does not mean that is you talk too much, right? Rather than you, 

communication is to be linked with the empathic concern for others. That is, whether you are 

concerned with the problems such as challenges clients or customers may have. So those that 

sensitivity is there, to understand this empathy will be there.  

 

Adoptability, are you adapting your skills to match the demands of the modern business 

world? And therefore, when we are talking about artificial intelligence is there, use of 

technology is there, techno managers are to be developed? And then are we having that 

capability to develop ourselves as techno managers. If you are, the techno managers only in 

that case, we will be able to lead.  

 

So, therefore, the adaptability to the change in the technology because the technology; is 

frequently changing. So, if we are having those abilities, then definitely, in that case, you can 

develop those are the witnesses are there. We can develop those who converts those, 

weaknesses into the strengths.  

(Refer Slide Time: 08:14) 
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Next is a developing your leadership skills. Once you have identified your strengths and 

weaknesses, you can feel confident in creating a leadership development plan for yourself. A 

very important step, that is events we are doing our strengths and weaknesses and then we 

have to plan for our leadership development for our self. Some potential solutions available 

to; help you start building in exercising these skills.  

 

So therefore, always there are be certain help is available, utilizing the free resources like 

books, podcasts, and events geared towards aspiring leaders are there, so that will be the 

social resources. Networking with others who share your aspirations and building the 

relationships that could help you down the line. So therefore, that is in networking will be 

there. And you are able to develop that relationship with them attends a workshop or seminar.  

 

And by that way, we are learning to develop our skills. And ask for the addition 

responsibilities to work. And therefore, you can prove when we are asking for the additional 

responsibilities at work, it shows that is we are ready to go for the next level. And once we 

have, we will prove ourself that we are confident enough to go for the next level because we 

are talked about our strengths and identified on those strengths involved on those strengths. 

(Refer Slide Time: 09:36) 
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The leadership behaviour model symbolizes a leader with people responsibility, competence 

and integrity who; provides direction and guidance in an emotional intelligent way is there? 

And it groups these various aspects of leadership into the eight core factors which can be 

used as a framework to review an individual's leadership performance.  

 

Now here leadership is having different dimensions and all these dimensions, where the 

competent performer, situational decision-maker, values champion, team linkers strategic 

thinker, change facilitator, people motivated, and responsibility giver is there. So, all these 

are 8 aspects that we are working on, can be used to the framework. And then that leadership 

performance will be done on the basis of all of handling these all these potentials. 

 

The potential capabilities of this particular leadership are there. And then, if we are able to 

make this leadership, effectively, then definitely in that case, we will say that we are living in 

the leadership behaviour model is there.  

(Refer Slide Time: 10:43) 
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So, value champions are there is a lives and promotes the values. Team linker is there links 

work, people and processes. People motivated are there gives the positive encouragement of 

the team and individual performance and situational leader maker are there makes effective 

decisions contingent on the situation and the people.  So therefore, when we are talking about 

the first is the value champions so lives and promote the values that they are.  

 

And then if you are, so what are the values? Simple values are honesty, integrity, hard-

working, goal-oriented of persuasion, performance, persistence. So therefore, if these values 

are there, then definitely we can link to the team and this team is working with the work 

people and processes surrounding to a person. Then people motivated will be having the 

positive encouragement of team and individual performance.  

 

And therefore, in that case, always there will be some people those who will keep on 

motivating you in the organization also. In addition to you about place that you can be 

motivated, you can be developed as a leader is there. And on the basis of the situations what 

distance your taken, so makes the effectiveness in contingent on the situation and the people. 

So therefore, in that case, all these 4 parameters are, you can say these 4 pillars of the 

behaviour model that has been developed on by the practice at the workplace. 

(Refer Slide Time: 12:13) 
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Now, the factors of the leadership behaviour model are that is about the strategic thinker is 

there, then the change facilitator, responsibility giver and the competent performances are 

there. So, these strategic thinkers that they develop and progress a future vision. And 

therefore, in that case we will be having these thought process right which will be deciding 

about the strategies.  

 

The change facilitators, are paces self and team through changes is there so therefore, we 

make the proper changes are there. And responsibility giver is there that is empowers within 

the clear roles and therefore, in that case we are having the responsibility giver. And the 

competent performer matches personal strengths and effort with what needs doing. And 

therefore, in that case, it becomes very important it is the how much competent performer are 

we.  

 

So therefore, in that case, that in the behavioural model, this becomes very important the 

factors, whether the leader is the strategic thinker, he is a change facilitator, he is the 

responsibility given, and he is the competent performer is there. So naturally if these; 

qualities are there and when I have talked about self evaluation. On the self-evaluation also 

we can find out that is the how person he can decide about it is the how he can go for this 

type of the responsibilities.  

(Refer Slide Time: 13:12) 
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And, assessing the leadership behaviour: 360-degree feedback. They provide the stuff with 

assessment of their work-based behaviours coming from the perspectives of the people who 

work with them. Now earlier there were, this leadership behaviour feedback was done only 

on the basis of that is a superior subordinate. So superior was ability in saying, whether the 

subordinate is having that leadership qualities are not.  

 

And that is a person is having that leadership behaviour or not. But now, when we talk about 

the 360 degrees, all people, so they are the all these all this job who are people who work 

with them. So, feedback will be taken from the all the people those who have working with 

them. And that is why it is named 360 degrees because the responses are collected from 

people all-around the employees-their supervisors, their colleagues, their clients. 

 

And is a well-known concept and a powerful model for leaders’ assessment and the 

performance improvement is there. So, performance appraisal which is solely comes from the 

views of their supervisors and managers are I am mentioning there is only the supervisor is 

debilitating. And here it is about, that is a it is the information, which you are collecting about 

a particular person. Whether he is having that potential to be a leader or not or what is 

leadership behaviour. So, you are considering the all the people those who are working with 

you.  

(Refer Slide Time: 15:17) 
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So traditional ways that is supervisor to ME. And then when we are talking about the 360 

degrees, it is the ME over self also ME means self also. So, it is not only that he is, the 

supervisor is even letting myself. I am also giving my evolution of my own evaluation co-

workers, external customer, all stakeholders you will find that is the internal customers also 

and external customers also.  

 

And what the external customers suppliers and vendors naturally immediate supervisors, 

skip-level the reports and direct reports are there. That is the in those who are directly 

reporting to the particular person and any other person, those who are coming into the content 

with a particular employee, then definitely, he will give the feedback. And feedbacks have 

taken it very seriously.  

 

And when we talk about this traditional feedback versus a 360-degree feedback and here the 

opinion of all the stakeholders surrounding to their particular person by; all these 8 

parameters. Then definitely, in that case it will be done on the individual basis experience. So 

there will be, there cannot be the biasness. So, when you will analyse the responses of all 

these stakeholders, then you will find it.  

 

Yes, you are having the very important points, which are common so whether the person is 

having that leadership capability or not. So out of these eight people they will say yes, this is 

having that communication. So, the parameters in dimensions will be given for the evaluation 

to these stakeholders and the stakeholders on the basis of those parameters and dimensions 

which are provided, they will evaluate the person.  
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And whenever there will be this type of the evaluation will be there. So that error perception 

of the perceiving the target and that will be no, error will be there and there will be no 

shortcuts in judging that particular person because you are considering the all the persons.  

(Refer Slide Time: 17:26) 

 

These multi-rater feedback instrument 360-degree feedback is there, allow managers to 

gather accurate information from their peers and direct reports about their on-the-job 

behaviours and the leadership effectiveness is there. The questionnaire construction is very 

important because you are collecting the information. So, therefore, the designing of that 

particular questionnaire, on which is this stake holders will be responding and it has become 

very crucial.  

 

Leaders who received 360-degree feedback had higher-performing work units there. So 

naturally that, those who will be having these types of this performing work units they will be 

at the higher positions 360-degree system should tell leaders about their strengths and 

development needs. Rather than the making, the comparisons between the people is there. 

And therefore, in that case, the focus is not there is another method and it is called the pair 

comparison method.  

 

So that there is a pair comparison method is not there, they are 2 subordinates. So who is 

doing better? It is not like this rather than for that particular individual, how he is doing, but 

mainly stakeholders. So therefore, in that case, leader that they are going for development 

needs rather than making the comparisons is there. So, there will be no comparison and dead 

shortcut will be avoided.  

586



(Refer Slide Time: 18:49) 

 

The key to have observer rating is to develop a broad set of leadership skills and that helps 

group accomplish goals is there. And therefore, in that case of always those leadership skills, 

with have the broad set of dimensions on basis of, which you are taking the responses. And 

therefore, you will have a clear-cut overall scenario about a particular personality within he is 

having the behaviour skills are not.  

 

Research shows that it is possible to change others’ perceptions of a leader skill over time. 

This is a very important statement and very useful that is with the period of time somebody is 

have not been found, a good performer earlier. But after some other time, he might be a good 

performer. So, leaders must set development goals and commit towards a development plan, 

to improve their skills are there.  

 

Societal or organizational culture, race, and gender play key roles in the accuracy and utility 

of the 360-degree feedback process is there. And therefore, in the case of what type of this 

societal structure is there now, what is the culture, society culture is there? So especially; this 

societal culture will be affecting on the genders one. So, if the organization and the society 

culture are supporting all the employees whether it is irrespective of the gender, then 

definitely they will be becoming more successful.  

(Refer Slide Time: 20:18) 
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So here, the examples of the 360-degree feedback are here. That these dimensions, which will 

be you can also note and can apply in your organization. That is, the thinking strategically, 

personal drive, planning and organizations, and inspiring aligned purposes are there. So, 

therefore, in that case, these are the dimensions and the statistical thinking how the person is 

having, the personal drive, planning and organizing and, and inspiring the aligned purposes 

are there.  

 

Here, this feedback is taken from Kim Converse, the manager, others, and all respondents. 

And therefore, in that case, we can take the average of this like for example, thinking 

strategically it is coming 4.5, 3.1, 4.8, 4.3 is there. And when we are talking about the 

personal drive, it is 5.0, 2.9, 4.8, and 4.1 is there. So, therefore, in the case of the personal 

drive is concerned. So here it is the 2.9 that has been given by this particular manager.  

 

So therefore, it becomes very important, that is here also we can focus? And the self has been 

given it is a 50 right. So as far as the Kim is concerned that is you will find that is a 5. 

Similarly, here the Inspiring aligned purpose is a 4.8 and the manager is given 2.2. So, 

therefore, a lot of differences is they have been the perception of the manager and others. But 

what we can gain from here is the others, the others, and all respondents. 

 

And when we are talking about the other and all respondents, then get close to the Kim, 

whatever the Kim is having about this self and these the others and the all respondents they 

are having the same. Only the manager is not happy with his with this personal drive and the 

manager is not happy with the inspiring aligned purposes are there. Now as far as the 

588



planning and organizing is concerned. Yes, here also low and the thinking strategically here 

also.  

 

So, if you ask me on the basis of this analysis, I can say his manager is not happy with Kim. 

Somewhere he is having the very bad information, while especially in the case of the personal 

drive is concerned and whether is a. because you see that the is this personal drive and 

inspiring aligned purpose. If you ask me for the leadership weightage these are very very 

important points and in these 2 important points, the manager is saying no.  

 

So, what will you do? Whether you will promote to a leadership position and to Kim or you 

will not prompt promote the Kim for this particular leadership position? But one thing that 

you will appreciate here that is the; others in all respondents. In all the four dimensions they 

have helped to Kim that is the perception is same. So according to me here the manager is not 

that much supportive however, Kim is doing good and he should be promoted and in the 

high-level positions is there.  

(Refer Slide Time: 24:14) 

 

So here in the all respondents, in the case of the other communication, a compelling vision of 

the future? Now, as I mentioned it is this manager, he is not happy with Kim. So it is here 

you however this is 5, 4 – 4, 3.5, 5, 4.3, 4 here you will find it is these many engages people 

in the mission, vision values, and direction of this organization; fosters a high level of 

motivation. And therefore, I suggest that is the Kim should I have improved the 

communication basically. 
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And the communication enthusiasm, to be built by him in the team or organization when you 

will be able to build this communication and the team functioning?  

(Refer Slide Time: 25:41) 

 

Because the but again I will say this is a very good example where the bosses are biased, 

right? And therefore, in that case of the otherwise this 360-degree feedback is studying and 

that has been very much useful, is there, you can see the importance of this 360-degree the 

concept right. So here whenever we are talking about this type of analysis so this is to be 

adopted and to be understood, dear friends.  

 

There is a sometimes bosses are not happy, but rest all the world is happy, how this is 

possible it means that is the boss is having some problem. So, how do the organization’s 360-

degree feedback makes the difference? By measuring the right skills, relying on empirical 

research to determine which leadership competence really makes a difference to the 

performance of their firm, rather than on some senior executives’ belief about what makes a 

good manager.  

 

So, therefore, in that case, this is the important thing that is the aligning these inspiring in 

aligning others. So, that is becoming the team is scoring well, they take the time to properly 

explain both the participants into the people giving feedback about those participants. Why 

they are going through the exercise and how the data will be used for the participant’s 

development will be there.  

 

So therefore, that will be the use and development of this particular that survive right, so 

measuring skills. They take the time to properly, explain both to participants and to the 
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people giving feedback about those participants, why they have going through the exercise 

and how the data will be used for the participants development. So, therefore about this 

particular aspect right there that we have to see.  

(Refer Slide Time: 27:35) 

 

Now the top organization implements 360-degree feedback that makes the difference. They 

tailor the results to each individual and to his or her position. So, therefore, it is a tailor-made 

program and, in that case, you will find that everyone does not need to be good at the same 

things. And they present each person's results in a way that enables them to digest them 

constructively and use the data to create a personal plan of development.  

 

They make the feedback report itself, simple to read presenting data in a graphical format that 

is easy to absorb his there. So naturally, that is a statistical analysis, basically? So, whenever 

you are making the analysis, you are making the tabular form. You are very clear will be like 

we have singing these particular employees’ case. So, we were very clear about what is going 

on?  

 

So, they include a mini employee survey that shows managers the impact of their behaviour 

on their subordinates. And that in that case, this data you can also use for the development of 

this manager who is supposed to develop the leadership skills for the team, because he is not 

able to get work done.  So, the impact of their behaviour on their subordinate so what will be 

the impact on will Kim?  

 

When the manager is like this, the Kim has to be a demotivated he will not perform because 

there is no appreciation, there is no communication, there is no inspiring. So therefore, in that 
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case these 360 degrees, which is giving us the message that is it has to be implemented but 

further research was done. 

(Refer Slide Time: 29:12) 

 

And considered an all-round appraisal 720-degree performance appraisal gives an employee 

more than feedback from one person. And this appraisal gives the employee a lot of feedback 

generally from five to eight people to provide the employee with all round assessment of his 

or her on the job performance is there so, in 360-degree, what was that? That is a superior 

right he was giving, and the subordinate they were giving, and colleague, co-workers they 

were giving this particular input.  

 

But whenever we are talking about these 720 degrees so, 720-degree performance appraisal 

right, so as the name suggests is twice it provides for 2 rounds of feedback. So, in 360-degree 

only we had, now you see that is we are seeing the limitation with 360 degree, which is, I 

have talked in the previous slide, and that is about that is the people may be biased? But, 

when you are taking the twice with a period of interval, which is done again after 9 to 12 

months.  

 

So, with the time by giving certain time period interval and it is about 9 to 12 months are 

given and then again, the feedback has been taken. And then again, we find that is, it is 

showing the same then definitely in that case that will be the part of that is the perfection that 

is the, yes. These are the finding and we can take the decision on the basis of these findings.  

(Refer Slide Time: 30:43) 
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Pre appraisal feedback is there; supervisor sits down with their employee feedback is 

collected from all the notable and worthy touch points. Managers and HR work to define who 

these valuable points of feedback are and also work to set targets and goals to go over in the 

official appraisal is there. So therefore, before we going for this evaluation that therefore the 

pre appraisal feedback is there and what should be the target to achieve?  

 

So later on, one should not say that is target was too much so mutually, discussed and 

decided. Self-appraisal, an employee sees themselves matters. Using a self-report 

questionnaire, employees fill out a performance review on themselves, ranking and rating 

their strengths, weaknesses, performance and more is there. The co-workers and colleague 

appraisal is there, feedback from the peers can be very useful in helping employees 

understand their team impact contribution in the team to the team dynamic is there. 

 

And therefore, it becomes very important that is the pre appraisal then self-appraisal is also 

done by the employee himself. So, because as we have seen in the 360 degree because the 

720 is what repetition of the 360 degree. So, the employer should all those parameters, which 

are the pre decided judge points with the supervisor. So all this judge point will be discussed 

with the supervisor and then, it will be analysed by the self-evaluation and are preserved by 

the co-workers are there.  

(Refer Slide Time: 32:11) 
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After the co-workers these then next suggested is that is about the customer appraisal. So, 

what do customer thinks of your employee? Customer satisfaction is keys to the success of 

any organization, and having an understanding of your employee’s ability to relate well with 

and serve their customer base is indicative of their overall success in meeting your company 

goals.  

 

Now here, I would also like to add one point, that is even we are not the customer, who is the 

customer. Customer is not always outsider; the customer is within the organization, also. So 

from one department information is going to another department. So, the receiver of that 

particular information is a customer. So, you can even do it, that is whether he is interacting 

with the other departments in the section. How are the responses?  

 

Direct report and subordinate appraisal, getting feedback from the people that your employee 

manages or overseas in useful in analyzing the organizational, communication, motivational, 

leadership, and dedication skills are there. So, therefore, in that case, the subordinates, they 

can talk about whether the communication is proper or not, and whether the motivation is 

inspirational or not. He is having does the and he delegates to be subordinates are not as 

there. 

 

And even naturally whenever we are talking about the managers so the manager is whether 

he is in satisfied with his, the performance, or they will delivery is taking with the 

communication also interaction with the supervisor and achieving the targets, so that is can 

be also appraised. 

(Refer Slide Time: 33:44) 
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The Post appraisal feedback is which we had in the pre appraisal feedback. Now we are 

talking about the post appraisal feedback in the seventh step in the first step. Now, whatever 

has been decided that was decided mutually. So, researchers of the 720-degree appraisal 

methods note that his is it are key differentiator between these methods and others. This step 

includes additional guidance to help employees meet their goals and stay in regular 

communication. 

 

And then debt their managers are there. And in that case, if we are going for this type of the 

regular communication with their managers then definitely in that case, they will become 

more and more successful is there. So, when this 720 review method is there, organizational 

goal then the clients, subordinates, supporters, peers are there. Then we are having about this 

in-depth interview and personality assessment the clients and the superior and subordinate so 

all will be uprising this. 

(Refer Slide Time: 34:47) 
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As usual these are some research papers and the book which has been recommended for the 

further studies and reading at 360-degree view for individual leadership development is there.  

(Refer Slide Time: 35:00) 

 

(Refer Slide Time: 35:03) 
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And these, this is the methodology and findings of these then these are the Practical 

implications.  

(Refer Slide Time: 35:06) 

 

And this is the case study of the Starwood Hotels, which I will be helping you to understand.  

(Refer Slide Time: 35:15) 
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This type of evaluation have helped Starwood Hotels. And if the company wants to know 

move forward with 720-degree evaluation for the leadership development, how would you 

suggest a company to do so?  

(Refer Slide Time: 35:26) 

 

And this is about the book, The Power of 360-degree feedback by TV RAO, RAJU RAO, 

which you can refer.  

(Refer Slide Time: 35:34) 
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And, these are lessons from their stories and practices some of the HR award-winning 

organizations are presented in this Edition. So, this book is very much useful.  

(Refer Slide Time: 35:44) 

 

These are the references from the text that has been taken, you cannot and go further into 

details due to further your studies. This is all about that is the how 720-degree appraisal 

system right leadership is potentially identifying and the self-appraisal both of them are 

covered so, thank you.   
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Lecture – 26   

The Dark Side of Leadership – Destructive Leadership 

 

We will talk about the exciting point about the dark side of leadership, destructive leadership. 

So, is it also so possible that a leader is destructive? So, yes, certain practices will classify 

them on the dark side of leadership. First, we will discuss and understand what destructive 

leadership in different domains is?  

 

Toxic triangle about the destructive leader's suspectable followers and conducive 

environment. Now, so far, we have understood that there are three factors: leaders, followers, 

and the environment in leadership.  

(Refer Slide Time: 01:06) 

 

So, when we talk about destructive leadership, there are suspectable followers in  that case . 

What are those followers, and how are they classified into this class? In detail, we will 

discuss preparing against the destructive leadership toxic to the transformative triangle. 

Moreover, as usual, we will be talking about the research papers, case studies, and book 

recommendations.  

(Refer Slide Time: 01:36) 
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So, first, we have to understand the destructive relationship. Because you often see whenever 

we argue with the leadership, many people give examples of such leaders and say, is this 

leadership? Because they are harming the society, and if they are harming the society,  they 

can influence the followers, and if they can influence the followers, then theoretically , we 

will say they are leaders. 

 

However, then what type of leaders they are? So, they are destructive leaders with individuals 

who effectively build teams and get results through others. So, you also have to keep in mind 

they are very effective. So, therefore they also create the teams. So far, we have discussed the 

leaders. Leaders have the followers; followers have the teams. 

 

And then, the team is led by the leader, and the goal has been achieved. So, therefore they are 

getting the results also. So, the leadership process is complete, but those who obtain morally  

or ethically challenged results. So, dear friends, the goal is fundamental; if somebody thinks 

that is the destructive leadership, he can occupy the position in the organization.  

 

Moreover, he thinks I am very influential and, therefore, a successful leader. However, that is 

not right in what context it is not right that we will see. It is not the question of the morally or 

ethically challenged. So, somebody may say, I do not bother, I do not bother about the moral.  

So then, in that case, what will be there? Then how that leadership can be stopped? 

 

So or undermine the organizational or community success. So therefore, in that leadership , 

no, it is such an addiction, destructive leadership also an addiction that they do not bother 
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about the organizational commentary success. Also, for example, Hitler is there, and you 

know about all these about Hitler. Only 8% of the fortune 1000 executive directors' 

leadership capacity is excellent. 

 

While 47 rated their leadership capacity as fair to the poor is there. So therefore, in that case, 

you will find that it is only 8% off in the fortune 1000, only 8%. Moreover, they have talked 

about it is yes, our leadership is excellent. Nevertheless, 47% have rated themselves in the 

fair to poor category. Moreover, we can understand that if this is the situation, we will have 

this particular concept of effective leadership. 

 

Moreover, leadership in the organization is outstanding. No, it is excellent is only 8% is 

there. 

(Refer Slide Time: 04:42) 

 

Now, whenever we want to understand precisely the theoretical definition or concept of 

destructive leadership, it is the process of influence between the flawed toxic or the 

ineffective leaders. Therefore, they are flawed and toxic, making a difference. So, when we 

talk about that easy, what is the goal? 

 

So, we will call it a flawed style of leadership is there. Susceptible followers and conducive 

environments, which unfold over time and unbalance, culminate in the destructive group are 

the organizational outcomes that comprise the quality of life for internal and external 

constituents. Therefore, the quality of life is becoming essential that we are talking about.  
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Moreover, every time we talk about work-life balance, we talk about the quality of work lif e. 

We talk about the quality of life. Nowadays, we are, we want work-life enrichment to be 

there. Moreover, it is the external and internal constituents, And the track from their group 

focus goals or purposes is there. So you will find that it is not the right strategy to adopt this 

type of leadership. 

 

Another definition is given a process in which, over a more extended period, the activities , 

experiences and relationships of an individual or the members of a group are repeatedly 

influenced by their supervisor definitely, in a way that is perceived as hostile and or the 

obstructive is there. So, it is also a significant period. What is the period there? Furthermore, 

in the period, if that particular relationship of an individual of the members is a repeated 

influence. 

 

Then you will find that these followers are becoming hostile and the obstructive is there. 

(Refer Slide Time: 06:58) 

 

Some of the leaders are among the most infamous in history, including Alexander the Great, 

then Genghis Khan, Saddam Hussein, Napoleon Bonaparte, Adolf Hitler, and Joseph Stalin . 

Moreover, no one could argue whether these individuals significantly impacted their 

countries and societies. So, they have been the leaders, but their collective influence killed  

hundreds of millions of innocent people. 

(Refer Slide Time: 07:32) 
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Moreover, in that case, we will find that becoming destructive leaders is there. In the case of 

these military settings, the massacres at My Lai, Serbia, Bosnia, Croatia, Rwanda, Darfur and 

Syria show that destruction leadership also occurs in military settings. In the spirit of seeking 

revenge or ethnic cleansing, military commanders will rally the troops to kill everyone, in 

particular villages and towns. 

 

Even those who are not military combatants and like here in India. When are we talking 

about the Jallianwala Bagh, which was the massacre? So therefore, in that case, general dyer, 

who ordered the Jallianwala Bagh the massacre of April 13 1919, was a destructive leader in  

the British army during British Raj before the independence was there. 

 

So therefore, in that case, the following is the leader's order. So then the leader says it is 

influential because there is a but what is the goal or objective that is becoming very 

important. 

(Refer Slide Time: 07:41) 
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So, we have destructive religions in this leadership in different domains of the religions are 

there. Moreover, highly charismatic religious leaders develop cult-like followings and lead 

their adherents to commit suicide. Finance, the recession of 2008 to 2010 can be partially 

attributed to some destructive leaders in the financial service industries. 

 

Many greedy bank and insurance executives did an excellent job of building teams and 

generating profits, but the profits were gained by the cooking the books and selling financial 

products that were doomed to fail. So, if these types of practices are there, these industries, 

financial practices, then definitely we will classify, that is this type of the leadership is will be 

the destructive leadership. 

 

The problem was so widespread that it almost caused the collapse of the entire global 

economy. Moreover, these leaders, financial problems, you see that is it created such an 

impact, that is it has collapsed the entire global economy. 

(Refer Slide Time: 09:53) 
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You can see that is how destructive leadership can even influence so highly. In organizations, 

destructive leadership can occur at a variety of levels. Sometimes, first-line supervisors, 

middle-level managers, and executives who disagree with company policies and strategies 

will motivate their followers to pursue the course of action that is not aligned with the 

corporate interest. 

 

So, even in a case then when then it is not related to the corporate interest, then definitely 

those policies and strategies they did which have been motivated. Moreover, many times we 

see the closure of the organizations. Why the closure of the organization? They could not run 

the organization properly, and the decisions were found wrong. Thus, therefore, in that case , 

we will say it is destructive leadership. 

 

These actions and the subsequent results often lead to poor customer service , duplicate 

efforts, high levels of team conflict, and ultimately, suboptimal financial performance. Are 

there and these outcomes are expected? What will happen when the leader is in such an 

institute position? So who will take care of the customers? Nobody will take care of the 

customers.  

 

They will be the high level of the team efforts, and ultimately, the suboptimal financial 

performance will be there. So, team conflicts will be there. So, if a high level of team 

conflicts is there, then if the performance is the high level of performance into destructive 

style, ultimately that is the financial performance has to go down and when it is f inancially , 

performance will go down. 
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Then organization's survival will be in the question. Although these leaders and followers 

may believe they are doing the thing, their actions harm their organizations. Now here, we 

have to focus on this particular point. So, the question arises in destructive leadership, the 

intention in intention is there, or intention is not there? That is very subjective, but the 

ultimate goal, because what is the leadership when you talk about that collective effort to 

achieve the goal of the organization. 

 

However, ultimately, the result is not achieving the goal rather than harming the organization. 

Furthermore, this destructive leadership style in these different domains, whether intentional 

or unintentional, ultimately will be very damaging.  

(Refer Slide Time: 12:46) 

 

A beautiful concept to understand is that destructive leadership is the toxic triangle. So, here 

destructive leaders are there, so they are charismatic. So, they are acting in their self-interest.  

So, destructive leaders act in self-interest and not in the organization's interest,  so they, but 

they are charismatic, need power. So, they are in high need of power, and for the remaining 

power they can, they go for this type of destructive practice. 

 

Narcissism is a negative life theme, and the ideology is to destroy. Susceptible followers are 

the conformers and the colliders. Conformers are the unmet needs, so, therefore, in that case , 

whatever is their need was there, they are not able to gain that fulfilment of that need. Low 

self-evaluation, why they are not involved in the positive act? Because they have a low self -

evaluation. 
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Self-evaluation is shallow. So, I will be necessary to the organization if I create a problem for 

the organization, which is the philosophy of the susceptible followers. So, the susceptible 

followers will they are highlighted in the organization. People are scared of them, but they 

behave like this because they have a low self-evaluation. 

 

They are not becoming a leader by performing as a role-models and doing something good in 

the organization. Then the low maturity is left there so that they understand itself. It is a 

question that this type of this follower they are immature. They cannot understand that is 

what will be the consequence of their act and behaviour in the overall organization, and, 

ultimately, the organization, society, and nation all will suffer.  

 

What position are they in? However, because of their low maturity and low self-evaluation,  

they are not performing. They are involved in the harmful act. So, colliders are the ambition 

highly ambitious about themselves; a similar worldview is there. So therefore, in that case, 

they join with that particular view, and the bad value systems are there. Moreover, as a result, 

they are becoming the substitutional followers. 

 

The third in third leadership element or dimension is the conducive environment. A 

conducive environment is a context that promotes toxic leadership. So, if the organization has 

instability and cannot perform consistently in its growth, there will be instability, and as a 

result, it cannot perform. 

 

The perceived threat is maybe the social or environmental factors are there, and on this,  they 

will have this perceived threat. Then the cultural value is there whenever talking about these  

wrong values of these susceptible followers; it will create the organization's culture. If this 

type of follower is more known, what will be the value system in that organization? 

 

In an organizational system, that culture will be developed not to work, creat ing damage to 

the organization, adverse decisions, or self-interest. So, this will be the cultural values lack of 

checks and balances. So, therefore, in that case, they will be no control. The organization 

does not have control over this the followers and the organization process. There are no 

proper checks and balances are there. So, as a result, what will happen an ineffective 

institution will be developed. 
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(Refer to Slide Time: 17:30) 

 

So, these points are discussed in detail. That is when I was talking about no, and they are 

charismatic. So then are outgoing and charismatic are there? They engage the personalities 

and have much influence on dear friends. That is, they can influence those personalities, so 

that those followers join them and they are socially skilled, which is also very interesting. 

 

People voluntarily join them, which is why they are part of the leadership; it is not forcefully. 

Moreover, they advocate the popular ideologies and what type of talk they will have are the 

speech they will have, which will be more acceptable. So, therefore, they advocate the 

popular ideologies, so popular ideologies are there. People accept that, but why do they do 

so? They are highly ambitious positions of power for the need for power and demonstrate the 

focus, energy, and stamina towards the goal. 

 

Moreover, your stamina is very high, your energy level is very high, and you move towards 

the goal. This is also the influence that is why they are leaders. Unfortunately, they are 

destructive leaders, but what is required to be a leader? Moreover, the focus is required, the 

goal is required, energy is required, and stamina is required. So, these leaders also have all 

the focus, energy and stamina. 

 

Have inflated the views of self-importance, so people they take, you take them as a leader . 

Possess tremendous self-esteem and self-efficacy. There is no one like me on this earth , and 

therefore, tremendous self-esteem is there. Liking for self is too much; I am dif ferent f rom 
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all. Nobody is here like me, and if I leave the organization, this organization has to go to 

dogs. 

(Refer to Slide Time: 19:33) 

  

So, therefore, that much self-esteem and self-efficacy are there. Ignore inputs from others, so 

autocratic style, is there not to listen to others, no suggestions, whatever they think, they think 

it is okay. Negative life themes are there, experience significant challenges, traumatic events 

informative periods. This is also the most the leaders have either their childhood or their 

young age of this destructive leader. 

 

That has become the very, very challenging and a struggle entire. Moreover, as a result,  they 

develop the value system of hating others. Then they will create chaos in society. We were 

narrative of overcoming the hardship, or long odds are there. So therefore, why they are so 

much appreciated because they have come with the very much hardship in life and long odds 

situations are there. 

 

They struggle with that, they win over those situations, and now they are into the positions. 

The ideology of hate has clear views of self-importance, possesses tremendous self-esteem 

and self-efficacy and ignores the inputs from others. So this ideology is there, so these points 

number 3 and point number 5, the sub-factors are the same, but basically, both have that is 

the ideology of hate is there. Moreover, therefore, in that case, they are becoming destructive 

leaders. 

(Refer to Slide Time: 21:16) 
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When we talk about the follower's conformers, they passively permit the destructive 

leadership, unmet needs, poor self-evaluation and immaturity. Moreover, this type of these 

people, who are internally less confident, are going as conformers. Colluders, are there 

assistance destructive leadership? That is personal ambitions, and the congruent values are 

beliefs there and the unsolicited values they have. 

(Refer to Slide Time: 21:50) 

 

Now, this conducive environment. In the previous slides, we have given an example of 

financial leadership; destructive leadership is there. Many banks and financial institutions 

created problems when the economic recession was there. So that is because of the instability  

because it was an economic recession, and in that economic recession, there was instability , 

so periods of change or uncertainty. 
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So, they got the opportunity to become destructive leaders to make harm the nation. 

Moreover, the need for a quick decision was there, and at that time, because of instability , so 

quick decisions were required. So, every decision is not well wetted, and as a result of which, 

immediately decisions are taken. So, they will this type of this environment is there. So, 

many times that leads to a destructive outcome. 

 

They perceived threats, external threats, especially the competitors and survival, common 

enemies are there and for those who are the market shareholders of their business. They 

become common enemies. Moreover, there is a need for protection is there. Moreover 

therefore, because this instability environment is not supported, there are threats, are there, so 

they need protection for this from this environment. 

(Refer to Slide Time: 23:19) 

 

There is the absence of checks and balances; emerging organizations are there, and poor 

institutional oversight. An organization does not have a long-term vision, and as a result, 

there are no checks and balances. The collectivist cultures are there; those who are the 

followers here when we talk about the types of followers and then the types of followers are 

susceptible. 

 

Then the high power distance is there in the organization. So, despite the temporary and 

horizontal structures, the organizations have a high power distance, which creates a tall 

structure in the organization. So, there is a need for stability and security in the organization , 

and as we have seen, these are all outcomes of the instability in the previous slide, so there is 

a need for stability. 
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(Refer Slide Time: 24:18) 

 

So, destructive leadership is associated with various adverse outcomes; follower resistance 

will be their view of the leaders. A negative view of the job decrease motivation, dedication 

and satisfaction. The opposing view of the individual follower's stress, well-being and 

performance are there. So therefore, these followers will be under this stress  and decreased 

motivation.  

 

So, therefore, in that case, dedication and satisfaction decrease, it will be decreased, damage 

to the organization is turned over, and the counterproductive work behaviour is there. 

Moreover, in that case, it is becoming towards the more non-performers rather than the 

performers. 

(Refer Slide Time: 25:05) 
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So, how in this at some point, you may benefit from preparing for this challenge to  do what 

you may want to. So therefore, how do you prepare against destructive leadership? So, 

increase your awareness, leadership assessments, performance appraisals or generally 

employee satisfaction, and the survey may be helpful to flag leaders that could become 

destructive leaders. 

 

So, in the beginning, you see, whenever there are these, these types of decisions are going on, 

and the ladder of the leader for this destructive leadership is there, so immediately there 

should be in the organization, there should be checks and balances. There should  be the 

counterparts to identify, and they can flag the leaders, identify the leaders, and flag the 

leaders that could become the destructive leaders. 

 

There is, if this type of the officers, this step of the section heads this type of the superv isors 

if they have been allowed to grow. So, one day, they will take a critical position in the 

organization as a destructive leader. So, have a plan, an apparent response to destructive 

leadership when it is identified, focusing not only on the leader but also on supporting 

employees as suggested. It s also an excellent point. 

 

So, it is not that that is when you observe that a particular person is negatively working in the 

organization, so do not focus only on that particular leader, but also focus on those employees 

who suggest supporting this type of leader. So, then only you will be able to break that chain. 

(Refer Slide Time: 26:50) 
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Know themselves, and leaders should consider how their behaviour and tactics affect staff. In 

addition, leadership teams may benefit from discussing acceptable and unacceptable 

behaviour. What type of behaviour are you willing to tolerate amongst colleagues at the 

leadership level? So, many times what happens now? Whenever we say that it is always those 

who tolerate this type of behaviour. 

 

They are also more responsible for promoting this type of destructive leadership. Is this a 

type of behaviour you would like imitated throughout the organization? If, Yes, then that is 

not destructive, but if it is No, that is a sign of destructive leadership. So, consider your 

context; addressing the behaviour of the district leader is just a start. Consider the aspects of 

your organizational environment or culture that may enable or allow destructive leadership to  

occur, as suggested in the models discussed above. 

(Refer Slide Time: 27:49) 

 

Now, the toxic to the transformative triangle is there. So, whenever you talk about the 

susceptible followers, destructive leaders and a conducive environment, that is a toxic 

triangle to the transformative triangle. How we can take out this particular problem and our 

organization becomes a constructive organization. So, therefore, despite the conducive 

environment, there will be a positive environment. 

 

Furthermore, value-based leadership. Value-based leadership is required so that despite these 

susceptible followers, you will have capable followers with you that the three elements of the 

toxic triangle can be deliberately converted into a transformative triangle, which would lead 

615



to constructive leadership rather than destructive leadership. So, despite the leaders, 

constructive leaders are required. 

 

Despite the susceptible follower's value-based, capable followers are required, and despite the 

destructive leaders, value-based leadership is required. So then, in that case, we will have that 

transformative triangle. 

(Refer Slide Time: 28:59) 

 

How to create that positive environment? Empowered the people, transformational and 

transactional balance is required, diplomacy, this type of this positive environment, respectful 

and candid forum and the active listening is required. The leader itself will characterize 

value-based leadership. Reasonable and restrained standard-based approach. Super-ordinate 

thoughts and actions so that the vision is created.  

 

Selfless intent and the close match between the espoused and enacted values are there. 

Capable followers are there: the upstanders, lower-level leadership, then the Penchant for the 

proper descent, unity of efforts, and equal loyalty to mission leadership and organization. 

When we follow this type of transformation into a triangle, we can come out from the 

destructive leadership to the transformative leadership, and the triangle will be there. 

(Refer Slide Time: 30:03) 
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These are the research papers as usual, which is the advice, destructive leadership behaviour a 

definition in the conceptual model, and propose a definition of destructive leadership 

behaviour in this paper also, it has been given. He proposes a conceptual model of leadership 

behaviour within his research field that incorporates the notion that a destructive leader may 

simultaneously show both destructive and constructive behaviour. 

 

This is also possible interestingly; that is, the leader may show that both destructive and 

constructive leadership is there. 

(Refer to Slide Time: 30:35) 

 

Ultimately, what we understand is that there should be continuous observations. Observations 

in the organization, what type of decisions are taken by the leader from the general level to  

the top level? Moreover, we can journey from entering the organization enriching to the CEO 
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or leadership positions. That journey has to be observed systematically, and if it is 

destructive, it should be stopped there only. 

(Refer to Slide Time: 31:02) 

 

So, by extending the two dimensions to include destructive behaviour, the authors propose a 

model that captures both constructive and destructive leadership. So, anti-subordinate 

behaviour is there, and pro-subordinate behaviour is there, so pro-subordinate and pro-

organizational behaviours are there. So then it will be the constructive leadership is there. 

When the pro organizational behaviour is there, but anti-subordinate behaviour is there. 

 

Then that, we will say, tyrannical leadership is there. When the anti-organizational behaviour 

is there, and anti-subordinate behaviour is also there, that is a derailed relationship. When 

anti-organizational leadership is there, but the pro-subordinate behaviour is there, supportive 

disloyal leadership is there. So, you support your subordinates, but against the organizat ion, 

so disloyal will be there. 

(Refer to Slide Time: 31:53) 
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(Refer to Slide Time: 31:55) 

 

(Refer Slide Time: 32:07) 
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So, by this study, we can go, and this is the case study of the story of Vijay Mallya. A 

multinational conglomerate of over 60 companies on lifestyle and problem terms is called the 

king of the good times. Launched Kingfisher, and then airlines acquired 46% of the damage.  

(Refer Slide Time: 32:14) 

 

And then, what we find is a non-performing asset. Kingfisher has been for non -performing 

assets in the business, and unlike his other two primary businesses, the spirits and the b ear's 

segments were running smoothly under the managing directors. Airlines had no  long term 

CEO. So therefore, in this case, we find that it is the organization's failure because of the 

leader's destructive style of the leadership practices. 

(Refer to Slide Time: 32:28) 
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(Refer Slide Time: 32:44) 

 

(Refer Slide Time: 32:45) 
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So, dysfunctional organizations and the therapeutic approach, destructive leaders and 

dysfunctional organizations. 

(Refer Slide Time: 32:52) 

 

(Refer Slide Time: 32:57) 
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And then this is a book which talks about this particular concept and the practices by the 

many leaders, and for your further studies, these are the references. Thank you. 
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Lecture – 27 

Managerial Incompetence and Derailment 

 

 Managerial Incompetence and Derailment this session we will talk about. What is 

managerial incompetence? So, we talked about managerial competence, which is about the, A 

x M x O. I will discuss it later. 

(Refer Slide Time: 00:42) 

 

Then, the managerial derailment, situational and follower factors, lack of organizational fit ,  

lack of situational and self-awareness, lack of intelligence or skills, poor fellowship and the 

dark side personality traits are there. Then, we will talk about this; as usual, the research 

papers, case studies, and book recommendations in the references are there.  

(Refer Slide Time: 01:03) 
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So, first, we have to understand what managerial competence is. So therefore, a manager's 

competency we will talk about the formula is A into M into O. A is the ability. So, what type 

of ability is there? The technical skills, HR skills, conceptual skills, analytical skills and 

designing skills. That is creativity. So, whenever you talk about the manager's competency, 

the manager's ability is there. 

 

M is for motivation, and O is for the opportunity. So, when the person is the unable inability  

of the person. So therefore, in that case, he does not like to build the teams or get results  as a 

leader. What is important? That is, HR skills are essential. However, he cannot be unable  to  

build the teams, so his HR skills are lacking. If  HR skills are lacking, we will say it is a 

person who is not competent. 

 

Position of authority can build teams but not get results. So, therefore you create the team, 

but this will not be the team. This will be the group. So, whenever we talk about the groups, 

groups are like this, and whenever we talk about the team, teams are like this, so they are 

connected and integrated. However, when you are building in a position, you are in a 

position, so you create and say that this is my team, but the team is not working. 

 

The team is not working in coordination; this will be the only group. However, when they are 

working in a team but even the incompetent team manager, what will be the result and not the 

team? So therefore, in that case, managerial incompetence is the inability to build a team but 

not getting the results, getting the results. However, bad morale and cohesiveness are there 

and neither the build teams do not get the results. 
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So, all three types of managers you will get. So, incompetent managers have difficulties 

building a loyal following or getting anything done. Research shows that there may be more 

incompetent than competent managers. So, therefore there will be more like in the previous 

session. We have seen it is 8%. Only so, therefore, 8% were excellent while the rest were not 

excellent. 

 

The base rate of managerial incompetence maybe 50 to 75%. So, therefore it has been seen. 

The managerial competence you know is not that common. The percentage is meagre. 

(Refer Slide Time: 04:42) 

 

So, competent managers are good at building teams and getting results through others. 

Although they are the types of leaders most people aspire to be, most people in a position of 

authority fall into one of the other three categories. So, they are building the team and getting 

the results of competent managers in the event. They are getting the results but do not build 

the teams. 

 

Taskmasters do not build a team but do not get the result. So, they are the just figureheads 

and those who do not get the results, but in the building, the teams they are cheerleaders  f or 

are there. So, taskmasters are often good at achieving the results such as financial targets or 

win-loss records but tend to treat followers so poorly that these results are generally short-

lived. A perfect point has been mentioned. 
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Many times, you know, people believe that if they are autocratic, they get the results. 

However, they forget that this practice will not continue for long this practice very shortly , it 

will die. So therefore, in that case, this taskmaster or leadership style does not always work  

for a long time basically, especially. So, cheerleaders are the people in a position of authority  

who is people-centred. 

 

Moreover, please make a point of getting along with everyone thanks to their focus on 

making the workplace warm and fun. Most people like working for the cheerleaders are there. 

Figureheads do not play to win; they play not to lose. They may not be complete f ailures at 

building the teams and getting the results, but they could be better at both endeavours.  Many 

times, figureheads do just enough to stay out of the trouble and avoid this point spotlight. 

(Refer Slide Time: 06:48) 

 

So, therefore, in that case, and they actually, they are not handling the challenging situations. 

So, what happens? Managerial derailment happens. The term managerial derailment refers to  

the failure of individuals who hold executive-level positions. Many people mistakenly 

assume that executives do not experience a similar job or carry a turmoil to lower-level 

employees, but they do. 

 

Failure at the executive level is a relatively common occurrence. Management derailment can 

occur because of either personal failure or external conditions. Managerial derailment 

describes the common reasons people in a position of authority have difficulties building 

teams are getting results through the others are there. So, the primary reason for the 

derailment is that those at the top positions do not have the derailment? 
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Yes, they have. The derailment is there. So, it is not like this that only the lower-level 

executives will have the derailment and the high-level executive level. We do not have th is 

derailment; it is a relatively common occurrence. There are also having the derailment is 

there. So, it does not mean that if somebody is at a very high position in the organization,  he 

will not have the derailment. 

 

He will also have the derailment there. Moreover, rather than being ubiquitous, the point is 

that when you are creating the team and building the team you are getting, you are supposed 

to get the result through others. 

(Refer Slide Time: 08:19) 

 

Initial research and managerial derailment, whereby the individuals who at one time were on 

the fast track only to have their careers derailed, was conducted in the year the early 90s by 

researchers at the centre of creative leadership are there. So therefore, in that case, and this is 

the example given in the 1980s by researchers, research has been done at the centre for 

creative leadership.  

 

Moreover, the researchers went to the human resource departments in several f ortunes, 100 

companies seeking a list of their high potential managers McCall and Lombardo defined high 

potentials as individuals who had been identified as eventually becoming either the CEO or 

the president or one of his or her direct reports or sometime in the future. They waited for 

three years and then returned to these organizations to ask what had happened to the people 

on the list. 
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(Refer Slide Time: 09:21) 

 

So, after three years, this researcher again discovered that roughly a quarter of the high 

potential had been promoted to one of the top two levels in the organization, and an equal 

percentage had not yet been promoted. However, it would be as soon as the position became 

available. Another 25% had left the company, some had quit forming their own companies, 

and others were offered better elsewhere. 

 

Finally, about a quarter of the people on the list were no longer being considered for 

promotion. Most of these individuals were let go or demoted to less influential and visible 

positions. So, the last group of this one quarter that has represented the managerial derailment 

means those with the potential they could have performed but could not. 

 

Moreover, in that case, a first quarter was promoted, and an equal number was given a 

position in a short period. Moreover, 25% have left, and 25% were the managerial 

derailment. 

(Refer Slide Time: 10:32) 
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However, I think that this percentage, which is the 25% only so, then is not a huge number. 

Because managerial derailment causes a high percentage many times. So, what is the cause of 

the managerial derailment? Situational and follower factors are critical, situational factors and 

follower factors. Lack of organizational fit, so they have the potential, but they do not fit into 

its culture. 

 

Lack of situational and self-awareness: Many times, they are not aware of themselves doing 

this job or are competent or not and then performing. Lack of intelligence or skills to perform 

that particular high-level promotion level position. Poor fellowship is there, so they cannot do 

that. Moreover, dark-side personality traits are there. 

(Refer to Slide Time: 11:29) 
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So, therefore, in that case, these are why the managerial derailment is there. Situational 

follow factors significantly affect a person's ability to build teams and get results. So, 

therefore, in that case, they can build the team and get the results. Some situational factors 

can interfere with a person's ability to be seen as a competent manager.  

 

So, therefore, it is the situational and follow factors they usually are the creating that is about 

the person's abilities, whether the up or the down. New competitive threats, globalization, 

technology, changing customer preferences, unreliable suppliers on new governments or the 

government regulations, unfavourable media coverage and the natural disaster and wars are 

there. 

 

Moreover, therefore, we will find that it is becoming the government regulations or the 

unfavourable media coverage. Moreover, as a result, there are certain factors and the person 

is tested. For example, the role of technology changes technology and the unfavourable 

media coverage also creates derailment, and natural disasters and wars are there.  

(Refer Slide Time: 12:55) 

 

The other factors are mergers, acquisitions, acquisitions, divestitures, bankruptcies, new 

strategies or reorganizations, major change initiatives, workplace violence, or environmental 

disasters. So, these are the reasons for the derailment. A new boss's peers are also often the 

new boss that becomes the cause of the derailment of peers, direct reports, disengaged or the 

disgruntled employees, disruptive worker cliques. 
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Moreover, the strikes are dysfunctional. Turnover is there. New job responsibilities or the 

projects are there? A second point concerns the concept of episodic incompetence versus 

chronic incompetence. So therefore, when we talk about these new bosses' peer direct reports, 

these engaged and disgruntled employees are there, disruptive worker collection and the 

strikes are dysfunctional turnovers are there.  

 

So, these all become examples of episodic incompetence versus chronic incompetence. 

(Refer Slide Time: 14:.04) 

 

So, what is episodic managerial incompetence when people in positions of authority face 

extremely tough situations or follow events that temporarily interfere with their ability to 

build teams and get results? Once they have reflected upon and taken action to cope with the 

event, they quickly regain their ability to build teams and get results successfully. 

 

So, if this type of situation arises, how does the person respond to those situations? 

Furthermore, we can understand that if the person is taking action to cope with the event , he 

can cope with the event, then definitely, in that case, they quickly regain their ability, but 

when the taxing situational or follower events permanently disrupt a person's ability to  build 

teams or get results. 

 

Given their preferred ways of dealing with challenging events, cheerleaders, taskmasters, and 

figureheads exemplify chronic managerial incompetence. However, if this situation arises and 

they cannot handle the above situations, there will be managerial incompetence excellent 

point. 
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(Refer Slide Time: 15:13) 

 

It often lacks organizational fit or organizational cultures, but the content and strength of the 

beliefs underlying these cultures can vary dramatically. Organizational culture is not one of  

those pervasive situational factors that doom managers to fail. So, but a person’s fit within an 

organization's culture. It is not like that. It is the organization's culture. It is not good. 

However, it is the fitness between the individual and the organization. 

 

So that is why it has been mentioned that it is not the organization culture  one of those 

pervasive situational factors. However, a person's fit with organizational culture can cause 

him or her to be seen as incompetent. Because he cannot adopt that particular culture, 

organizational fit can be defined as an agreement between personal and organizational values. 

 

Moreover, beliefs if a person does not share the values or beliefs of the majority of members,  

then in all likelihood, this person will be a poor fit with the organization. So therefore, in that 

case, if there is a difference also between the personal values and organizational values, are 

there. Then definitely, in that case, does not share the values, then it is the likelihood that he 

has a poor fit with the organization. 

(Refer Slide Time: 16:35) 
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Organizations often realize that continuing to do things the same way will eventually fail and 

one approach to fostering new ways of thinking is to hire people from the outside with 

different work experience is there. New hires may have good ideas to remedy a situation  but 

whether they and their ideas are accepted will depend to a large extent on an organization 's 

culture is there. 

 

Moreover, therefore, in that case, the ideas which are accepted will create an influence on the 

organization's culture? The farther these ideas stray from the organization's prevailing values 

and beliefs, the more likely they will be dismissed. So therefore, in that case, they are 

required to be quickly developed when companies hire new CEOs or acquire other 

organizations. 

 

Especially then, they develop that particular style of the values and beliefs. So, determining 

organizational culture may not be straightforward; however, because the underlying beliefs, 

norms, stories and values are often unwritten, so many times, what happens to know? That is 

a new leader. He cannot understand the culture because he sees it superficially , but it is not 

the right thing. 

(Refer Slide Time: 17:58) 
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Rather than that, those who do not fit run the risk of being seen as incompetent and may f ind 

that working elsewhere can help them be seen as the competent managers are there. So , 

therefore, in that case, it is also possible that it is the same person. He may be more 

successful in another organization because that organization's culture fit, but he may not be 

successful in the ex-organization.  

 

So, culture is the strategy for breakfast is there. So, therefore, it becomes essential to  know 

what type of these strategies are there and how this culture is. Creating the person's fit is 

there. Now, here it has been given a fascinating picture of how the culture has been given. 

Culture is with the change. What are the changes occurring? Innovations organization is 

adopting. 

 

Execution is the way the organization executes. The performance, how it is performing, and 

what is the growth. So, based on these five dimensions, the culture will be decided. 

(Refer Slide Time: 18:56) 
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 Competent managers must accurately read the situational and follower factors affecting their 

teams and remain vigilant for changes. Competitive managers have a high level of situational 

awareness, but they also have high levels of self -awareness. So, therefore individuals are 

keenly aware of their strengths and shortcomings. Always if you know yourself, this is very, 

very important. 

 

When you know yourself , then only in that case your competency when you know your 

competencies, high levels of self-awareness will be there. Individuals keenly aware of their 

strengths and shortcomings often find ways to manage your staff around their knowledge and 

skill gaps. In contrast, cheerleaders, figureheads and taskmasters can have major situational 

and self-awareness blind spots. 

 

So, here is an exciting point is there that is the whether they can manage your knowledge and 

skill and whatever the gaps are there? Are you able to bridge those gaps? If you can bridge 

those gaps, then you will be more successful. They are either unaware of the impact of 

important, situational or follower events. They are not aware and overestimate the ability  to  

build teams and get results. 

 

So, sometimes when the individual does not know the reality. So, he is discounting the 

impact of the key situational factors and their ability to build a team that will get the results. 

(Refer Slide Time: 20:30) 
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A lack of situational and self-awareness is there. People who want to be competent managers 

get regular feedback on their performance, ideally 360-degree feedback. It is also imperative 

that the people in the positions of the authority regularly ask team members for ideas on 

improving team performance and find ways to stay abreast of important situational and 

follower events there and there from the basis of those suggestions.  

 

Then, the person can determine whether he is the organizational fit, has a base of self-

awareness, and can meet the situation. 

(Refer Slide Time: 21:07) 

 

Lack of intelligence or skills is there, which will also be their derailment. Team-building 

know-how can be defined as how a leader knows the steps and processes needed to build high 
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performing teams. So, in team building, the leader will know the steps and the processes. 

Moreover, most people spend their careers working in groups. 

 

However, there is a fundamental understanding of what it takes to build cohesive goal-

oriented teams. The subject matter experience can be defined as the relevant knowledge or 

the experience a person can leverage to solve a problem. Moreover, intelligence can be 

defined as the ability to think clearly. Although research has shown that it is about 

intelligence, people in a position of authority are generally brighter than others. 

 

The intelligence of managers varies greatly. So, therefore, in that case, whether the person 

has that team building knowledge is a matter of expert expertise. Moreover, the knowledge 

experiences the person can leverage to solve a problem and the intelligence are there. That is 

whether the intelligence of a manager where is excellent. 

(Refer Slide Time: 22:21) 

 

Poor followership is there. Curphy and Rolling’s followership model, states that followers 

vary in their two dimensions, critical thinking and engagement. Self-starters are followers 

who seek forgiveness rather than permission, offer solutions and make things happen. Brown-

nosers work hard but are loyal sycophants who never challenge their bosses. 

 

The slackers do all they can do to get out of work. Moreover, critics believe they are 

supervised in life is no point in pointing out all the things their bosses and organizations are  

doing wrong. 

(Refer Slide Time: 23:00) 
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So, if critical thinking is low and engagement is low, they will be slackers. If the critical 

thinking is low, the brown noses are there, but the engagement is higher. Moreover, if critical 

thinking is high, but engagement is low, those are the criticizers. Moreover, critical thinking 

is high, and the engagement is also high; the self-starters are there. 

(Refer to Slide Time: 23:30) 

 

Now finally, we will come to the dark side of the personality trait. Dark, dark side personality 

traits are the irritating, counterproductive behaviour tendencies that interface with a leader' s 

ability. So therefore, in that case, it is in what is the practice is irritating and the 

counterproductive behaviour. Moreover, with the leader's ability to build cohesive teams and 

cause followers to exert less effort towards the goal accomplishment, is there? 
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Research has identified that a total of 11 such dark sides are excitable. Difficulties building 

teams because of their dramatic mood swings, emotional outbursts and inability to persist on 

the projects. Sceptical leaders with a dark side trait have an unhealthy distrust of others. 

Always mistrust is there. Moreover, it is challenging what is in challenges the integrity of 

their followers and is vigilant for signs of disloyalty. 

(Refer Slide Time: 24:27) 

 

Because these leaders are so fearful of making dumb mistakes, they alienate their staff by not 

making decisions or taking action on issues. Reserved, during times of stress, these leaders 

become highly withdrawn and are uncommunicative and unconcerned about the welf are of 

their staff. Leisurely and the passive-aggressive leaders will exert effort only to pursue their 

agenda. 

 

Moreover, they will procrastinate honour not following through with requests that are not in  

line with their agendas. They are bold, those who have narcissistic tendencies. These leaders 

often get quite a bit done, but their feelings of entitlement, inability to share credit for 

success, tendency to blame their mistakes on others, and inability to learn f rom experience 

often results in the bruised followers' trials. 

(Refer Slide Time: 25:24) 
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Then that is the mischievous tend to be quite charming but take pleasure in seeing if they can 

get away with the breaking commitments, rules, policies and loss. Colourful, these leaders 

need to be the centre of attention. Imaginative, these leaders think in strange ways, change 

their minds and make strange decisions. Diligent because of their perfectionist tendencies, 

these leaders frustrate and disempower their staff through the poor prioritization and inability  

to delegate. 

 

Moreover, Dutiful deals with the stress by showing ingratiating behaviour to superiors. Their 

lack of spines is unwilling to refuse unrealistic requests, would not stand up for their staff, 

and burn them out. 

(Refer Slide Time: 26:11) 
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As usual, some readings are suggested. This research paper primarily focused on managerial 

derailment characteristics and personality preferences. The purpose of examining whether 

personality preferences and the type of the MBTI are related to the managerial derailment is 

there. 

(Refer Slide Time: 26:37) 

 

This study is within the context of field research. It is fascinating to know how MBTI affects 

the derailment of personality traits. The observer's perspective and exploratory manner judge 

these. The MBTI preferences and types are also examined according to the managerial 

derailment clusters. 

(Refer Slide Time: 27:01) 

 

The MBTIs conceptual foundation and psychometrics may be viewed as a limitation in other 

personality theories, like "The Big Five" could be used. Furthermore, managers going 
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through a leadership development process may differ from managers in general.  Moreover,  

derailment characteristics do not necessarily mean actual managerial derailment. This is also 

important. That is, sometimes, you might have derailment characteristics.  

 

However, you may not have the managerial derailment; why? Because the organization fit. If 

you are, your traits fit with the organization, so there will be not many derailments in that 

organization. A beautiful limitation has been mentioned. Regardless of the MBTI type of 

reference, managers can decrease their chances of managing derailment by examining job fit,  

increasing self-awareness, and other mechanisms mentioned in the paper.  

(Refer Slide Time: 27:57) 

 

MBTI preferences type could signal whether the managers display derailment characteristics 

to their co-workers. Moreover, this paper gives insight into how managers can prevent 

derailment, regardless of their MBTI type and preferences. Moreover, therefore and those 

who want to develop their managerial derailment. So, this study will be very much useful f or 

them. 

(Refer Slide Time: 28:22) 
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(Refer Slide Time: 28:26) 
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(Refer to Slide Time: 28:28) 

 

As usual, this is the case study to which you can refer and answer the questions is an 

assignment, and this is the book Incompetent Manager and cures of managerial derailment. 

(Refer Slide Time: 28:37) 
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(Refer Slide Time: 28:38) 

 

So, this book you can refer to based on this. This is all about the suggested ratings.  So, I am 

sure that is with this particular session. You must have understood that managerial derailment 

causes the particular individual in the organization. However, the most critical point is to 

encourage those who do not have those MBTI personality traits of the derail to  be successful 

in that as an individual. 

 

As I mentioned, they can be successful managers because of the organizational fit . So, 

therefore, if you have certain managerial derailment traits, please identify and try to get them 

on track. So, there is no development and develop yourself. Thank you. 
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Lecture – 28  

Negotiation and Leadership 

 

Today, we are discussing a fascinating topic. That is how negotiation and leadership are 

essential. Now, you see, in most leadership positions, so, you have to negotiate . Moreover, 

negotiation may be with the internal stakeholders or external stakeholders; therefore, in  that 

case, this is becoming the essential function of the leader.  

 

Moreover, the leader has to see that the negotiation is done so that it is a win-win situation . 

So, we will talk about the negotiation process.  

(Refer Slide Time: 00:58) 

 

That is a plan, negotiations, postponement, agreement or no agreement. Negotiation styles, 

negotiation tips for the leaders, research papers, case studies, book recommendations and 

references are there. So, in that case, we will understand the role of a negotiator or a leader.  

(Refer Slide Time: 01:26) 
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So, first is the negotiation. So, however, something the other wants and attempts to agree to . 

Moreover, therefore, there are two or more parties in that case. Can there be a single person 

who can have the negotiation? Yes, there can be the that is called intrapersonal role. 

Moreover, whenever there is an intrapersonal role, there can be the negotiations also, and, in  

the intrapersonal role, for example, the role of a son as a role of a son and as a role of a 

husband.  

 

So, if a person has to negotiate these two roles, we will say that it is an intrapersonal 

negotiation. There will be interpersonal negotiation also. So, that is a negotiation between the 

two roles. Two or more parties are there in the interpersonal negotiation. So, it is always the 

process, these some, one role that wants and attempts to agree. So, one role wants to negotiate 

with another role.  

 

Moreover, there has to be an agreement is required. Ultimately, the negotiation has to end in  

an agreement. We negotiate to secure a more favourable outcome. So therefore, in that case , 

everybody wants to gain more. Thus, negotiating is an essential carrier skill. Moreover, I 

would like to share that our alumni have passed out the MBA and joined the organizations.  

 

Whenever they meet, they always share that this negotiation is an important topic because as 

soon as we join the organization, they give us the presentations to the clients the proposals . 

And then, the clients have to reach an agreement, which is our responsibility. So, in that case, 

good negotiators get more favourable outcomes such as more pay.  
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So, who are the excellent negotiators? So, they are winning. So, that particular skill of  their 

negotiation is creating more opportunities for career growth. Negotiation is a fact of life. 

People negotiate daily, often without considering it a negotiation. So, we that is the, our in 

routine life also we are having these type of the practices. Moreover, in that case, always talk 

about whether it is the to go or not to go, to do or not to do, to take the risk, or not to take the 

risk.  

 

So, whenever we are into a dilemma, whenever there is a dilemma, there are two issues are 

there. And then, we have to negotiate with one. Moreover, that is why, so, that is, we are not 

knowing theoretically that we are negotiating ourselves, as I have given the example of the 

intrapersonal role. So, every day, we are negotiating, either interpersonally or interpersonally.  

(Refer Slide Time: 04:45) 

 

Negotiation occurs in organizations, including businesses, non-profits, within and between 

governments, sales and legal proceedings, and personal situations such as marriage, divorce, 

parenting, etc. Professional negotiators are often specialized: union negotiator, leveraged 

buyout, and peace negotiator. So, therefore, these professional negotiations are also known 

and have a high scope.  

 

Moreover, as a result, the scope of this negotiation and negotiator is becoming more 

demanding nowadays. Three criteria may judge any method of negotiation. Should produce 

the wise agreement if possible, and yes, it is written if because every negotiation may not 

reach an agreement, you know. So, negotiation fails also. Nevertheless, the purpose of the 

objective is to reach an agreement.  
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It should be efficient, so, that is the, you can count on it. Moreover, it should improve or not 

damage the relationship between the parties. This is another critical point is there. I remember 

when I was the HR Executive, first in the Hukumchand Mill, then Shriram Group and then 

JK Files. So, then, I have realized it is whenever you are negotiating to know, so, ultimately , 

what happens during the negotiation? There will be conflicts.  

 

However, that negotiation has to reach an end. So, an agreement will be there. Sometimes,  it 

is more stretchable. Sometimes, it is less. So, but, one day, that has to be there. However, 

whatever type of these experiences you are having during negotiation, positive or negative. 

Nevertheless, that will end. Furthermore, after that, the routine life starts. When routine lif e 

starts, again, you are with your people. So, we have to ensure that these are the people in that 

case.  

 

These are the employees we have to work with again, maybe today or tomorrow. As soon as 

the negotiation is over, we only have to work with these people. So, we should not spoil the 

relationship or damage the relationship with the parties. Because we will be working in the 

organization, they will be a part of our organization. We are also part of our organization.  

 

Moreover, team effectiveness will be there whenever we have this relationship with the 

parties. Moreover, we do not damage the relationship with the parties is there.  

(Refer Slide Time: 07:43) 
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So, there will be a negotiation process. So, we will have the plan: research, the other party . 

Moreover therefore, in that case, first, we should know about the other party's details. Then, 

the set objectives, what are the different objectives are there? How will we proceed with  this 

negotiation? Try to develop the options and tradeoffs. This is the beauty of the, and I will say 

this, the soul of the negotiation process.  

 

That is the, how much you can make the options and the tradeoffs? An effective negotiator 

will be able to create the full options, and getting the best tradeoff will be there. Moreover, 

anticipate the questions and objections, and prepare the answers. So, naturally, whatever 

these queries will be there by the other party, what will be the objections by the other parties 

and how the answers will be prepared.  

 

So, therefore, in that case, you will find that whenever we are planning for the negotiation , 

we have to do the research. We have to set the objectives. We have to create the options as 

much as possible. If we develop the questions, what will be, anticipating the questions? What 

will be the questions? 

Furthermore, what will be the issues of conflict? Alternatively, here, it is mentioned the 

objections. Moreover, accordingly, we prepare ourselves.  

 

So, if our homework and preparation are satisfactory, there will be no problems. Develop 

rapport and focus on obstacles, not the person. Moreover, now, what happens? Whenever 

there is a negotiation, we focus on the person. So, that is very wrong. So, what is required?  

So, we have to develop a rapport. Moreover, the, actually, the task which we are doing the 

issues which are into the negotiation we have to focus on that.  

 

A simple example I would like to give you. When we are going to buy a particular item, 

suppose the T-shirts you want to buy. You enter the shop, and then you ask for a particular T-

shirt. Moreover, the person's behaviour is reluctant to show. So, what mood you will make? 

You will make the mood that is, no, I will not buy from here because his behaviour is 

improper. Shopkeepers' behaviour is salesman's behaviour is not proper.  

 

So, you spoiled the mood. And then, you do not want to buy. However, when you see the T-

shirts, you see the price, you see the quality, and then you think that is the, you know this is 

the reason, and I should buy. People are often more egoistic because they have made up their 
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minds based on the salesperson's behaviour that they will not buy anything from here. Thus, I 

will finish the formality and go away.  

 

However, when the object is worth buying, the person is not buying that particular object. So, 

then, in that case, the person is focusing on the person rather than the object . So , therefore , 

what is essential is that one should not focus not the person and otherwise also so if the 

person's behaviour is very positive. Now, I take another example, if the person's behaviour is 

very positive.  

 

And then, you find that the price he is asking is too high. However, because that person's 

behaviour is positive, we should not accept that particular object if that object is not 

acceptable. However, you are the regular buyer of that particular shop, and that is why if you 

are buying that even though you know that it is not worth then the negotiation is not done 

correctly. Let the other party make the first offer.  

 

So, do not disclose your offer. Let the party make the first offer. Listen and ask questions to  

focus on meeting the other party's needs. So, therefore, in that case, we have to listen to what 

the other party is saying. Let him talk. Let him come forward and then ask the questions  to  

focus on the other party's needs and the need of that particular person or the party. Do not be 

too quick to give in and ask for something in return.  

 

So, therefore, in that case, that is, the, not necessarily, that is the offer made any immediately 

you are saying yes. It is too quick. So, do not be too quick and ask for something in  return . 

Moreover, therefore, in that case, it is not that you are negotiating without asking something. 

You ask for; in return, something is there. Moreover, this is the era of the written gif t itself .  

So, therefore, that is also that is the, asking for something in return.  

 

The other party is postponing, and you may create urgency. So, you want to postpone, and the 

other party may create urgency. So, that type of postponement may be, and the situation may 

be there. That is, the other party is postponing. And then, you show that there is an urgency, 

or you want to postpone, and the other party may create the urgency is there. So, negotiation 

can be the postponement may be there.  
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Then, when we come over this particular situation, there will be an agreement to close the 

deal. Alternatively, there will be no agreement. Find out why, for the future, negotiations are 

there. So therefore, here, this agreement and no agreement that we have to understand, that is 

the, in the clear case, after going through this particular work process, there will be the 

agreement, or there will be no agreement. That will be decided. It is what will be the f uture 

line of action will be there.  

(Refer Slide Time: 14:15) 

 

So, in planning, we have to do the best planning. To develop a plan, you know, what is the 

negotiable? Moreover, what is not? Research, the other party. Put yourself in the other party's 

shoes. Try to find out what other parties want, so your practical experience will pay you here. 

So, you are in the experience you know that if  I were in the other party's place , what would  

be my demand? Furthermore, when I am happy?  

 

Moreover, what they will and will not be willing to give up and where you will not accept the 

proposal. Furthermore, what you will not accept? Before you negotiate, discover their 

personality traits and negotiation style by networking with people who have negotiated with 

the other party before. So, you have the full information whenever you have the complete  

information about the person's personality and then the negotiation style. That is how they 

proceed.  

 

What do they want? How do they negotiate? Once you are clear, then, in that case , you will 

be having that negotiated with the other party who has negotiated with the other party . What 

was their demand? How was the negotiation completed? Are there any obstacles, and 
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negotiation was not completed? Then, why negotiation was not completed? So, all this 

research has to be done.  

 

Then, the set objectives; follow steps a, b and c. Set a specific lower limit and be willing to  

walk away. So therefore, in that case, make the minimum offer and go away. Set a target 

objective of what you believe is a fair deal. Moreover, therefore, in that case , whatever the 

belief is there, that is the much I will be accepting. So, that will be a fair deal. Furthermore , 

the particular opening objective offered is higher than you expect. So, whatever you are 

expecting.  

 

So, then, in that case, there will be the offers. Because, what is done? You have started with 

the lowest limit. So, another person will be started with the highest limit is there, which is 

natural.  

(Refer Slide Time: 16:20) 

 

In Step 3, try to develop the options and tradeoffs. It is common to quote other offers and ask 

if the other party can beat them if you have other offers. So, naturally, you would like to  say 

who is who can give the best. If you have to give up something or cannot get precisely what 

you want, be prepared to ask for something else. So, suppose, in negotiation , if  you cannot 

get the a, you can opt for that is okay I will get the b.  

 

Nevertheless, in return, what I will get? Is it the, also the c will be there helping. So, that is 

the additional negotiation will be there. Anticipate questions and objections, and then prepare 

answers. So, whenever you have prepared, the preparation is there for your negotiation. What 

655



is in for me? Do not focus on what you want but on how your deal will benefit the other 

party.  

 

So, it is not like that is the, you are focusing towards self rather than in negotiation you will 

focus on the other.  

(Refer to Slide Time: 17:21) 

 

Then, what will others gain? That is to be convinced by the other person. Then, the 

negotiation process starts. After we have planned, we are now ready to negotiate the deal. 

Face to face negotiations is generally preferred because you can see the other person's 

nonverbal behaviour and better understand the objections. Moreover, therefore, this is 

fascinating nonverbal behaviour, the body language.  

 

So, intelligent negotiators also observe body language. Furthermore, in that case, they also 

talk about nonverbal behaviour. They observe, for example, hand movements. And then , in  

hand movements whether the person is in a hurry or not in a hurry that you there some people 

they judge. Moreover, therefore, based on this nonverbal behaviour, you can also better 

understand the person's demands.  

 

Moreover, better understand the objections of the person. That is why the person will be 

having these objections. Develop the rapport and focus on obstacles, not the person . That I 

mentioned, that is the need to trust us. Smile and call the other party by name as you greet 

them. Furthermore, deciding how much time to wait until you get down to business depends 

on the other party's style. Let the other party make the first offer.  
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This usually gives you the advantage because you can also close the agreement if  the other 

party offers you more than your target objectives. So, therefore, you will be able to 

understand the actual situation.  

(Refer Slide Time: 18:48) 

 

Listen and ask questions to focus on meeting the other party's needs. Create an opportunity 

for the other party to disclose the reservations and objections. When you speak, you give out 

information. Nevertheless, when you ask questions and listen, you receive information that 

will help you overcome the other party's objection is there. Moreover, therefore, in that case , 

you will be able to receive the information you want from the other party's objections.  

 

Do not be too quick to give in and ask for something in return. So, those who ask f or more 

get more. Be persistent, do not just give up. So therefore, sometimes, what we offer and the 

person is not ready, so they close the negotiation. Do not make haste in closing the 

negotiation. If our competitive advantage is service, and during negotiation, we quickly give 

in for a lower price, we lose all the value in a minute.  

 

We want to satisfy the other party without giving up too much during the negotiation. 

Remember not to go below your minimum objective. If it is realistic, be prepared and walk 

away. So therefore, in that case, we will have that particular situation where we either can go 

for negotiation or walk away from the negotiation.  

(Refer to Slide Time: 19:56) 
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Take your time. When there seems to be no progress, it may be wise to postpone the 

negotiations. The other party is postponing, and you must create urgency. So, I will get back 

to you when we are not getting what we want, and we may try to create urgency. I have 

another job offer pending; when will you let me know if you want to offer me the job? 

Nevertheless, if urgency does not apply or does not work, and the other party says, I will 

think about it.  

 

You might say that is a good idea. Then, at least review the significant features the other 

party liked about our proposal deal and ask if it meets their needs.  

(Refer Slide Time: 20:39) 

 

The second situation is that you want to postpone, and the other party may create urgency. 

So, do not be hurried by others. Furthermore, do not hurry. Tell the other party you want to  

658



think about it if you are unsatisfied with the deal or want to shop around. You may also need 

to check with your manager or someone else simply for advice before finalizing the deal. If  

the other party is creating urgency, be sure it is urgent.  

 

In many cases, we can get the same deal later. Furthermore, therefore, do not be pressured to  

make a deal you are not satisfied with. So, do not make haste. Furthermore, therefore, before 

finalizing the deal, it is the always see that is the, what is urgent and what can be done. Do 

not regret it. So therefore, if you are making any deal in the urgency, you may regret it later.  

 

If we do not want to postpone, give the other parties a specific time to get back to  them. So, 

therefore, in that case, if you cannot wait and you are having already the demand f or your 

product, then you can say that is okay. Either you decide by this particular date ; otherwise, 

say bye.  

(Refer Slide Time: 21:48) 

 

In the situation when there is an agreement or no agreement. Once the agreement has been 

made, restate it and put it in writing when appropriate. It is common to follow up an 

agreement with a letter of thanks, restating the agreement to ensure the other parties have not 

changed their minds about what they agreed to. So, you are reminded—actually , thanks f or 

the following agreement.  

 

So therefore, in that agreement, they should not be confused. Many times, what happens? 

After some break, when you are going for the agreement, the people say no no that time it 
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was decided not this decided. So, therefore, it is always better to have a copy of that. 

Furthermore, if you do not have the copy, please keep in mind what they have agreed to.  

 

No agreement; our goal is to agree. Nevertheless, rejection, refusal or failure happen to us all, 

even the superstars. The difference between the also-rans and the superstars lies in how they 

respond to the failure. Successful people keep trying. Learn from their mistakes and continue 

to work hard. Failures usually do not persevere. When there is no agreement, analyze the 

situation.  

 

Try to determine what went wrong to improve in the future? So therefore, in  that case , this 

time, we could not negotiate, but we would like to negotiate in the future.  

(Refer Slide Time: 23:04) 

 

So, this is a beautiful figure which will make (()) (23:10) easy to understand. Their wants and 

needs and our wants and needs are there. So, I lose, you lose. So, avoid is there . You win; I 

lose. So, accommodate is there. So, I win, you lose. Compete is there. I win, you win. 

Collaborate is there. Moreover, when they win some, you win some, I lose some, you lose 

some. So, compromise is there.  

 

So, avoid; accommodation, competition, collaboration and compromise that can be used in  

the negotiation styles.  

(Refer Slide Time: 23:43) 
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It reflects a withdrawal from or neglect of any party's interests. So therefore, both parties are 

in the mode of losing. So, most often referred to as passive-aggressiveness, we habitually use 

this style when we dislike conflict. Rather than talk directly to others about the issues, we 

may try to take revenge without others knowing it is there. Avoid style can be a typical 

reaction to high competition negotiations.  

 

When to use, when the value of investing time to resolve the conflict outweighs the benefit,  

or if the issue under negotiation is trivial to both the parties is there. And then , in  that case , 

there will be the negotiation style will be there.  

(Refer Slide Time: 24:22) 
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It reflects a desire to achieve one's ends at someone else's expense. Moreover, this is the 

competition is there. Moreover, I win. You lose. This approach is there. So, win-lose 

orientation is there. Competitive style negotiations tend to pursue our own needs. 

Moreover, this is in truth even when the result is that others may suffer. So therefore, in  that 

case, I am not bothered about others. I am concerned with my achievement of the goal. So,  I 

win.  

 

This kind of negotiation often uses whatever power and tactics we have, including the 

personality, position, economic status, brand strength or size and market share. Then, 

definitely, in that case, because the, I am on the upper hand side, so, therefore, in that case , I 

will because of my personality or my position or my economic threats economic strength and 

others economic threats are there.  

 

So therefore, in that case, I win, and your lose attitude may be there. When we need to act or 

get results quickly, this negotiation style can be helpful when we buy or sell something as a 

one-off is there.  

(Refer Slide Time: 25:31) 

 

The third one is that I lose; you win. Very interesting, it reflects a mirror image of the 

competition. It is entirely giving into someone else concerns without making any effort to 

achieve one's ends. Moreover, this tactic of appeasement is there. For accommodating style 

negotiations, the relationship is everything. Accommodating profiles win people over and 

give people what they want. When to use them, I lose; you win?  
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When we, our company, are at fault, repairing the relationship is critical. We can also take 

this approach when we have nothing else that would have benefited the other party. It is a gift 

to rebuild bridges that are there. So, in that case, we can use this negotiation style in this 

situation.  

(Refer Slide Time: 26:13) 

 

I lose and win some, and you lose and win some. So, it is an approach that represents a 

compromise between the domination and the appeasement is there. Both parties give up 

something. It, both parties get something. Moreover, both parties are moderately but 

incompletely satisfied. So therefore, in that case, compromise often involves one or both 

settings for less than we want to need.  

 

This can result in an end position roughly halfway between both sides opening the positions 

there. Moreover, when with this approach be used? When we are pushed for time and dealing 

with someone, we trust. It also needs to be clear that it would not be in the other side's 

interest for them to win a cheap victory. Both sides win and lose. Make sure we win the right 

things and lose the right things are there.  

(Refer Slide Time: 27:08) 
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Moreover, finally, I win, you win. It reflects an effort to satisfy both parties f ully . This is a 

strategy which is the more sustainable strategy is there. This is a problem-solving approach 

that requires the integration of each party's concerns. We often confuse win-win or 

collaboration with compromise. However, these two styles are distinct from each other. Win-

win is about ensuring both sides have needs or goals met while creating as much mutual 

value as time and resources.  

 

When to use it? Collaboration and partnerships are the primary styles we should use f or the 

most goals in business to business negotiations.  

(Refer Slide Time: 27:49) 
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So, they are, there are specific tips for leaders. Prepare well for the negotiation. That is your 

plan. So, resolve the conflict. A leader may need to spend considerable time in preparation 

for the negotiation. 

Furthermore, the leaders should anticipate each side's key concerns, both sides. Do you know 

what their expectation is? What would they be like to gain? What will they be ready to lose? 

Attitudes, possible negotiation strategies, and goals are there.  

 

Separate the people from the problem. Invariably that is to be done. Negotiations involve 

substantive issues and relationships between the negotiators. So, it is easy for these parts to  

become entangled. When that happens, leaders may inadvertently treat the followers and the 

problems as though they were the same, which is not to be (()) (28:36). Separate the leader 

people from the problems are there. Leaders can do several things to separate the people from 

the problem. 

(Refer Slide Time: 28:43) 

 

Focus on the interest and not the positions; more constructive to satisfy interest than to  f ight 

over the positions. Furthermore, it is essential to focus both on your follower's interests and 

your interest and not like this. That is, we are focusing only on self-interest. Say Ram is at the 

same reserved seats to the local symphony every season for several years. However, he was 

just notified that he would no longer get his regular tickets.  

 

Feeling irritated, he goes to the ticket office to complain. He could take one approach to 

demand the same seats he has always had. This would be in his position. A different approach 
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would be to find alternative seats that are just as satisfactory as his old seats were. This would 

be his interest is there.  

(Refer to Slide Time: 29:30) 

 

They got a good deal. So therefore, this belief is required, so, often a zero-sum game in which 

the one party's gain is the other party's loss. For example, every dollar less you pay f or a car 

is your gain and the seller's loss. However, it does not have to be an I win, and you lose the 

negotiation. Leaders should not take advantage of others. It is about building relationships 

and helping each other get what we want.  

 

Because once you can get this particular strategy successful. However, it will be a short term 

strategy. It will not be a long term strategy. To get what we want, we have to sell our ideas 

and convince our followers to give us what we want. However, negotiation should be viewed 

by all the parties as an opportunity for everyone to win. Moreover, when possible, make the 

pie larger than the fight over how to split it.  

(Refer to Slide Time: 30:19) 
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Focus on the obstacle and not the person. As I mentioned, that is always understood. It is 

what the issue is there. Concern with the issue so that the negotiator if we he is having that 

follower is becoming defensive, we may end up arguing. Moreover, it will be harder to reach 

an agreement is there. So, therefore, do not be argumentative in this negotiation rather than 

focus on the issues rather than the person is concerned.  

(Refer Slide Time: 30:48) 

 

These are the research papers' models for effective negotiation skill development. This paper 

is to develop an initial model from an intra-organizational perspective, developing 

negotiation skills and behaviour.  

(Refer to Slide Time: 31:02) 
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There is this design and methodology approach, and the findings are there. These are the 

original values and practical implications.  

(Refer to Slide Time: 31:11) 

 

This is the case study. Indian labour unions are there. Moreover, therefore, changes in  state 

and the national labour laws and private sector jobs are there.  

(Refer to Slide Time: 31:20) 
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So therefore, in that case, always labour union negotiation has its plus and minuses. On the 

positive side, negotiating is a collective unionized worker can earn, on average, roughly 15% 

more than their non-union counterparts are there. So, therefore, always, if  there is a  union , 

then there will be more gain will be there.  

(Refer to Slide Time: 31:39) 

 

At times, public-sector unions have been able to negotiate employment arrangements that are 

hard to sustain. Moreover, in that case, the public union state unions often face the problem in 

the completion of the negotiation.  

(Refer to Slide Time: 31:53) 
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(Refer to Slide Time: 31:56) 

 

These are the questions in this particular case study.  

(Refer to Slide Time: 31:58) 
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This is negotiating in the leadership zone. So, this is the book which is recommended.  

(Refer Slide Time: 32:05) 

 

(Refer Slide Time: 32:07) 
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Furthermore, it helps you understand how to be a good negotiator. This is all about 

negotiation and leadership. Thank you.  
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Lecture – 29  

Leadership in Crisis Situation 

 

Now, we will talk about another aspect of leadership. Furthermore, that is a crisis. Whenever 

there is a crisis, how to work on this crisis leadership, formulating a crisis plan, the 3-stage 

crisis management plan, pre-crisis planning, leading during the crisis, adapting after a crisis ,  

the 5-steps crisis risk assessment model, research paper, case study, book recommendation 

and references, as usual.  

(Refer Slide Time: 00:37) 
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So, whenever we are talking about a crisis is a low probability but high impact event that 

threatens the viability of an organization characterized by the ambiguity of cause, effect and 

means of resolution. So, there will always be a low probability in that case and f or the high 

impact event. So, in that case, it is the belief that a decision must be made swiftly.  

 

The crisis is omnipresent in today's environment. That is true. Everywhere these crises exist.  

So, there is nothing like this. That is the; it is arising for the first time. Crises are indeed 

damaging to an organization if not adequately managed. Therefore, whatever the crisis keeps 

on emerging in the organization, it has to be handled professionally. If there, it is not 

professionally handled, then it will damage the organization in the long term.  

 

Because what happens? That is the, suppose there is a people crisis. So, people's crisis will be 

maybe for a short time. Nevertheless, during that short time that leadership is not there , the 

organization will suffer. Moreover, these sufferings will carry a long term impact. So, crisis 

come in many forms. Regardless of the nature of the crisis or the type of organization, they 

will all have the stress and pressure in common.  

 

They place on the organizational resources and systems. So, in that case, if it is not managed 

correctly, they will have the stress and pressure as the outcome of this crisis.  

(Refer Slide Time: 02:28) 

 

Now, when we talk about crisis leadership, so is about being prepared with a plan to  f ollow 

when a crisis occurs. So, what the crisis leader does? He well plans to have the planning 

prepared. So, it is about the role of corporate leaders in crisis prevention , and the 
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preparedness is there. So, effective crisis leadership is about having foresight and proper pre -

crisis planning for managing a crisis.  

 

So, therefore, in that case, it is becoming different. That is effective crisis leadership is about 

having foresightedness. So, what type of leadership is there? Whether the leadership have the 

foresight and the proper pre-crisis planning there or not? So, it is always when we talk about 

the prevention and preparation-ness of the crisis.  

 

So, always, there is foresightedness is there. Vision is there. So, the leader understands that 

this situation is going to arise. And then, he has to tackle the situation in advance itself . There 

is a great need for leaders from all walks of life to show that they possess the skills and 

competence to lead during times of crisis. So, that particular competency is required that they 

will be able to manage if a crisis arises.  

 

So, proactive organizations have found it prudent to designate a specific individual or unit to  

scan and monitor the internal and external environments for potential threats or warning signs 

of a crisis. So, there is constantly scanning and monitoring the internal and external 

environments. Furthermore, whenever you analyze the internal and external environment, 

naturally, you will know that particular potential threats or warning signs are there.  

 

For example, whenever we are talking about this TWOS (04:35) matrix is, there and threats, 

weaknesses, opportunities, and strengths. So, therefore, always we talk about the SO strength 

and opportunities, and then the strength and threats, the weakness and opportunities, and 

weaknesses and threats are there. So, monitoring the internal and external environments, 

these opportunities are usually internal.  

 

Furthermore, whenever we talk about the threats' weaknesses, they are external.  So, always 

try to get that is the, we can match these strengths with the opportunities to maximize. 

Moreover, this weakness with the threats to minimize is there. So, what do we plan? We plan 

to develop this leadership. That is the, in this situation, in the crisis. So, whatever the threat to 

our strength, that has to be well planned and prepared.  

 

So, prevention and preparation is the formula for this. So, if you are well prepared and you 

know that you have the prevention, you will be successful.  
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(Refer Slide Time: 06:00) 

 

So, what are the different essential competencies are there? So, craft a vision. So, f ormulate 

an overarching vision of crisis management for the organization. So, a crafting vision is there, 

then the set objectives. So, establishing the strategic goals and the program objectives is crisis 

management. So, always have these or set the objectives for your goals.  

 

Whatever these strategic goals and programs will be there so that you can manage the crisis .  

Formulate, execute and evaluate a crisis plan. So therefore, coordinate the creation of a crisis 

management plan. So, the manager must develop this particular planning skill in the skills. 

He can develop this execution and evaluate that particular crisis plan is there.  

 

Then, they communicate. Establish a communication plan for notification and mobilization 

when needed. So, a communication plan will always be there to communicate is there. 

Moreover, whenever there is a plan for this communication, so, whatever, people that your 

team should know what the issue is there. What are these? In this crisis, who will contact 

whom.  

 

Who will be the nodal person taking care of this particular problem? Moreover, f rom where 

they will get the resources? All this communication that is about the mobilization of 

resources, man, machine, material, money, method, minutes, all 6 Ms which are essential in  

management so that mobilization will be communicated in the time of crisis is there, because, 

in the crisis, you will require the resources.  
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So, immediately getting the resources or managing the resources is difficult. So therefore, 

already well planned is there. Manage the people., this competency, these leaders who 

manage crises develop a pre-crisis simulation. Those trials are a drill plan for the crisis team 

and the entire organization. So, it is not like that. This will be coming as a surprise. Rather 

than they are well prepared. Moreover, they can manage this crisis. 

(Refer Slide Time: 08:31) 

 

 Overcome the psychological roadblocks, and they perceive the risk realistically. Can 

approach the crisis management planning logically and systematically is there. The literature 

suggests that organizations with early crisis identification systems. Now, that is very 

important. So, like, it is disaster management is there. So, therefore, whenever there is an 

earthquake and if you get the notice that there is a flood and you get weather notice is there.  

 

That is, and then, what happens? That is you have well prepared is there. So, early crisis 

identification is to be prepared. Systems are to be prepared. So, in HR and behaviour also, 

you can plan for this type of this identification system. 

Moreover, those are called the HR indicators. I call that an HR indicator. So, from the HR 

indicators, you can, if you have the strong indicators, know, so, you will know that this 

particular employee will create a crisis.  

 

So therefore, in that case, much expertise is required so that identification of the systems and 

the crisis management plans are already in place before the occurrence of a crisis. 

Furthermore, suddenly, that one employee creates a problem, so you know it is how to 
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manage this particular crisis and be better prepared to manage and survive a crisis event. 

These better-prepared organizations have the opportunity to reposition themselves.  

 

Moreover, turning a crisis event into a strategic opportunity is there. Moreover, therefore, if  

they are smart enough, they will convert this crisis into an opportunity.  

(Refer Slide Time: 10:07) 

 

An organization's readiness to respond to a crisis is a function of the following, the skills, 

abilities and experience of a designated crisis leader. Moreover, therefore, in  that case,  this 

particular organization's readiness to develop the skills, especially the technical skills.  So, in  

the case, of skills and abilities, there is job knowledge in doing the job. Alternatively , is the 

case of a managerial aspect is there.  

 

What skills do you have? What are the abilities they have? So they can manage this particular 

crisis. A simple example of that is the diversification of the product. So, suddenly, if this 

report comes, your organization cannot survive unless and until you do not have the 

diversification. So therefore, in that case, a designated crisis leader will be there. A trained 

and well-prepared crisis team is there.  

 

Moreover, therefore, it is already that you have the team that will handle this particular crisis.  

Organizational preparedness through regular drills and training is there. Let me see the 

firefighting. Moreover, in the firefighting training, they keep on giving the training. So, when 

in case, unfortunately, there is a fire, then this team is ready. And then, they are ready to use 

the extinguishers.  
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Moreover, cover all these management practices for this particular crisis. So, there is man, 

machine, material, money, and methods with adequate organizational resources. So, the top 

management's support and commitment are required. You see, decisions will be taken, which 

may sometimes be wrong or right. Furthermore, therefore, in that case, if there is any wrong 

decision by mistake, then the top management's support and commitment are required.  

 

Crisis, by nature, is not part of the everyday work experience. Therefore, touchwood should 

not be an everyday work experience. Furthermore, effectively managing crisis situations 

requires leaders to be well prepared for the unknown because it is unknown.  

(Refer to Slide Time: 12:11) 

 

The benefits of a crisis plan. Though suffering some loss is almost unavoidable, having a 

crisis plan in an actual crisis has several benefits and having a crisis plan in place. Reduce the 

duration of a crisis. Enhance or retain a corporation's reputation. Allow for quick and 

effective responses. Improve communications. Enhance coordination and cooperation among 

the team members.  

 

Ensure ready and available resources. So, whatever the resources are required to manage the 

crisis, they are available. Ensure fewer costly mistakes are there. So therefore, maybe 

inevitable costly mistakes are there, and then, in that case, how you will be overcoming that 

particular crisis? So, you should have a plan. Ensure less panic. Otherwise, what happens?  
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If it is a sudden shock experience, then people will behave, becoming more panicked. 

Nevertheless, if their mind is prepared that this crisis may come, they will have minor panic. 

Ensure quicker resolution of the crisis. Furthermore, therefore, in that case, whatever the 

crisis is there, the crisis is a crisis. Even if you can control it, you have to see that you have a 

permanent solution; a quicker solution to the resolution of the crisis is there.  

 

Limit or protect the financial loss. Ultimately, it is the business entity. Moreover,  therefore, 

we have to minimize the losses in crises.  

(Refer to Slide Time: 13:42) 

 

So, pre-crisis, leading during a crisis and adopting after a crisis. Whenever we talk about pre-

crisis planning, the crisis response team is there. So therefore, they have been well trained , 

well guided, and well supervised. If a situation occurs, what you are supposed to do. Develop 

the crisis plan. So therefore, if the, even then, in that case, the crisis occurs.  

 

Then, you are supposed to take action as per the discussions and meetings held before the 

crisis has arisen. Leading during a crisis now, but despite these, if there is a crisis, the role of  

the senior leaders becomes essential because they have to find out the solution to  this crisis 

management is there. Moreover, if effective crisis communication, crisis resolution will be 

there, and the problem will be solved.  

 

Adapting after the crisis, evaluate now; the crisis is over, but what the lessons of learning. 

Lessons of evaluation of the crisis response and lessons learned from this particular 

experience and the prevention of a future crisis. That is how in the future, if again there is a 
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crisis, how we can prevent ourselves is there based on the experience. So therefore, based on 

experience, we should prepare the road map for future prevention and control.  

(Refer to Slide Time: 15:10) 

 

Every organization, a large or small, for-profit or non-profit organization, has a pre-crisis 

plan. Develop a pre-crisis plan that would accurately anticipate because we are unaware of 

what will. For example, the earthquake at what pace will be there, we do not know. So 

therefore, in that case, it is almost like we are ready for that, but not exactly. So, there will be 

the, anticipate and address will be there in the, whatever is the plan is there.  

 

Then, that will be, we have to find out as per the plan. We can minimize the negative 

consequences of any crisis. Hope for the best and plan for the worst. So therefore, this is the 

funda. So, funda is this that is the always that we will be able to manage the crisis. So, if  you 

remember, there are so many disasters and crises in Uttarakhand. And then, in that case, 

always, it was the belief that we would be able to solve.  

 

And then they minimize the losses. So therefore, that planning for the worst is there. So, after 

some experiences, now the government is so well prepared and can control the step of the 

crisis based on past experiences and disaster experiences. So, therefore, in that case, how the 

same thing is there in the family. So, suppose any crisis occurs if we are well prepared and  

well planned because we know that the crises can come at any time.  
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Then, definitely, in that case, our response to that particular crisis will be much better. So, do 

we have a crisis response team who will be on the front line? Yes. What is your crisis plan of 

control? Do we have all the necessary resources in place that is to be ensured?  

(Refer Slide Time: 17:09) 

 

Moreover, do we have a crisis response team and who is on it? So, therefore, in that case, 

what will be the crisis? For example, a simple example of an economic recession is there. 

That is also a crisis. So, the production, finance, marketing, and HR executives are  working 

together? Having a standing crisis response team increases an organization's ability to 

respond to a crisis in a timely and effective manner is there.  

 

So, if an economic recession is there, our team will be able to manage that particular crisis .  

As I mentioned, a crisis response team should involve a good mix of representatives, finance, 

marketing, operations, and HR. Diversity in the makeup of the crisis response team increases 

diverse input that contributes to better decisions.  

 

So, always we have to make this a heterogeneous group. Furthermore, whenever we have a 

heterogeneous group, the heterogeneous group will contribute to better decisions. In a crisis,  

a leader wants a team that has trained and worked together. So, during pre-crisis planning, 

questions or information flow and chains of command are addressed. So therefore, always we 

have the strength the pre-crisis planning.  
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So, involve all the people. Let them ask the questions. Let them be available online. And, 

during the prerequisites of planning, the questions or information flow. Already ready, and 

you have the answers for that.  

(Refer Slide Time: 18:43) 

 

Now, our plan of action is also essential. The only thing is that this should not be only on the 

document; it should be well written. So, it involves imagining the worst possible scenario that 

could happen to the organization and the impact on employees, customers and other 

stakeholders. So, to be well prepared, the crisis plan must incorporate as many potential 

emergencies as possible.  

 

Moreover, in that case, we should manage those resources for managing the crisis in advance. 

The crisis leader and the team should then assess the risk of these potential events and 

evaluate their possible ramifications. So, always, this crisis leader, what do they do? They are 

making the team, and this leader and team are always there for any type of event, and they are 

ready.  

 

Furthermore, therefore, they come with the possible ramifications are there. For each crisis 

scenario, the crisis team tries to imagine the responses of different stakeholder groups, which 

enhances preparation and reduces the level of confusion, anxiety, and frustration. So, usually, 

what happens? That is, our team should be so strong. So, they can identify who the people 

who will be enhancing the preparation are.  
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And then reduces the level of confusion. So, the level of confusion should not be there 

because our team members, those whom we have selected, are already clear with that is the, 

what type of these issues will be emerging crisis. Furthermore, therefore, that anxiety and 

frustration will be minimized.  

(Refer Slide Time: 20:18) 

 

Do we have all the necessary resources in place? Both financial and non-financial resources 

are needed to manage. So, I always talk about the man, machine, 6 Ms, man, machine, 

material, money and method. Now, whenever we are talking about the financials, we are 

talking about that money. Moreover, whenever we are talking about the non-financial, 

resources are concerned.  

 

So therefore, in that case, whatever the methods we are using and then methods that will be 

minimizing the cost of our, that particular operation. So, all these aspects that we can create 

should be managed with the resources in a plan. So, we are well prepared. It is not 

unprepared. We are well prepared is there. So, people, technology and equipment, you know, 

these people, technology and equipment to near may never have been deployed to see how 

well they function together.  

 

Moreover, that is also very important. So, many times we see their fire extinguishers placed, 

but it is difficult to get to start that particular fire extinguisher at the time of the fire. Even 

people do not know. So therefore, in that case, that is near and deployed to see how well they 

are functioning together. If they are not functioning, what will be the outcome? Furthermore, 

they have underscored the importance of training and drills that simulate the actual crisis.  
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So, these drills are to be done. So, that is the natural crisis. We are ready. In a crisis, the pre-

crisis plan is put into action. Moreover, the crisis leader and his team have to step forward 

and manage the crisis. So, that is a preventive step. 

Moreover, the people should be well prepared in advance. Furthermore, those leading this 

type of the crisis are called crisis leaders. So, they are experts in managing the crisis.  

(Refer Slide Time: 22:34) 

 

So, in, do, while leading the crisis during a crisis, the crisis leader must step forward and lead. 

The effective leader focuses on three key areas, goal, people and resources. That is the 

specific outcomes and objective of the crisis interventions. What is going to happen? People 

define the who. Who is getting the right people in the correct position with the right teams?  

 

So therefore, in that case, who will be responsible for managing this crisis? It is known. 

Moreover, resources define the how. They are determining how resources will be allocated to 

the right people. Moreover, how they will be employed these such resources are there. 

Furthermore, therefore, in that case, this will always be the situation. Whether it is all 

resources, we are in the hands of the right people. Furthermore, they can use those resources 

for the organization to manage the crisis.  

(Refer to Slide Time: 23:27) 
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So, there are the three fundamental principles of crisis leadership. Stay engaged and lead 

from the front. Focus on the big picture and communicate the vision. Work with the crisis 

management team, you know. So, therefore, always a leader should be different. They should 

work with the crisis management team and always focus on the picture and communicate 

how this team is going to work.  

 

So, another way of saying this is that the crisis led to being mindful of the 3 As. 

Acknowledge or admit the crisis. The action you are taking to contain or repair the damage. 

Moreover, tell the public what you will do to avoid a repeat in the future. Moreover,  in  that 

case, it has always been said to your team members. That is the, yes. That is always 

mindfulness of these leaders they are (()) (24:26).  

 

So, acknowledge, admit, and action; these 3 As are very important and that you will do to 

avoid a repeat in the future is there. So, that is required to be handled.  

(Refer Slide Time: 24:39) 
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Now, suppose that crisis is over, then adapt after a crisis. A practical post-crisis evaluation 

can churn an adverse event into growth and a learning experience. This is also very 

important. So, many times, the challenging situation makes you more robust. So, you become 

stronger. So, because of what happens with this tricky situation, you learn how to handle the 

challenging situation.  

 

Moreover, that learning experience is what you have learned by handling this particular 

situation and overcoming that particular situation. So, that will make you the more powerful.  

So, most forwarded looking organizations do a postmortem. Moreover, that is in the 

aftermath of the crisis. Top management authorizes a review. Moreover, the review should 

include performance indicators such as the effectiveness of communicating with the key 

stakeholder groups.  

 

So, earlier, we have talked about whether there should be a proper influential communication 

group is to be there but whether that has been the effect or not. Effectiveness in  addressing 

the root cause of the crisis, so, whether the, it is only the symptom of the crisis is treated at 

the root cause of the crisis. Crisis team effectiveness, we, in the preparation, have talked 

about that is, we have to work in the team. We have to create a crisis team.  

 

However, whether that team was effective or not while handling the crisis, leadership 

effectiveness, the person at the front, was able to influence the behaviour? Moreover, the 

effectiveness in dealing with the victims and family members is how it has been , becoming 

the effectiveness for the family members are there.  
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(Refer to Slide Time: 26:19) 

 

So, when we are talking about the 5-step crisis risk assessment model, we are there. In  crisis 

management, identify the risk; what is the risk? So, there will be the criteria, where this 

model is a scenario analysis and planning tool that highlights different contingencies and puts 

together a crisis management action plan. So, risk assessment and the ranking is there. There 

is a, what type of the risk is there?  

 

Furthermore, what type of crisis rank is there? Risk-reducing strategies, so there is a risk, can 

we minimize that particular crisis. Pre-crisis simulation and drill plan, so, therefore, if the 

crisis occurs, how we will be responding to that particular situation will be the pre-crisis 

simulation plan are there, and crisis management is there. So, ultimately, you are managing 

that particular crisis.  

(Refer to Slide Time: 27:11) 
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So therefore, if you can manage this planning preparation now, you must have seen it. This is 

also common with negotiation. So therefore, your leadership in negotiation and leadership in  

crisis both require your preparation and prevention, and both have the teams. So therefore, it 

is always better. That is, you have enough preparation so that if that situation arises or when 

you are going through that particular phase, you are well prepared.  

 

So, also you can learn from the research practices. This is the paper. The title is Leveraging 

Culture and Leadership in Crisis Management. Now, this is another crucial point. That is 

about the organization's culture. So, whether the organization's culture is to get these 

prevention practices or not and well-planning practices or not. Many organizations ignore this 

type of crisis and the possibilities of this crisis.  

 

Moreover, therefore, in that case, if that culture is not there, it will be challenging for leaders 

to control the crisis. However, if there is a culture that is I am identifying the crisis situations 

and then well preparation for these facing these situations, making the team, managing the 

resources, then definitely, in that case, that will be a proper crisis management be there.  

(Refer Slide Time: 28:53) 
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So, here, four types of leadership are included. So, organizational crisis management is the, 

also here, 5-stages life cycle which we have talked about. That is, detection, prevention, 

damage containment, recovery, and learning are there. So, after that crisis also, we can learn . 

That is what exactly we have and documentation. So, whenever we talk about this crisis 

management, we will forget that that was a situation after five years.  

 

For example, this disaster occurred in Uttarakhand. Moreover, it is well documented. 

Moreover, after almost more than seven years, we can see that is the yes that we are better 

prepared with the help of that documentation. So, this time it will not be that many losses. 

Touchwood, it should not be there. However, in the case something goes wrong, a crisis 

comes. It is a natural crisis. So therefore, in that case, we are prepared.  

 

So, what leadership is required? The directive, transactional, cognitive and transformational 

is critical during crisis management. Five research propositions have been proposed for each 

stage of crisis management is there.  

(Refer to Slide Time: 30:14) 
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So, Proposition 1, Proposition 2, Proposition 3, Proposition 4, and Proposition 5 are there.  

(Refer to Slide Time: 30:18) 

 

(Refer to Slide Time: 30:23) 
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So, research limitations and implications are there. So, naturally, every research has certain 

limitations and implications.   

(Refer to Slide Time: 30:33) 

 

Moreover, this will be the originality of this particular paper. So, always, this type of paper 

and research papers if you go through we find that is we can develop the leadership 

competencies and crisis-prone culture is there. Moreover, organizations are well prepared. 

So, there should be a focus on this particular type of leadership in the organization. So, 

organizations will be well prepared and lose, especially the human resources loss.  

 

That will be the minimum when we are well planned and prepared to prevent this loss.  

(Refer to Slide Time: 31:09) 
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This is the case study about Antonio Perez; Eastman Kodak is there. So, he is the chairman 

and CEO. Moreover, born in Spain, I went to graduate from college. Instrumental in 

transforming HP's inkjet printer business division from a money-losing to a moneymaking 

operation is there. So therefore, Perez was passed over as a choice for the company's CEO in 

2003. So, he resigned. Kodak, the once innovative digital giant, is there, which has been 

started.  

(Refer to Slide Time: 31:40) 

 

Moreover, we know that all of us, who gave birth to the first digital camera in 1975 and are 

now being left behind in the digital revolution, are there. So, whatever has been done, these 

companies were much faster innovating and responding to the market demands. So, Sony, 

Nikon, Canon, and Olympus are becoming faster in the market demands. That Eastman 

Kodak was filing for Chapter 11 bankruptcy protection. That is the, in 2012.  
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(Refer to Slide Time: 32:19) 

 

He embarked on an aggressive restructuring strategy to costs while diversifying into new 

business sectors to increase revenues. Many investors believe Perez was not acting fast 

enough in the transformation plans. He was criticized for acting too slow in winding down 

operations and making the layoffs that the company needed to survive before it was an 

unavoidable bankruptcy.  

 

So, whatever the steps were required, the Kodak or the Perez was too late. However, the 

board of directors thought differently. Perez, it said, will remain CEO for one-year post-

bankruptcy emergence or until the post-emergence board of directors elect his successor, 

whichever is sooner. Moreover, Kodak emerged from bankruptcy and its restructuring on 

September 3, 2013.  

(Refer to Slide Time: 33:10) 
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Kodak has transformed into a business to a business company focused on imaging. It 

describes itself as a company centred on disruptive technologies and breakthroughs. The 

solution for the product goods packaging is their graphic communications. Moreover, it 

seems to prove his critics wrong. For those who thought Perez was risking his survival by 

taking a stake at Kodak's survival, time may prove them wrong. So, once traded f or the just 

cents to the dollars, now, back over dollar 27 a share.  

(Refer to Slide Time: 33:41) 

 

Now, what are some of the changes Mr Perez has instituted to avoid repeating a similar 

crisis? So, this is a fascinating case study that will help you understand. That is how the 

leadership of Perez handled the situation.  

(Refer Slide Time: 33:57) 
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This book is recommended, 7 Lessons and Leading in Crisis.  

(Refer Slide Time: 34:07) 

 

So, leadership in crisis, this will be book 7.  

(Refer Slide Time: 34:08) 
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It is the face reality, starting with yourself. Do not be Atlas; get the Atlas a world off your 

shoulders. Dig deep for the root cause. Get ready for the long haul. Never waste a good crisis. 

You are in the spotlight; follow the north. Moreover, go on offence, and focus on the winning 

now. So, therefore, never get discouraged; always try to come out with this type of crisis. 

(Refer to Slide Time: 34:29) 

 

Learn from that experience and go ahead. So, these are the references from the text material 

taken for your further studies. 
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology – Roorkee 

 

Lecture – 30   

The Situation and the Environment 

 

In leadership, it becomes essential the third factor. I have talked about leaders, followers, and 

situations in the leadership process. So, therefore, this situation in the environment plays a 

vital role. So, here, we will talk about the situation and the beautiful picture.  

(Refer Slide Time: 00:47) 

 

Through the picture, it has been depicted. That is the; when you are on the land, you are 

looking for the boat. Moreover, when you are in the boat, you look for the land. So, therefore, 

in that case, it is the situation versus personality, task, organization, formal aspects, inf ormal 

aspects, environment, adaptive leadership, research paper, case study and book 

recommendations, and references as usual.  

(Refer Slide Time: 01:16) 
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So, according to the Merriam-Webster dictionary, a situation is a relative position or the 

combination of circumstances at a particular moment. So, this is very important. So, it is a 

very relative position. As seen in the previous slide, you are in the boat and want the land. 

When you are on the land, you want the boat. So therefore, it is a situation. Moreover, 

interestingly, the very right word has been used, relative position.  

 

So therefore, in that case, a situation in a relative position or the circumstances at a specific  

moment will decide how the situation is. All the circumstances and things that are happening 

in a particular time and in a particular place and time and a particular place, then definitely, in 

that case, it becomes about that particular situation. That is under what situation are you 

working.  

 

Sociologists William I Thomas and Florian Znaniecki are credited with laying the theory and 

research groundwork for the concept known as the definition of the situation. Moreover, 

therefore, in that case, it is, it depends on that. That is the type of this theory and research 

groundwork created to define the situation.  

(Refer Slide Time: 02:51) 
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So, in the book titled The Polish Peasant in Europe and America, William and Florian  wrote 

that a person has to take social meanings into account. Now, here, you see. Whenever we talk 

about a particular topic or concept, then, in that concept, there are the different factors or 

dimensions that affect that particular definition, concept and topic.  

 

So, here, we have to consider social meanings according to this book title. Furthermore, I 

think this is also very much applicable in the context of India and interpret his or her 

experience not exclusively in terms of his or her own needs and wishes but also in  terms of  

the traditions. So, this, in India also, you will find. Moreover, especially, you will find . That 

is the Indian ladies.  

 

So, they will not decide just what they want to take. They will follow her social milieu's 

traditions, customs, beliefs, and aspirations. Furthermore, that is true. So, in this situation, 

whenever we are talking about gender-based leadership, if you talk about, so, why many 

times do we find that is especially true in India. So, ladies are the better manager and leaders 

as compared to males.  

 

Furthermore, the reason is that this is in the context when we make the study the social 

meanings. So, in India, this society's backbone is the ladies of the house, whether the mother 

or wife or daughter or sister, whatever we talk about such a role we talk about. Then, in  that 

case, it is the social meanings because they carry the traditions, customs, and beliefs, and you 

run an organization as they carry for the family.  
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So, any decisions relating to the family's traditions, customs, beliefs in the family and, 

according to them, their social milieu. So, in that case, they refer to the shared beliefs. It is 

not like this. You will often find that if the male is the head of the family, he may like to 

decide on the surface of the analysis. However, if the lady is the head of the family, she will 

have a consultative type, a participatory leadership style that will work in the house.  

 

So, that is, shared beliefs are there. Furthermore, cultural practices and norms become 

common sense to native the members of society. Alternatively, I would like the example I 

was checking; then, it becomes common sense to native family members. An organization is 

also a family. Furthermore, this social dimension, you know, is also becoming very important 

nowadays for organizations to follow and become the ethical and moral emotions.  

 

Take care of the moral emotions. Moreover, in the, here, when we, then, it will be having the 

complete, the, it will complete the social meanings. So therefore, to learn an organization, 

these social meanings, morals, and emotions are becoming very important. So, in this book , 

that is The Polish Peasant in Europe and America, William and Florian wrote that a person 

has to take the social meanings into account. Moreover, that is also very much applicable in  

the case of leadership in India.  

(Refer Slide Time: 07:06) 

 

Situation versus personality, the studies of leadership effectiveness, the situation can and does 

vary dramatically. Overnight, what overnight means is just an example, but the situation 

changes within seconds. Like, I will like to mention that is Rama's personality. So, Lord 

Rama, the day before, was asked to take the to become the king of the Ayodhya.  
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Furthermore, therefore, in that case, his father told him that tomorrow morning he would 

become the king. Nevertheless, the following day, when he visited his father, the father sa id 

that no, you have to go to the forest. Moreover, that is the; you will not be the king. 

Furthermore, here, it is just what I would like to take. That is the one executive who had 

called one day before and said that you would become the CEO tomorrow.  

 

You take charge of the CEO tomorrow morning. Moreover, when he goes to the chairman's 

office the next day, the chairman says, no, your services are terminated. Now, how the person 

will react to the situation? Moreover, therefore, here, that is a reaction and response. That 

shows an individual's personality, whether the person reacts to the situation or responds to the 

situation, like in the case of Lord Rama, from where we learned.  

 

That is the; we have to respond to the given situation. So, if this is the order of the head of the 

family or, in that case, it was enough for the Rama to have, the, to know that is it is a wish of  

the father. Nevertheless, here, if it is the order of the family, then, in that case, also the 

personality will respond. The personality of Rama will respond. Such personalities will not 

react to the situation. That is yesterday you told me to be the CEO.  

 

Furthermore, today, you say that your services are no longer required. So, if this is the 

situation, it is a personality, situation, and personality. That is a, I think, is a perfect example 

of how a situation changes, then the how a personality responds to the situation and does not 

react to a situation. An effective leader of a different job may change considerably because 

the situations facing leaders of such groups may be so variable.  

 

The study of leader characteristics has yielded inconsistent leadership ef fectiveness across 

jobs or situations. So, we cannot generalize. Moreover, therefore, there will be different 

characteristics that will emerge. I will say the different personalities every individual has a 

different personality. Moreover, as a different personality, it will be the, in a given situation, a 

different response will be there.  

 

Thus, the importance of the situation in the leadership process should not be overlooked. So, 

the personality and the situation must be considered whenever we talk about leadership. So, 

Lord Rama has become the leader because he has responded to the situations in the changing 
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situations. He has put an example. So, similarly, in the family or the organization , effective 

leadership will be across the job or situation as the situation changes.  

 

So, it will not be the same. It will be inconsistent. So, there are inconsistent results whenever 

we talk about that particular situation.  

(Refer Slide Time: 11:39) 

 

Some leadership researchers emphasize the importance of the situation in the leadership 

process in contrast to the grand man leadership theory. These researchers maintained that the 

situation not someone's traits or abilities. So, therefore, it is the situation that decides and not 

the individual who plays the most crucial role in determining who emerges as a leader. As 

supported by the situational viewpoint, these researchers noted that great leaders typically 

emerged during economic crises, social upheavals, or revolutions.  

 

Great leaders were generally not associated with the periods of relative calm, or quiet is there. 

So, identification of the leader comes in the tough time only. We have talked about crisis 

management. So, you will find that whenever we have talked about leadership in crisis 

management. That is about the situation; furthermore, how the leadership has been developed 

in the given situation.  

(Refer Slide Time: 12:36) 
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Here, we will talk about the theories supporting situational factors. In role theory, a leader's 

behaviour depends on a leader's perception of several critical aspects of the situation . Rules 

and regulations governing the job, role expectations of subordinates, peers and superiors, the 

nature of the task, and feedback about subordinates' performance are  so  many f actors. So, 

first and foremost is about the, what is the rule of the land?  

 

So, as per the land law, it will be decided and then the people surrounding that particular 

person, the subordinates, Peers, and superiors. That is also, they are also essential and the 

nature of the task and feedback. So, therefore, all this plays a role. In the multiple inf luence 

model, Hunt and Osborn distinguish between the micro variables such as task characteristics 

and macro variables such as the external environment.  

 

Here, we will also find that the task playing a vital role is there in the role theory. And the 

external environmental factors also play an essential role. So, Hunt and Osborn believed 

micro variables have a pervasive influence on the ways leaders act. So therefore, accordingly, 

it will be decided.  

(Refer Slide Time: 14:01) 
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Moreover, in this situation versus personality, we have talked about the leader, follower, task 

or situation, organization, and environment. So therefore, this is creating the situation, the 

task level, the organizational level and the environmental level. So, each of which provides a 

different perspective to examine the leadership process is there. So, according to the task, one 

has to take the decision.  

 

According to the organization's culture, one has to take the decision. Furthermore, according 

to the existing environment, one has to decide.  

(Refer Slide Time: 14:49) 

 

Now, we will take them one by one. Task - The most fundamental level of the situation 

involves the tasks performed by individuals or teams within the organization. Moreover, there 

are several ways in which the tasks vary and are particularly relevant to the leadership. Such 
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task autonomy is how a job provides an individual with some control over what he does or 

how he does it. So therefore, in that case, that one has the control.  

 

That is how this task is to be performed. Moreover, therefore, then, there will be task 

autonomy. Similarly, there will be task feedback. Moreover, task feedback refers to the 

degree to which a person accomplishing a task receives information about performance from 

the performing the task itself. So, therefore, this degree to which the task receives 

information, so, here, so, whatever feedback will be there accordingly, the task will change.  

 

Moreover, the performance from performing the task itself  will vary in this particular 

activity. So, like the task autonomy and task feedback, there will be the task structure also. A 

degree to checkup to which extent any task is structured or unstructured. So, typically, if 

there is a structured task, there will not be much to do by the leader. Nevertheless, when there 

is an unstructured task, there are many things to be done by the leader.  

 

The more planned process and governing rules, the more structured task is there. Moreover, 

in that case, if that particular activity which the leader has to perform, a task one has to 

perform, if it is a very planned process, then definitely, in that case, there will be the more 

task structure will be followed.  

(Refer Slide Time: 16:33) 

 

Task interdependence concerns the degree to which the task requires coordination and 

synchronization for workgroups or teams to accomplish desired goals. So therefore , in  that 

case, it is a degree to which the person has to perform or synchronize for the group or teams 
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to accomplish the desired goals. Task interdependence differs from autonomy in that workers, 

or team members may accomplish their tasks autonomously, but the products of their ef forts 

must be coordinated for the group or the team to succeed.  

(Refer to Slide Time: 17:10) 

 

Two types of problems associated with the task are there. One is the technical problem, and 

the other is the adaptive problem. Whenever we talk about technical problems, these 

problems can be solved without changing the nature of the social system itself within which 

they occur. So, therefore, this is a significant issue because just I have talked about it. It is 

society's norm.  

 

Moreover, therefore, in the social norms, you have to work without changing the nature of the 

social system. So, it will be a significant technical problem. What is the work? Applying 

current know-how. Nevertheless, if there is any change, then definitely, in  that case,  it will 

become that difficult. That is, how you are going to apply the future technology . Moreover,  

the third one is, who does the work? There is the authorities are there.  

 

So, here are technical problems of the nature of the social system, the know-how system, and 

who is doing the work. That is the authorities. So, we have to handle this type of issue. While 

in the adaptive problems, what are these problems? Those problems can only be solved by 

changing the system itself; otherwise, it would not be changed. Moreover therefore, in  that 

case, this is the adaptive problem that will be there.  
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What is the work? Discovering new ways, and who does the work? The people facing the 

challenge are doing the work there.  

(Refer Slide Time: 18:34) 

 

As far as the organization is concerned, Kaplan and Norton, in 1996, have described a set of  

operating assumptions underlying the information age and contrasted them with their 

predecessors in the individual age. Moreover, they describe changes in the f ollowing ways 

companies operate there that have affected their leadership. The organization must operate 

with integrated business processes that cut across the traditional business functions.  

 

Link to customers and suppliers, IT enables organizations to integrate supply, production, and 

delivery processes, resulting in improved cost, quantity, and response time. So, therefore, this 

is, these are the significant factors on which the organization is dependent. Moreover, 

therefore, it will have specific attention will be required (()) (19:24) to improve the 

improvement in cost, quantity and response time.  

 

Another one is customer segmentation. Companies must learn to offer customized  products 

and services to diversify the customer segmentation. Moreover, therefore, these are the 

following changes that will make the leadership more challenging.  

(Refer Slide Time: 19:44) 
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The other dimensions are the global scale. Earlier, what was happening? It was only a local 

level, but now it is at the global level. So, companies today compete against the best 

companies throughout the world. Moreover, when competing with the best companies 

throughout the world, it becomes essential. That is, you have the global scale. Product lif e is 

shrinking. Companies must anticipate customers' future needs.  

 

So therefore, in that case, if you have come across the innovation for today, hardly it will 

work for three months. After three months, you have to come out with innovation. So 

therefore, it is a continuous cycle. However, it requires time, so, therefore, you have to  start 

much early in that case. You have to start with a big concept. So therefore, in that case, 

whenever there is a change in 3 months, immediately you are coming out with the new 

product.  

 

So, innovative new products and services rapidly deploy new technologies into the 

operations, but new products will be developed with the help of new technologies. So, 

therefore, your life cycle of the technology is three months only and then, if it is a heavy 

investment is there, how will you change your investment in the next every 3months? So, 

knowledge workers are there.  

 

All employees must contribute value by what they know and by their information. So 

therefore, these knowledge workers know that is the value they can add to the organization 

they are adding and whatever the information is required, they can provide that detailed 

information.  
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(Refer to Slide Time: 21:22) 

 

The formal aspects of the discipline of management and organizational behaviour can 

profoundly impact leadership. The formal approach is there. So, the level of authority  is the 

hierarchy level in the organization. Organization structure is concerned. In organizations, 

activities are coordinated and controlled. It represents another level of the situation in  which 

leaders and followers must operate.  

 

Moreover, it may vary in the complexity and degree of formalization. How will this 

formalization be done? It is a degree of standardization now, which usually varies with the 

size. Furthermore, centralization, that is, the diffusion of decision making, is there.  

(Refer Slide Time: 22:03) 
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The former aspects are based on the structure varying in complexity, horizontal complex ity 

and sheer complexity. So, horizontal complexity is the number of specializations at any 

particular organization level. Furthermore, the sheer complexity is the number of hierarchical 

levels appearing on an organizational chart. Similarly, the extraordinary complexity is the 

geographical dispersion of an organization's members.  

 

Moreover, therefore, in that case, if the members are at different places in the geographical 

location, then that will be the third dimension will be there. So, it has become imperative 

whether we will work into the horizontal complexity. That is the flat structure or the tall 

structure. There is a sheer complexity, or there will be the informal structures. Moreover, that 

spatial complexity will be there.  

(Refer Slide Time: 22:50) 

 

Suppose informal aspects are there, but most people probably think of culture in terms of 

gigantic social groups. The concept also applies to an organization is there. So, concerned 

members' subjective reactions to the organization and organizational culture have been 

defined as a system of shared backgrounds. So, we have talked about shared values. 

Moreover, the leadership must be performed in the shared culture, shared values, and society.  

 

These two concepts are distinct such that organizational climate is partly a function of 

organizational culture. Our feelings or emotional reactions about an organization are affected 

by the degree to which we share the prevailing values, beliefs and backgrounds of the 

organizational members are there. Moreover, in that case, those who are the people 

surrounding in working in that organization.  
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As I mentioned earlier, they also have to make the emotional reactions there. So, therefore,  

there will be a reaction. However, what is required? They respond. 

(Refer Slide Time: 23:50) 

 

The third dimension is the task, organization and environment. So, Ronald Heifetz argues that 

the leaders are facing more crises than ever before and that a new leadership model is needed 

because we are in a permanent state of crisis. Moreover, therefore, that leadership in  a crisis 

is to be studied. Change has become so fast and pervasive that it impacts virtually every 

organization everywhere and everyone in them.  

 

So, therefore, here, so, that, whatever the changes become this so fast, then, naturally, it 

impacts the virtual organization because of the geographical locations. VUCA is the Volatile, 

Uncertain, Complex and Ambiguous is there. So, therefore, in that case, in the VUCA time, 

the new state of affairs will be there because the world is becoming so volatile and uncertain . 

So, how does this leadership have to be flexible have to be changed?  

 

Otherwise, whatever the complexity will be there, then to handle the complexity, it will be 

complicated for the leader to come out with that particular situation.  

(Refer Slide Time: 25:05) 
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As we have talked about, the task, organization and environment are there in the constantly 

changing environment. 2 vectors added to the original diagram highlight how two contrasting 

multi-dimensional environments affect leadership. So, therefore, in that case, we are talking 

about that is the this is, these are the environment complex, unfamiliar, ambiguous and rapid 

change is there.  

 

Moreover, when there is another environment, simple, familiar, and apparent gradual changes 

are there. Now, in both the cases, the leader, we are talking about the environment, but the 

environment can be of this type Environment 1, or it can be Environment 2 . However, this 

task, organization, and environment are carried here. So therefore, in that case, what will be 

the leadership style?  

 

Because there are followers in this particular task, the two vectors are added. These are multi-

dimensional kinds of environments affecting leadership is there. Moreover, there is a 

categorization of either simple or complex environments not only implied . It is used to 

represent a range of possible environments in the figure. So, complex maybe, unfamiliar 

maybe, ambiguous maybe and rapid change maybe. 

(Refer Slide Time: 26:25) 
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So, political, economic, social, technological, environmental and legal, PESTEL. So, leaders 

have to analyze the business environment to make wise decisions. Taking into account the 

situation and in, what is the situation? The Leader-Follower Situation Framework consists of 

making the political, economic, social, technological, environmental and legal aspects are 

there.  

(Refer Slide Time: 26:52) 

 

We have talked about that is a social meaning. Social meanings in leadership are there. So, 

leaders must understand the societal culture and the associated belief wherever the 

organization is working, you know and when we are talking about the multinational 

organization, every nation has its own culture and practices. That is to be, the beliefs, 

characteristics, and customs of that organization have to be known by the leaders to avoid  

conflicts and misunderstandings.  
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Societal culture refers to those learned behaviours characterizing members' whole way of lif e  

within the given society. So therefore, we, I have mentioned in the previous of this that is the 

person learns from the society. So, leaders are developed from society. So, therefore, in  that 

case, they are required to know the global context and be respectful of the cultural differences 

in cultural perspectives.  

 

And not only they should know, but they should also be responsible for the different culture s 

and perspectives in the organization because it is becoming a global village. So, naturally, 

there will be different approaches.  

(Refer Slide Time: 28:00) 

 

So, what is required? Adaptive leadership is required. So, in adaptive leadership, a process 

principle of shared responsibility for the future success of the business or service is there. So, 

Ron Heifetz and Marty Linsky define adaptive leadership as a practical leadership framework 

in which individuals in organizations adapt and thrive in a challenging environment. The 

excellent definition is there.  

 

So, adaptive leaders must have the four fundamental traits foundational traits. Emotional, 

organizational, character and development are there.  

(Refer Slide Time: 28:32) 
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So, 4 A's of adaptive leadership is anticipation, articulation, adaptation, and accountability . 

So, the anticipation of the likely future needs, trends and options. Articulation of these needs 

to build collective understanding. Adaptation tools that there is continuous learning and the 

adjustment of the responses. This is a significant adaptation. Accountability is there when the 

maximum transparency of the decision making process.  

 

Moreover, openness to challenges and feedback is there. So, therefore, the accountability has 

to be, you know, hold for this the leadership styles.  

(Refer Slide Time: 29:03) 

 

So, situational changes, technical changes, technical and adaptive challenges and the adaptive 

challenges are there. So, a leader's behaviour is to get on the balcony. Identify the adaptive 

challenge. Regulate the distress. Maintain discipline attention. Give the work back to the 

716



people and protect the leading voices from the below. Adaptive work will be holding 

environment and leader-followers interaction. That is becoming very important.  

(Refer to Slide Time: 29:30) 

 

We will talk about these research papers, The Role of the Situation in Leadership. This is the 

American psychologist paper written by Victor H Vroom and Arthur G Jago. This paper 

examines the different leadership theories to emphasize the role of situation in leadership by 

laying a taxonomy of the situational effects on leadership.  

(Refer Slide Time: 29:57) 

 

So, this paper is fascinating because it talks about how you can achieve organizational 

effectiveness by understanding the situation, how leaders behave, and the situational 

influence of the consequence of the leader's behaviour.  

(Refer to Slide Time: 30:11) 
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These are the practical implications. Now, relevant to the professional research and 

leadership practice is there.  

(Refer to Slide Time: 30:19) 

 

This is the case study about the Virginia Tech Shooting, a heroin midst of the horror and a 

dark day at Virginia Tech. On that day, Cho Seung Hui went on a shooting rampage that 

killed 32 students and faculty and injured others. He created a situation of terror. 

Nevertheless, in that same awful situation, heroes were created. So, the particular message is 

there. That is from the awful situations. How were the heroes created?  

(Refer to Slide Time: 30:50) 
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Furthermore, so, therefore, describes how the two classmates barricaded their classroom door 

at the Norris Hall.  

(Refer to Slide Time: 31:00) 

 

Moreover, the days after Matt Lauer interviewed Zach Petkewicz on NBC's Today Show. 

Lauer asked Zach if they could have predicted how he would react before the shooting. The 

young hero, whose first reaction had been fear, said it was not possible for anyone. There is 

no way of telling what I would have done until you are put in that situation. Wonderful 

answer.  

 

So, concerning the case, discuss how the situation influences leaders and followers? Do the 

situational leaders always have to be reactive to the situation or the preventive prevention in  

the situation? It is challenging to say.  
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(Refer to Slide Time: 31:40) 

 

The book recommendation is about the lessons learned in change leadership. So theref ore, it 

will be you will be able to understand.  

(Refer to Slide Time: 31:47) 

 

That is, how to develop an effective solution by learning from the success and failure of 

others is there. Furthermore, avoid placing your trust in the wrong people—design training 

programs to fix problem behaviours. Moreover, getting leaders to lead and motivate the 

troops to change is there.  

(Refer Slide Time: 32:08) 
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These are the references which you can refer to for your further studies. Moreover, f or this 

particular study material, and this is all about the, whenever we are talking about the 

situational leadership. So, here, the situational environment, how the people can face it,  and 

what type of leadership will work.  

(Refer Slide Time: 32:24) 

 

So, ultimately, the conclusion is this. It has to be that we have to understand that a reaction is 

required or respond as required in the given situation. Furthermore, if the response is 

required, we have to show interest in the response and then we have to work on that is a 

responsive leadership and make and avoid to make the reaction to the given situation and 

environment rather than responding. This is all about the situation, environment, and 

leadership. 
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology – Roorkee 

 

Lecture – 31 

Culture and Leadership 

 

I have mentioned in my previous lecture that in a given situation a family culture, an 

organizational culture, a nation’s culture that plays a very, very important the way leader 

reacts and responds and that has to be considered unless and until you do not consider the 

surrounding culture whether you are into a small group or into a large group then definitely 

there are the chances that leadership may not be effective.  

 

So, therefore to make your leadership effective you have to concern with the culture and 

know the culture, what type of the culture and how to build the culture.  

(Refer Slide Time: 01:02) 

 

So, therefore in this particular session, we will talk about the organizational culture. Schein’s 

four key organizational culture factors, leaders and culture, what can leaders do to create a 

more ethical culture. Three types of leadership culture development, theory of organization 

culture, research paper, case study, and book recommendations as usual.  

(Refer Slide Time: 01:26) 
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Everyone thinks like an owner, a CEO, or a managing director it is one where everyone is 

entrepreneurial and proactive is there and therefore it is the collective wisdom of the 

organization. Culture means the collective wisdom of the organization.  

(Refer Slide Time: 01:46) 

 

Culture is a tacit social order of an organization. It shapes the attitudes and behaviours in 

wide-ranging and durable ways is there. So, whenever we are talking about the PESTEL 

political, economical, social, technological, environmental, and legal. So, when we are 

talking about the social dimension then the culture is becoming part of that social dimensions.  

 

So, these attitudes and behaviors are there will be the different ways as per the society norms. 

So, cultural norms define what is encouraged, discouraged, accepted or rejected within a 

group. So, those practices some people may admire your practices so you are encouraged and 
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some practices will be discouraged. So, therefore in that case it is the essence of an 

organization culture is innovation and risk checking, attention to detail, outcome orientation, 

people orientation, team orientation, aggressiveness and the stability is there.  

 

So, seven primary characteristics seem to capture an organization’s culture is there. So, 

whenever you have to decide on the organization culture first find out these seven dimensions 

and then you will come to know that is whenever you are working what exactly the 

orientation is working. For example, in some organizations, it might be innovation and risk 

checking. So, that is creative organizations, knowledge-based organizations, and KPOs are 

there and if there is research then that will be working.  

(Refer Slide Time: 03:18) 

 

Some question they defined the organizational culture is what can be talked about or not 

talked about. So, therefore in that case that is about your boss whether you are supposed to 

talk or you are not supposed to talk that is also a culture. So, if it is the culture is not talking 

about the boss, please follow that culture. How do people wield power? So, therefore those 

practices this secret of success that is to be identified. 

 

How does the person get ahead or stay out of the trouble? So, therefore, for example, I always 

give the example of newly wedded daughter in law and when she enters the husband informs 

that is what get ahead or stay out of the trouble is there how to handle. So, what are the 

unwritten rules of the game? And therefore, everything is not the black and white they are 

between the lines and those unwritten rules of the game that has to be observed. 
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You have to be a keen observer and not only keen observer you should be adoptable and 

adoptive in your approach in nature. If you are not adoptive in your nature and approach 

believe me that is when it will be a very tough task to became leader. What are the 

organizations morality and ethics are there the practice is in the organizations, what stories 

are told about the organization is there?  

 

So, like the unsung heroes are there the stories will be there and you are supposed to know 

about those particular stories.  

(Refer Slide Time: 04:51) 

 

Myths and stories are the tales about the organization that are passed down over time and 

communicate a story of the organization’s underlying values. So, therefore from the mother-

in-law and grandmother-in-law so that is over the time what has been communicated. So, 

therefore organization’s underlying values you will be understanding because when they will 

say oh this was allowed, this was not allowed, there was a fight, there was a struggle. 

 

And then we got it or we have not got it even after our struggle. So, therefore in that case it is 

a story of the organizations underlying values by your bosses and super bosses. Virtually any 

employee of Walmart can tell you stories about Sam Walton and his behaviour how he rode 

around in his pickup truck, how he greeted people in the stores and he attended to just 

showing up at different times.  

 

So, symbols and artifacts are objects that can be seen and noticed and that describe various 

aspects of the culture. So, in almost any building for example symbols and artifacts provide 
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information about the organization’s culture. So, here we have to see that is what are the 

symbols are there and what are the notices are written because that will create you an 

imagination that is in this organization with the help of symbols and artifacts you will reach 

to the new destination.  

(Refer Slide Time: 06:21) 

 

So, Schein’s four key organizational culture factors. Rituals are recurring, events or activities 

that reflect important aspects of the underlying culture. An organization may have spectacular 

sales meetings for its top performers and spouses every two years. The ritual would be an 

indication of the value placed on high sales and meeting high quotas and another kind of 

ritual is the retirement ceremony.  

 

So, therefore in that case what type of the rituals are working that is from the top performers 

and the spouses every two years is there. So, this is where they will understand whether they 

will be able to follow the indication and adopt these signals. Language concerns the jargon on 

or idiosyncratic terms of an organization and can serve several different purposes relevant to 

the culture.  

 

So, what language has been used and what jargons are used and then on basis of that you can 

find out that is the first the mere fact that some know the language and some do not indicate 

who is in the culture or who is not. So, therefore it is always told if you want to be a part of 

any place culture you know the first language. So, therefore it will be indicating that is who is 

a part of that culture and who is not part of that particular culture is there.  
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So, leaders and cultures must realize that can play an active role in changing in organization 

culture not just influenced by it. This is a very, very important point. So, when we are talking 

about the job and career. So, job is that whatever is there you observe and then you follow, 

but the career is that is you are not just influenced by it, but you make the correction in that 

also if that is required.  

(Refer Slide Time: 08:15) 

 

So, you play an active role whenever you play an active role in the leadership and the culture 

then definitely in changing the culture so then definitely you are going to be a successful 

leader in that organization. Leaders can change culture by attending it or ignoring particular 

issues, problems or projects are there. So, therefore the task basically how they are doing the 

task is there.  

 

A positive and negative consequences of certain behaviour is their general personnel policies 

that send messages about the value of employees to the organization such as cutting wages to 

avoid layoffs. They can use role modeling and self-sacrifices as a way to inspire or motivate 

the others to work more vigorously or interact with each other differently is there. So that is a 

team-building culture.  

 

Whenever we are talking about the team-building culture so it will be way whether they 

inspire or motivates to others. Finally, leaders can also change culture by critically they are 

analyzing the situation and working on that. 

(Refer Slide Time: 09:20) 
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And what can leaders do to create a more critical ethical culture in the organization if they 

want to create be a visible role model. So, employees will look to the actions of top 

management a benchmark for appropriate behaviours send a positive message. Simple 

example is about the employee engagement and they find their leader is fully engaged in 

committed to the organization the culture flows from top to management and top 

management will become the benchmark for the engagement at the work and for the 

appropriate behaviour.  

 

Communicate the ethical expectations. So as I mentioned that is the moral emotions so that 

will communicate the ethical expectations. So, an organizational code of ethics that states the 

organization’s primary values and ethical rules employees must follow. So, provide the 

ethical training, setup the seminars, workshops and training program to reinforce the 

organization standard of conduct.  

 

And that clarify what practices are permissible and address potential ethical dilemmas are 

there. So, here it is the ethical training is required. So, one is that is whatever the observation 

is there; one is the standard of conduct what practices are permissible. So, orientation 

programs basically. So, they are talking about the practices are permissible and whatever the 

potential is there to adopt a particular culture.  

(Refer Slide Time: 10:50) 
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So how they can create a more ethical culture? Visibly reward ethical acts and punish the 

unethical ones, appraise the managers on how their decisions measure up against the 

organization’s code of ethics. So, review the means as well as the ends. Visible reward those 

who act ethically and conspicuously punish those whose do not. So, here how culture is 

created that is a leaders.  

 

So, action and behaviour of the leaders what leaders pay attention to that is much details they 

go, what get rewarded and what get punished what is that they appreciate and what they do 

not and allocation of the attention and resources and whatever resources are allocated and as 

a result of which the person will be able to create that particular culture. Now provide the 

protective mechanism is there.  

 

So, I can discuss ethical dilemmas and report unethical behaviour without fear of reprimand. 

So, therefore in that case that is a protective mechanism is important if somebody is saying 

that this is going wrong then in that case he should be protected. This might include ethical 

counselors; ombudsmen are the ethical officers are there and they have to know this that is to 

create that protective mechanism so openness is required at the workplace.  

 

They have to these ethical counselors are there. So, ethical counselors will advice that is this 

thing is going wrong in long term this will create a negative impact so we should stop that.  

(Refer Slide Time: 12:23) 
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The positive organizational culture; a positive organizational culture emphasizes building on 

employee strength, rewards more than punishes, and emphasizes individual vitality and 

growth. So, let us consider each of these areas. So, building on employee strengths. So, 

although a positive organizational culture does not ignore problems it does emphasize 

showing workers how they can capitalize on their strength is there.  

 

So, therefore in that case that is the whenever we are talking about the performance of the 

employee so it does not ignore the problems that are there. It does emphasize to workers how 

they can capitalize on their strengths more than punishing. Now the culture is there that is the 

rewarding culture is there of course there will be punishment, but more is towards the 

rewarding is there.  

 

Although most organizations are sufficiently focused on extrinsic rewards such as pay and 

promotions they often forget about the power of these smaller and cheaper rewards such as 

praise. Part of creating a positive organizational culture is catching the employee doing 

something right is there. So, therefore in that case they always when you are praising your 

employees those who are creating a positive organizational culture. 

 

And always saying oh these are the employees because those who are doing something right 

and as a result of which our organization is sustainable. So, therefore that is appraising the 

employee that will create this type of appreciation positive culture. 

(Refer Slide Time: 13:56) 
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Emphasizing vitality and growth. So, no organization will get the best from their employees 

who see themselves as the more cogs in the machining is there. So, therefore it always has 

emphasizing the importance of your employees. In a positive culture on the organization, 

there is a difference between a job and a career. If suppose not only what the employee 

contributes to the organizational effectiveness, but also how the organizations can make the 

employee more effective personally and professionally.  

 

So, it is not like towards the one-sided direction a very good point is there. It is from the 

employee to the organizational effectiveness no. The organizations also can make the 

employees more effective personally and professionally by making how by appreciating them 

and giving them opportunity and training and development or the counseling is there or 

appraising the employees reward monetary and non monetary rewards also can be given.  

 

And on the basis of the monetary and non monetary award this type of culture that can be 

developed into the organization. So, here if we talk about that is how the leaders has to create 

the culture.  

(Refer Slide Time: 15:15) 
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So, three types of the leadership culture developments are there dependent, independent and 

interdependent the way things are done. It is the way people interacts, make decisions and 

influence others. Leaders own conscious and unconscious belief decisions and behaviours. As 

repeated behaviour becomes leadership practices because this practices eventually become 

the pattern of leadership culture and the leaders must understand that a responsibility is 

creating of changing it is there.  

 

So, it is always the leaders their conscious behaviour that is how he is behaving at the 

workplace and when he repeats his behaviour and that is becoming the leadership practices 

and whenever these types of the practices are there so then this will create the pattern of the 

culture and the leaders must understand their responsibility in creating or changing it is there. 

So, therefore here you will find that it is becoming important that is whenever we are talking 

about the leadership culture development. 

 

So, we can create those practices, practices in the organization and when these organizations 

are created then it becomes a leadership has become the flow as a form of a culture because 

as the seniors are doing the same will be followed by the followers and therefore in that case 

this whatever type of the conscious or the unconscious behaviour the practices which the 

leader follow and that will be making the sense at the workplace. The sense is rising to the 

employees.  

(Refer Slide Time: 16:56) 
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Organization did emphasize top-down control and reference to authority in general you can 

think of the dependent culture as the confirming cultures and the other characteristics often 

associated with the dependent cultures and these type of, they may be a command-and-

control mindset so there will be authority at the top they will be commanding. Seniority and 

position levels are important basis of respect. 

 

So, therefore in that case because it is a top down is there and then here you will find that is 

the seniority and high position level before they are making the influence. There is great 

emphasis on keeping things running smoothly. So, therefore there is nothing to worry about 

the running things smoothly because already from the top to bottom there will be the 

directions.  

 

Most people operate with the philosophy it is usually safest to check things out with one’s 

boss before taking a new direction is there because this is a culture from top to bottom. So, 

therefore in that case the middle level management or the junior management level of 

management if somebody is working then in that case definitely, he is supposed to take the 

senior into the confidence.  

 

If he is taking the senior into the confidence then definitely, he will be able to lead the 

organization along with the culture of the organization.  

(Refer Slide Time: 18:26) 
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Independent leadership cultures are there on individual responsibility, decentralized decision 

making and the promotion of experts, professionals and individual contributors into the 

positions of authority. In general, you can think of the independent cultures as the 

achievement-oriented culture is there and other characteristics associated with the 

independent culture include this.  

 

So, therefore whenever you are talking about the independent leadership culture is there so 

then here it is the achievement-oriented culture is there because the person who wants to 

prove himself then leaders achieve whatever it takes are an important basis of respect. Even 

during the times of stress there is a great pressure not to let performance numbers go down. 

Bold and independent actions that get result is highly priced. 

 

The organization is successfully because of its large number of highly competent and 

ambitious individuals are there and every individual is the self dependent and therefore he is 

the unit of the organization. He himself is in unit and whatever the situation will arise in a 

given situation he will take the decision of his own. He will not make the responsible to the 

top management or he will not blame to the lower management rather than he will be doing 

everything with the confidence of himself.  

(Refer Slide Time: 19:49) 
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The third one is about the interdependent leadership cultures. So, there is the widespread use 

of dialogue, collaboration, horizontal network, valuing of the differences, and the focus on 

learning. In general, we can think of interdependent cultures as the collaborative cultures and 

other characteristics associated with the independent cultures so therefore interdependent 

cultures are there in this case.  

 

So, in interdependent cultures there is a dependent culture, there is an independent culture, 

and when we talk about the interdependent culture so both cultures or the employees are 

having the practices which are having the collaborative practices. So, many people have 

several heads at once and roles change frequently as the organization continually adapts to 

changing circumstances.  

 

So, people believe it is important to let everyone learn from your experience even your 

mistakes. So, we have to learn from our mistakes also. So, there is a widely shared 

commitment to doing what it takes to make the entire organization be successful not just once 

own group rather than complete so not the department or not section rather than the whole 

organization openness, candor, and building trust across departments are valued are there. 

 

So, therefore in that case whenever they are interacting from one department to another 

department, they are having the openness and the culture of building the trust is created. So, 

therefore when there is a trust among these all the employees or the leaders in the 

organization you can imagine that how progressive will be the organization is there.  

(Refer Slide Time: 21:27) 
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So, leadership culture development, interdependent, independent and dependent is there. So, 

how do we achieve the agreement on direction? So, on direction is a result of shared 

exploration and the emergence of new perspectives in the interdependent. Agreement and 

direction of the result of the discussion, mutual influence and compromise. Agreement and 

direction of the results of the willingness, and compliance with authority is there.  

 

So, that is what is the dependent is there. Similarly, the alignment of how do we coordinate 

our work so that all fits together and the alignment results from the ongoing mutual 

adjustment among the system responsible people are there and the alignment in the case of 

the independent results from the negotiation among the self-responsible people and when 

dependent is there from the fitting into the expectations of the larger system.  

 

So, therefore that is from the external to internal is there whenever we are talking about the 

dependent is there. So, here it is the expectation of the larger system that will be fulfilled, and 

as far as the commitment is concerned, maintain the commitment to the collective, 

commitment is just from the engagement in a developing community, commitment is just 

from the evaluation of the benefits of for self while benefitting the larger community is there. 

 

And the commitment results from the loyalty to the sources of authority or to the community 

itself is there. So, therefore whenever we are talking about the dependent is there so it is a 

loyalty to the source of authority is there like in the case, we have seen that is direction 

alignment and commitment. So, in a development community there will be more and more 
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interdependent so collaborative approach. So, many times the collaborative approach they 

become the better approach.  

(Refer Slide Time: 23:21) 

 

Now we will take the theory of organizational culture that is competing values framework. It 

is name from the fact that the values depicted on opposite ends of each axis are inherently in 

tension with each other is there. So, they represent the competing assumptions about the 

desired state of affairs in the organization. The core values at once end of each axis or 

continuum are opposed to the core values at the opposite ends are there.  

 

Thus, it is impossible that an organization could be both extremely flexible and extremely 

stable all the time. So, at the same time that is extremely flexible also and extremely stable 

also. A culture represents the balance or the tradeoff between those competing values that 

tend to work for that organization in its particular competitive environment is there. So, 

always whenever there will be a challenging of any particular situation now it will depend on 

that is what culture is there and how the culture respond to that particular challenge.  

 

The competing values are designed to help organizations to be more deliberate in identifying 

a culture more likely to be successful given their respective situations and in the transitioning 

to it. So, therefore whenever we are talking about the competing values framework that is the 

values are to towards the means and the ends.  

(Refer Slide Time: 24:44) 
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So, theory of organization culture let us talk about the clan, the adhocracy, the hierarchy and 

the market is there. So, therefore that is the control incremental is there, so do the things 

right, do things fast, compete that is the focus, breakthrough that is create to do the things 

first and collaborate is there do the things together. So, that is about the interdependent is 

there.  

 

So, here you find the collaboration is done in the long-term development is there and 

whenever we talk about the compete that is in the short-term performance this will be the 

strategy will be there. So, it has to be the focused and flexible is there and there will be the 

internal factors and there will be the external factors will be there. So, on the basis of this the 

competing values framework that can be decided. 

 

And whenever we are having the flexible and internal then definitely will have the 

collaborative. What I feel is that is the yes, any given situation definitely leadership will work 

from top to bottom so it can be direct or it can be indirect also, but whenever we are talking 

about the flexible and internal is there. So, organization is required to be flexible. Sometimes 

organizations are focus also.  

 

So, when organization is very much focus then the internal people and the control 

incremental control so therefore do the things right when we are working. So, it is not always 

that is we are going for the breakthrough and create and do the things first and do the things 

together. So, therefore in that case it is becoming better that is we are doing the things right. 
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If we are doing the things right then the competing value of the framework that will be 

achieved.  

 

Now here you see that is the four dimensions whenever we are talking about. So, it is 

becoming the adhocracy market, hierarchy and the clan is there and whenever we are having 

the clan, hierarchy and adhocracy then definitely in that case we will be able to collaborate, to 

create, to compete and to control is there and this will be decided for the purpose, practice 

and people.  

 

So, what is our purpose is there. So, purpose is to be flexible, what is our practice is there to 

collaborate, create, compete and control is there and what is our approach is there that is 

about the internal and the external is there. Whenever we are focused about this particular 

structure then definitely, we will be able to get the long term development, breakthrough that 

is if any new innovations, new intervention is to be developed by the organization then there 

will be the breakthrough also in this organization.  

 

And in the case of this short-term performances then naturally our purpose, practice and the 

focus by the people that will change and whenever we want to give the increment. Now, I 

would like to mention that is the incremental is becoming like, for example, the hierarchy is 

concerned and that is always have been preferred by the organization. More and more reward 

towards the incremental in the organization better and better you will find that is you are able 

to develop. 

 

However, these four dimensions that is about the clan, adhocracy and market is concerned 

then definitely for developing this competing value framework it is becoming necessary that 

is we consider all the four parameters and when we consider all the four parameters and the 

strategies, I am sure that is that particular organization culture which we want to create that 

will be becoming successful.  

(Refer Slide Time: 28:44) 
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So, that emphasize stability and control and also focus their intention inward. So as a 

hierarchy culture, formalize rules and procedure that tend to be highly structured places to 

work and always have the example of the hierarchy cultures is there. So, normally in the 

government agencies you will find that is the example, hierarchy cultures are government 

agency, fast food chains and traditional large manufacturing companies are there where the 

organizations are emphasizing their attention inward and then have a hierarchy to formalize 

rules and procedures are there.  

(Refer Slide Time: 29:18) 

 

Whenever we are having the market culture is there then hierarchy culture emphasize 

stability and control, but focus their attention primarily on the external environment outside 

the organization itself across the market culture is there and their interest is more on 

interaction with external constituencies like customers and suppliers. So, that market culture 
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is the competitive and result oriented and the result that count most are typically financially 

measures of the success such as profit.  

 

To ensure disciplines in achieving these ends there is a great emphasize on achieving the 

measurable goals and the targets is there. So, what characterizes market culture is a pervasive 

emphasis on winning often defined simply as beating the competition is there.  

(Refer Slide Time: 30:01) 

 

The clan cultures; so, organization that emphasize having a high degree of flexibility and 

discretion and that also focus primarily inward rather than outward are known as the clan 

cultures are there because in many ways they can be thought of as an extended family. A 

strong sense of cohesiveness characterizes clan cultures along with the shared values and a 

high degree of participativeness and consensus building is there. 

 

Rooted in the teamwork, loyalty and taking care of people within the organization including 

their continuing development in a real sense. Clan cultures can be thought of as a relationship 

culture is there.  

(Refer Slide Time: 30:39) 
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Adhocracy culture finally organization that emphasizes having in high degree of flexibility 

and discretion that focuses primarily on the environment outside the organization that is 

called the adhocracy culture is there. So, in many ways adhocracy cultures represent 

adaptation to the transitions from the industrial age to the information age is there. So, 

organizational culture is most responsive to the turbulent and rapidly changing conditions of 

the present age and therefore in that case we are moving towards the information age.  

 

The name adhocracy has roots in the phrase ad hoc which means temporary or specialized. 

So, adhocracy culture is by the nature dynamic and changing so best foster creativity, 

entrepreneurship and staying on the cutting edge. This requires a culture that emphasizes 

individual initiative and the freedom is there.  

(Refer Slide Time: 31:30) 
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So, in the summary what we can say the complexities and necessities of the organizational 

life and survival inevitably require all cultures. So, it is not like these that is the organization 

may work into any single culture. It includes the elements from all four of the cultures. All 

cultures put some value on the competing values are there. So, what differentiates one culture 

from another is relative predominance of one culture type over the other is there.  

 

So, nonetheless it would be apparent from the quite different approaches to leadership are 

called for based on which of these four distinctive cultures and dominates any organization, 

but please keep in mind that is the leadership in hierarchy culture for example emphasizes 

careful management of information, monitoring detail aspect of operations and assuring 

operational dependability and reliability is there.  

 

While in the case of when we are talking about the combination of all the four cultures then 

definitely in that case that will be the collective wisdom as I have mentioned.  

(Refer Slide Time: 32:36) 

 

In contrast leadership in market cultures places a premium on aggressiveness, decisiveness, 

productivity which is not the same thing as stability or continuity and the outperforming 

external competitors. So, leadership in a clan culture focuses on process more than output 

especially as it pertains to minimizing conflict and maximizing the consensus are there. A 

premium is placed on leadership that is empathetic and caring that builds trust.  

 

And leadership is adhocracy cultures requires vision and creativity and the future oriented 

thinking is there.  
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(Refer Slide Time: 33:08) 

 

So, as usual this is the research paper which is suggested and found to be relevant, leadership 

vision, organizational culture and support for the innovation in not for profit and for-profit 

organizations is there so Cooper and Santora. 

(Refer Slide Time: 33:26) 

 

And this particular paper which is for the path analytic and modeling provides partial support 

for the hypothesis. 

(Refer Slide Time: 33:33) 
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And these finding of the study suggest that helping leaders better articulate their 

organizational visions is a worthwhile endeavor because these leaders engage their workers in 

the strategic orientation of their organization and build innovative and creative enterprise as a 

result which is the innovative organization.  

(Refer Slide Time: 33:55) 

 

This is the case study of the Toyota the Toyota’s culture cause its problem that is if this is the 

culture how they have taken care of. 

(Refer Slide Time: 34:04) 
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And there you will find that is the only if you are the leader CEO of the Toyota when the 

story was first publicized how would you have reacted. If it is possible to have a strong even 

arrogant culture and still produce safe and high-quality vehicles. So, does it work and does it 

require. So, you can answer these questions.  

(Refer Slide Time: 34:26) 

 

As usual this is the book organizational culture and the leadership and that is by the Jossey 

Bass Business and Management Series author is the Edgar H. Schein is there please read this 

book and therefore you will get the role of the culture is there.  

(Refer Slide Time: 34:42) 
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These are the references which have been suggested and taken and this material from this 

books and issues. I am sure it is creating a vision and developing a culture in the organization 

first identifying the culture and then building the culture that you will be enough capable as a 

leader. Thank you.   
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Lecture – 32 

Global Leadership 

 

Today in this session we will talk about the global leadership and you know that our Prime 

Minister is talking about the Glocal concept. Glocal means that is be global and remain local. 

So, therefore in that case how we can develop that particular global leadership that we will be 

talking in this session. 

(Refer Slide Time: 00:43) 

 

Here we will talk about global leadership, global versus domestic leadership, four dimensions 

of complexity in the global context, global leadership essentials, GLOBE study, research 

paper, case study, a book recommendation, and the references are there. So, as usual, we will 

be having these research papers and case study book recommendations and further references 

for you.  

(Refer Slide Time: 01:09) 
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Now, whenever we are talking about global leadership there are four ingredients in true 

leadership that is brain, soul, heart and good nerves are there. So, therefore according to the 

founder of the World Economic Forum. So, whenever we are talking about true leadership it 

is the brains. So, brains mean that is in other sense I will like to talk about the IQ intelligence 

quotient is there, the soul is there that is spirituality is there. 

 

And heart and good nerves are there that is emotional is there. So, therefore in the case that 

IQ, EQ, and SQ are in this context we talk about the brains, soul, heart and good nerves are 

there. So, whenever we are having that much of an intelligent quotient then definitely, we 

will be having that particular sort of this decision-making process, but the decision-making 

process is not the only basis of intelligence.  

 

This decision-making process is based on the heart and good nerves also. So, therefore we are 

emotionally connected and ultimately it is a soul that is a spiritual quotient is there.  

(Refer Slide Time: 02:17) 
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Now when global leadership where did it come from? The 1970s saw an increase in the 

number of studies done on the expatriate managers, a person working abroad and therefore in 

that case and the challenges associated with the managing subordinates from national cultures 

other than their own. So, when your team is created and your team is having this number of 

employees who are coming from the different countries.  

 

So, naturally, their culture is the difference and those subordinates from the national cultures 

so, therefore, the managing subordinates is becoming different that is the studies of the 

expatriate in the 1980s and 1990s raised awareness and insight regarding the role that culture 

plays as a significant variable. So, naturally, these employees are coming from a different 

culture. So, they are coming in different countries, from a different culture.  

 

So, therefore in that case the boss or leader should be aware about these things that is the 

subordinates, his team members those who are having. So that insight was regarding the role 

that culture plays as a significant variable in cross-cultural and managerial leadership 

effectiveness. So, because the leader is coming from a different across culture leadership 

effectiveness.  

 

So, therefore if you want to be effective in the cross-culture you should be well aware of the 

different cultures, and their practices. Then much of this research was driven by the advent of 

globalization. So, slowly and slowly what happened that is these international employees they 

have increased since the 1970s and therefore the changes in challenges were seen by the 

leader.  
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To overcome these challenges and changes then that leader has to be trained accordingly 

because earlier there was neither of this change nor this challenge, but to meet this challenge 

the leader effectiveness naturally that manager leadership effectiveness, and organizational 

effectiveness that will depend on the performance of the all the employees those who are 

working and coming from the different countries.  

(Refer Slide Time: 04:45) 

 

So, what is a global leadership is there? A global leader is an individual who inspires a group 

of people to willingly pursue a positive vision in an effectively organized fashion. So, it is an 

actually an individual who is inspiring a group of people and that is also willingly so towards 

what? Towards a positive vision because we have also seen the dark side of the leadership. 

So, therefore when we are talking about the global leadership.  

 

So then global leadership is not in that context of any dark side rather than it is towards the 

positive vision. While fostering the individual and collective growth in a context 

characterized by a significant level of complexity, flow and presence is there, and therefore in 

that case it is becoming very, very important that is we are having a significant level of the 

complexity is there.  

 

And that how these complexities in these contexts the leader is supposed to perform in a 

purposeful direction. The leadership of individuals who influence and bring about significant 

positive changes in firms, organizations, and communities by facilitating the appropriate level 

of trust, organizational structure, and processes. So, this is the dimension. So, what is the 
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goal? The goal is about the significant positive changes and whatever the dimensions which 

are affecting trust in organizational structure and processes.  

 

So, these involve the multiple stakeholders, resources, and cultures under the various 

conditions of temporal then geographical and a cultural complexity is there.  

(Refer Slide Time: 06:36) 

 

The global leadership versus domestic leadership what differences it makes? Concerning 

international capabilities global leadership has been defined as more complex than domestic 

by the Maznevski and DiStefano in 2000. So, therefore international capability will be 

definitely different because when people are coming from the different countries then to lead 

the international people that will require a different quality is there.  

 

Global leaders need to be explorers with a repertoire of alternate characteristics that 

differentiate themselves from the domestic leaders. So, naturally there will be the difference 

in the international leaders and the domestic leaders. Global leaders require not just emotional 

intelligence to work in different cultures and environment, but also cultural intelligence. Now 

here this is the term that is about the cultural intelligence.  

 

So, therefore in that case it is with the emotional intelligence there will be the cultural 

differences and that is the capability for successful adaptation to new cultural settings. So, 

therefore in that case there will be the successful adaptation will be to new cultural settings 

and that particular capability is required by the manager and to adopt this a beautiful 

terminology has been given that is the cultural intelligence because whenever you are 
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interacting with people may be within India because what is the Indian culture unity and 

diversity. 

 

So, we are interacting with the different levels of these employees and different cultures, 

different states, and different religions. So, therefore who will be able to work in diversity 

and that is who is having a strong cultural intelligence. Regarding multicultural research has 

shown that domestic leadership is quite different than global leadership and this is also to be 

noticed that is global leadership is really different than domestic leadership is there because 

what works in one country does not always work in another country naturally. There will be 

this particular difference.  

(Refer Slide Time: 09:02) 

 

Four dimensions of complexity in the global context multiplicity this reflects the geometric 

increase in the number and type of issues that global leaders must deal. So, therefore a large 

number of increases is there that is why the global leaders have to face as compared to the 

domestic leaders. It reflects the necessity of global leaders having to deal with more and 

different competitors. 

 

So, therefore in that case that it is becoming the totally different context in which they have to 

get the work done and therefore our influence be their team members. So, more and different 

competitors are there now here also we have to see because it is now the global village or the 

global completion, so your competitors will be also different. Customers, government and 

stakeholders that will be also different. 
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And nongovernmental organizations will be there. So, here we have to see that is the all the 

stakeholders, NGOs are there, government is there, customers are there, different competitors 

are there, all stakeholders they are creating the different culture and on basis of that this will 

be decided. So, what is a interdependence is there? Interdependence generate complexity that 

global leaders must be able to attend to. 

 

When you are having this global level of these your organizational functioning then definitely 

the interdependency as it is increasing, but it is creating more complexities also and the leader 

has to attend it. The increase of interdependence is in economies, ventures, virtual teamwork 

etcetera all create a higher bar for leaders in terms of performance. So, therefore in that case 

the parameters in the terms of these economies, ventures and virtual teamwork is there.  

 

So, therefore different these bars will be there and the leader has to cross the different barriers 

and in terms of performance and skill set acquisition is there and naturally that is not only the 

managerial performance, but also the operational performance that is skill set that is required. 

(Refer Slide Time: 11:22) 

 

Third one is the ambiguity. So, it is a lack of information clarity, unclear cause and effective 

relationship is there and equivocality regarding the information. So, multiple interpretation of 

the same facts that is called the equivocality. So that equivocality is increasing global work 

settings, cross cultural differences in norms in the interpretation of both qualitative and 

quantitative information and it add to the challenge of managing across the borders is there.  
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So, here you will find that is all this challenges and changes that is to be seen and a 

multiplicity interdependence and ambiguity were not enough the whole system is always in 

motion always changing. So, therefore in that case and this is a continuous process it is not 

like that is it is a onetime change it will be the continuous process. So, therefore it is always 

in motion and always keep on changing. 

 

It seems to be changing at a faster rate all the time this is also very, very important the rate of 

change. It is so fast by the time you make a one change and can adopt that particular change 

then another change enters. So, therefore this is becoming a totally very short cycled exercise, 

but essential exercise is there.  

(Refer Slide Time: 12:37) 

 

So, what are these global leadership essentials? Solid management and the leadership skills is 

there so therefore that is to be seen. The Glocal mindset as I was mentioning that is India is 

working on this Glocal mindset, leadership agility, extra efforts to bridge distance and 

intercultural competence is there and therefore in that case you will find that is these 

leadership essential at a global level is required that your practices should be having these 

solid management and leadership skills.  

(Refer Slide Time: 13:12) 
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What are the solid management is there? So, therefore act on the defined goals so you have to 

define the goal and vision is global vision. Execution and control now globally you have to 

execute and globally you have to control then there will be the resource planning and in the 

resource planning whatever the main machine material money and minutes you are having 

these all to be managed globally.  

 

The problem-solving approach and the procedures are there. So, these are to be followed. 

Similarly in the leadership shape the future and the transformation is there because you are 

going from one culture to another culture so transformation is there. Ambiguity will be 

always there remaining there; opportunities are to be created and idea and risks that has to be 

monitored.  

 

So, therefore in that case whenever you are having this the control over this managerial issues 

and leadership issues and then definitely you will be able to communicate and motive to the 

team members.  

(Refer Slide Time: 14:10) 
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Ability to think and act both global and local. A manager with a global mindset understands 

the need for the global integration and the local responsiveness and works to optimize this 

duality. So, therefore that global integration and the local responsiveness that is very much 

necessary. Glocal mindset involves an appreciation for diversity as well as homogeneity and 

openness to learn from everywhere.  

 

So, therefore in that case this is becoming the Glocal mindset. So, homogeneity and openness 

to learn from everywhere because they are working from different corners of the world. So, 

therefore a competence that can be developed a Glocal mindset involves cognitive skills to 

handle complexity and cosmopolitan outlook. Second is open, empathetic and curious about 

the diverse people in the situations are there. 

 

And therefore, in that case, one side the cognitive ability and other side that is practically they 

are able to manage that working with the people with the diverse situations and diverse 

culture. Knowledge about the world affairs that is what is going on globally, ability to 

appreciate different points of view because everybody is coming from different culture so he 

is having the different perception and therefore different point of view. Ability to bridge and 

merge ideas that is merge global and local into the Glocal is there. 
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The third very important aspect is that is the leadership agility is there. So, leadership agility 

adjusting behaviour without losing yourself and leadership agility are supported by now you 

see that is always the leader they are required to be flexible, but flexible in the sense that is 

without losing themselves. It should not be like this is they are lost in the process of global 

leadership they should not be lost.  

 

So, tolerance of ambiguity is required, resilience is required, humility is required and 

perspective-taking is required. Being effective in a myriad of foreign situations requires more 

than mere knowledge it requires the capacity. To act on what you know, mold and shape your 

behaviour so that you can simultaneously be effective and appropriate in a setting without 

losing who you are in the process is there. 

 

And therefore, in that case your behaviour in that particular capacity. So, setting is required 

where you can shape your behaviour this is very, very important dear friends. So, first we 

have understood how their global leadership is different from the domestic leadership is there 

and once you know these states are required and these are the factors and dimensions which 

is affecting then you have to develop those particular traits. 

 

And that is called shaping your behaviour. So, when you are shaping your behaviour then you 

are into the winning position and controlling the situation is there.  

(Refer Slide Time: 17:15) 
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What does leader’s role required in terms of bridging the distance between the Glocal and 

leader is there? Geographical, emotional, cultural and social is there. Successful leaders are 

those who are able to shift their communication style leadership methods and strategy. These 

are very, very important point that is because this change that is not that easy that is why I am 

saying it is very important that even by knowing that is I have to change my communication 

style the people are failing to develop their self to change their communication style.  

 

Leadership method so once they are having one sort of the leadership method, they will 

continue with the leadership method only and the strategy to fit various context in bridge 

geographical as well as social and emotional distance is there and therefore in that case these 

social and emotional distance is also equally important whenever you are making this type of 

leadership practices are there.  

 

They can move skillfully back and forth between differing the business environment even 

when this call for every different approaches are there and therefore here it is becoming 

important that is the whatever business environment is changing and accordingly they were 

making the different approaches. So, that agility is required in the leadership. So as soon as 

these changes are demanded and leader is able to cope up with these particular changes are 

there.  

(Refer Slide Time: 18:41) 
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The intercultural competence. This is a set of cognitive, affective and behavioral skills and 

characteristics that support effective and appropriate interaction. So, as I mentioned that IQ 

attitude and that attitude cognitive is there, the affect is there, there is filling is there and 

behaviour. So, therefore that affect emotions that is feeling and that is behaviour. So, 

therefore in that case that whenever we are talking about this particular intercultural aspect.  

 

So, they will be all be related with the whatever these they are going to make the effects then 

it will be there, how they are making the intercultural competence and where the affect the 

feelings and their emotions, their moods and their behaviour, attitude in their behaviour that 

will be the those will be changes and characteristics that support effective and appropriate 

interaction in a variety of cultural context.  

 

So, these will develop the ability to communicate effectively and appropriately in 

intercultural situations based on the ones intercultural knowledge skills and attitude is there. 

A mindset cognitive dimension is required developing the cultural, self awareness and skill 

set and behavioral dimensions and the heart set affective dimension is there. So, therefore this 

cultural self awareness and managing the social interaction that is the skill set, mindset, skill 

set and the heart set.  

 

So, there are the three very, very important competency measures are there. So, therefore 

once your mindset to be global so those practices you will try. So, therefore in that case you 

will develop the skills and when you are able to adopt and manage the skills you will go for 
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the administration that is the heart set affective dimension, tolerance in ambiguity. So, that 

will be measured and developed by the leader is there.  

(Refer Slide Time: 20:47) 

 

Whenever you are talking about developing intercultural competence, four-level of cultural 

awareness, unconscious competence so that is blindness is there. So, we are not aware 

actually what is really the change are required, what changes and how they are different from 

others, conscious incompetence that is once we know that this type of behaviour is required 

this is the culture of this particular country and then sensitivity consciously we are making 

the unaware.  

 

Then on the conscious competence and so, therefore, our ability consciously making yourself 

aware to do that particular job and finally the proficiency, unconsciously aware is there and 

therefore in that case that blindness, sensitivity, competence, and proficiency will be 

developed.  

(Refer Slide Time: 21:35) 
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The intercultural development continuum describes the set of knowledge, attitude, and skills 

set or the orientations toward the cultural differences and commonalities that are arrayed 

along a continuum for the more monocultural mindset are there. So, therefore in that case 

whatever the monocultural mindset of their denial and polarization is there and that will be 

making the transitional orientation of minimization.  

 

So, you can make a global mindset of acceptance and adoption is there. The capability of the 

deeply shifting cultural perspective now that is the deeply shifting. So, once you know the 

culture and then you are getting deeply involved into that particular culture and bridging the 

behaviour across cultural differences. So. therefore suppose there is a culture A and there is a 

culture B. 

 

Now you have to bridge so therefore you are real so you know that how you can bridge the A 

and B and this will be the common parameters. So, it is mostly achieved when one maintains 

and adaptation perspective this is a adaptation perspective. This continuum is adopted from 

the developmental model of intercultural sensitivity originally proposed by the Milton 

Bennett.  

 

So, therefore this is the one and this is the another these are the two. So, a developmental 

model of the intercultural sensitivity of these two. So, in spite of the fact what you are doing 

you are getting involve. So, therefore in that case it is that whenever we are talking about that 

deeply shifting cultural perspective, we are able to develop by the Milton Bennett particular 

model.  
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(Refer Slide Time: 23:26) 

 

Now whenever these models of the intercultural competences talked these Hammer’s adapted 

model that we will see how it works and therefore you can learn that is how to bridge the 

distance between the global leadership and the domestic leadership is there. So, normally 

what happens monocultural mindset is there so there will be denial will be there while in the 

intercultural mindset it will be adaptation will be there in the monocultural polarization then 

justice differentiation will be there.  

 

Here the acceptance will be there and deemphasizes differences that is the minimization will 

be there and from monocultural minimization is there it will go to the maximization of the 

intercultural mindset is there. So, right from the denial that conversion that is the leadership 

dear friends. So, it is not the journey by step by step very easily rather than it requires a lot of 

leadership qualities are there. If those leadership qualities are there then definitely, we will be 

able to go for that.  

(Refer Slide Time: 24:33) 
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When we talk about the Bennett framework of the intercultural competence so it is the 

ethnocentric stages and then the ethno relative stages are there. So, analyzing the potential 

response to the cultural difference. So, as one’s experience of cultural difference becomes 

more complex and sophisticated. Once competency and intercultural relation increase that is 

the if he is the competence enough so it will be making the effect in the ethnocentric stages of 

the denial difference and minimization. 

 

Similarly, the acceptance and adoption and integration the depth will also be a part of that is 

how fast the person is able to experience the differences and when there are such differences 

are fast then there will be definitely there will be adaptation of the culture.  

(Refer Slide Time: 25:33) 
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So, globe is an acronym for a research program called the global leadership in the 

organizational behaviour effectiveness and it is the most comprehensive study of leadership 

and culture ever attempted, involving the data collected from over 17,000 managers 

representing 950 companies in 62 countries. So, the future orientation degree to which 

individuals in organization or societies engage in future oriented behaviors like planning and 

less investing in the future in case of India.  

 

The degree to which individuals express pride, loyalty and cohesiveness in their 

organizations families as the smaller groups are concerned then we will say that is 

collectivism is there.  

(Refer Slide Time: 26:16) 

 

Now this is a very good example of representatives’ societal differences on the two globe 

dimension. One is a societies higher on collective tend to the societies higher on the 

individual tend. So, individual versus collectivism is there. So, have a slower pace of life 

collectivism, have a lower heart attack rate, assign less weight because there is a less risk, 

assign less weight to love in marriage and decisions are taken, have fewer interactions but 

interactions tend to be longer and more intimate is there, collectivism is there.  

 

While in the case of individualism have a faster pace of life, have a faster heart attack rate, 

assign greater weight to love in marriage decisions, have more special interactions, but 

interactions tend to be shorter and less intimate is there and therefore in that case the societal 

higher on individualism it will not work as compared to the society higher on the future 

orientation.  
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(Refer Slide Time: 27:14) 

 

So, why this is required to achieve the economic success, have flexible and adoptive 

organization and managers, flexibility will increase, adoptability will increase, emphasize 

visionary leadership that is capable of seeing patterns in the face of chaos and uncertainty so 

that visionary leadership can be seen. As far as the future orientation lower are concerned 

have lower rates of economic success.  

 

Have inflexible and maladaptive organization and managers, emphasize leadership that focus 

on the repetition of the reproducible and the routine sequences are there and therefore in that 

case this will be the future orientation.  

(Refer Slide Time: 27:51) 
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So, culturally endorsed the implicit theories of leadership are there, the heart of the 

conceptual model in the globe research is what is called implicit leadership theory and this 

theory holds that individuals have implicit beliefs and assumptions about the attributes and 

behaviours that distinguish leaders from followers, effective leaders from ineffective leaders 

and the moral from immoral leaders are there.  

 

The globe model further posits that relatively distinctive implicit theories of leadership 

characterize different societal cultures from each other as well as the organizational cultures 

within the societal cultures. So, globe calls these culturally endorsed implicit theories of 

leadership is there. So, here we will understand that is whenever we are talking about these 

globe model and then it is the characterize different societal culture.  

 

So that we understand that is what differences are there and therefore not only that implicit 

theories of the leadership characterize societal culture, but it is also as well as the 

organizational culture because that we have discussed earlier that is every organization is 

having the different culture. So therefore, societal cultural differences that national cultural 

differences and organizational cultural differences. So, global call these culturally endorsed 

implicit theories of leadership is there.  

(Refer Slide Time: 29:15) 

 

There are the six dimensions that were determined after a detailed analysis of finding the 

globe finally researchers identified six dimensions. So, charismatic value-based leadership is 

there that ability because you see from where we have started, we have started from local to 

global so the distance that requires a charismatic leadership and value-based leadership is 
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required. People should able to inspire others, motivate others and expect the high 

performance from others on the basis of firmly held core.  

 

Now this is also very important dear friends that is what is required the high performance 

from others that is to be required. Team oriented leadership is there that is effective team 

building and implementation of a common purpose of the goal among the team members is 

required and the participating leadership is required the managers and other in making and 

implementing the decisions are required.  

(Refer Slide Time: 30:09) 

 

The humane-oriented leadership reflects supportive and considerate leadership as well as 

compression and generosity. So, autonomous leadership refers to independent and 

individualistic leadership. The self-protective leadership focuses on ensuring the safety and 

security of the individual or group members. 

(Refer Slide Time: 30:29) 
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Then it identified 22 specific attributes are there so that what we have seen is these all such 

dimensions that is self protective leadership, humane oriented leadership, autonomous 

leadership and the charismatic team leadership, participating leadership. So, these three we 

have already discussed into our earlier studies, but these three leaderships which they have 

given on the basis of their research that is a self-protective leadership.  

 

So, here the safety and security of the individual and group member that is becoming very, 

very important because when you are making the changes you should be sustainable 

otherwise, they will find it difficult. 22 specific attributes, trustworthy, just honest, 

foresighted, intelligent, plans ahead, encouraging, informed, excellence oriented, 

communicative, team leader, positive, dynamic, decisive, motive arouser, effective bargainer, 

confidence builder, win-win problem server, motivational, administratively skilled, 

dependable and the coordinator is there.  

 

So, therefore in that case all these traits actually that we have talked about the leadership 

across and these all we all talked about the bargain, negotiation also we have talked about the 

number 16 that is the effective bargainer that is a negotiation how to do the negotiation is 

there. Inspiring and then the confidence builder is required leader. So, all these universal 

leadership attributes that have been summarized here by the globe is there.  

(Refer Slide Time: 32:01) 
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Whatever the culturally contingent this list is very, very important because ultimately it is the 

adoptability of culture. So, ambitious, cautious, compassionate if you are not compassionate 

then difficult to adopt then the domineering and independent, individualistic, logical, orderly, 

sincere, worldly, formal and sensitive is there. So, therefore these attributes that will be 

leading according to the globe towards the culturally contingent is there.  

 

Eight characteristics universally viewed as impediment to the leader effectiveness that is the 

loner, asocial, non cooperative, irritable, non explicit, egocentric, ruthless and dictatorial. So, 

therefore this will not work dear friends earlier might have worked in some context but not 

now. 

(Refer Slide Time: 32:52) 
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And this is usually a research paper developing a global mindset, learning of the global 

leaders so I am sure you will find it very interesting and therefore this qualitative research 

study was to explore the requirement of leading in a global environment especially leaders 

participating in this study. These leaders learn and develop their global mindset is there this is 

the approach and finding are there. 

(Refer Slide Time: 33:16) 

 

These are the implication of the study that we may talk about how to develop the global 

leadership is there.  

(Refer Slide Time: 33:23) 

 

As usual this is the case study how Google and IBM develop the global leaders. 

(Refer Slide Time: 33:28) 
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And therefore, in that case quick and dirty field training champions by the Google and the 

pros of the Google approaches the highly flexible. 

(Refer Slide Time: 33:35) 

 

Very focused and if fewer researchers are there because you see every style of leadership, 

every practice that will have the pros and cons both. So, cons of the Google approach will be 

in the ulterior motive the danger of inconsistency. 

(Refer Slide Time: 33:53) 

772



 

While the IBM a thorough in house training program. So, pros about the IBM’s approach is 

the depth, the ethics. 

(Refer Slide Time: 34:01) 

 

The cons about the IBM approach the resource intensive not as practical and not as flexible is 

there. 

(Refer Slide Time: 34:09) 
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And finally, this is the book that is the global leadership the next generation that has been 

suggested by the Marshall Goldsmith for further reading. I am sure by this reading you will 

be able to learn about these how the global leadership has been developed. The case studies 

have been given two-year Accenture study of the emerging business leaders that has been 

shared. 

(Refer Slide Time: 34:33) 

 

And these are the references which we can use for your further references and for your detail 

studies you can take these references so that you can be a global leader and going from the 

local to global for the business by remaining Glocal. Thank you.  
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology – Roorkee 

 

Lecture – 33 

Motivation and Leadership 

 

Today, we are discussing an exciting and beneficial relevant topic: how this motivation is 

related to leadership.  

(Refer Slide Time: 00:35) 

 

So, we will try to understand the motivation, the types and importance of motivation, 

motivational approaches, leadership qualities to motivate and inspire your team, and why 

motivation matters in leadership. Then, as usual, the case study, research paper, a book 

recommendation and the references are there.  

(Refer Slide Time: 01:04) 
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Now, this is basically if we defined technically from the Latin word movere, which means to  

move and the processes that account for an individual's intensity, direction and persistence of 

effort towards attaining a goal. So, here we will find that whenever we are talking about the 

individual's intensity to work, intensity to do and naturally here that direction is signif icant, 

but what to do when to do, how to do, where to do, where to do.  

 

So therefore, in that case, the directions, especially what to do and when to do and persistence 

of efforts towards attaining a goal. So that goal which we want to attain. So, that is an 

intensity to attain that goal that is very important how much you want to attain the goal and 

that intensity in other terms I can say that is it is a willingness to do , and you will find that 

human brain when decides to do something. 

 

Then irrespective of whatever the barriers are there that the brain will do that particular the 

act or attain the goal, whatever the social or economical, especially many times when we ask 

people why you could not do this thing, and then he will say, sir, my economic condition was 

not good, my social condition was not good. On the other side, we find that people are much 

poorer than those who can attain the goal. 

 

Many people have attained their goals irrespective of their non-social support, and therefore , 

it becomes essential that whatever the intensity the person is having and if it is to  anyhow, I 

have to achieve the goal, that will always be the motive to move. Whenever we are talking 

about leadership is there, so in that case, a direction is there.  
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So, motivation is a process that initiates if you talk entirely about this process of motivation , 

then this motivation has the initiated. So, this process of motivation which we are talking 

about is going to be the initiate than the guide, and that is the direction whenever we are 

relating it with the direction and maintaining a goal-oriented behaviour is there ultimately 

that goal has to be achieved.  

 

So, here it becomes essential that how a person's will is there, how a person is going to get 

that direction, the direction is essential then you can say as we have talked about the leader 

role. So, the leader is a friend. Also, the leader is a mentor; a leader is a teacher; a leader is a 

facilitator; a leader is a guide; a leader is a supervisor; a leader is a manager. So, therefore 

there are so many roles of the direction provider, is there.  

 

So, motivation is an essential factor which encourages a person to give their best performance 

and recently, we have seen in the Olympics that is Mirabai Chanu and Neeraj Chopra. So, 

these are the examples to give their best performance and in hockey teams also in India. So, 

that helps in reaching the enterprise goal. So, therefore this is the best performance , so what 

is the best performance is there.  

 

In our context, we are talking about the enterprise world for the players; they are the best 

performance they have given. So therefore, in that case, we find that whatever the performer's 

motivation level is there irrespective of profession. So, he is a player or an artist in paintings, 

and all or he is a teacher or a student, whatever it is there. So, therefore it plays a signif icant 

role in attaining the goals.  

(Refer Slide Time: 05:58) 
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So, much research has been done, and then it has been seen that the specific definitions  are 

relevant to our context discussions. Berelson and Steiner, a motive is an inner state, a 

cognitive state that energizes, activates or moves and directs or channels behavio ural goals. 

So, therefore it is internal energy and energy which he activates.  

 

We also have to interpret these terminologies, and the content in a proper context, like in  the 

case of a positive act, positive goal, or socially acceptable goal. So, in that case, that will be 

the energies which will be activated. So, towards that positive goal and as a result, the goal 

has been achieved. Jozef Cohen has defined motivation as the inner thrust behind the 

behaviour is there.  

 

So, whenever we talk about the attitude relationship between the attitudes. So, attitude will be 

there, and these attitudes will lead to the behaviour that the inner thrust behind the behaviour. 

So, inner thrust is an attitude, and natural behaviour is in action. So, this is the action we are 

talking about. Now means it is required both it is required your cognitive level and it is also  

required your action. 

 

Moreover, in that case, you will find that it is essential to a state of mind and your line of 

action whenever we are talking about this particular aspect. When a state of mind and action 

both will match, the motivation will be there, and high motivation will be there. The 

encyclopedia of management motivation refers to the degree of readiness of an organism to 

pursue some designated goal and implies the determination of the nature and the locus of the 

forces, including the degree of readiness.  
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So, this degree of readiness is nothing, but it is a motive; it is an inner thrust that makes him 

ready to do that particular task. Dubin has mentioned that motivation is the complex of forces 

starting and keeping a person at work in an organization is there, and naturally, that state of  

mind is to continue with the organization that is the motivation is there.  

(Refer Slide Time: 09:00) 

 

Now there are two types of motivations; intrinsic motivation and extrinsic motivation is there. 

Whenever we talk about the intrinsic motivation that can arise from the self-generated factors 

that influence people's behaviour. External incentives do not create it. So, within the person 

who wants to achieve those goals by himself, within is there. So, there is nothing external or 

extrinsic motivation.  

 

So, what is extrinsic motivation? Things are done for people to motivate them. Examples are 

the interest and enjoyment in the task itself: enjoyment, purpose, growth, curiosity, patience, 

self-expression, and fun. If these are the reasons for the motivation and motive to achieve the 

goal, then we will say it is intrinsic motivation. The outcome is the result of doing the task 

because of the promotion, pay raises, bonuses, benefits, prices, winning, and perks.  

 

So, therefore if these factors are there, that will be the extrinsic motivation. So, these are the 

things which have been introduced so that the person should feel motivated and then that will 

be becoming their achieving the goal performance will be better.  

(Refer Slide Time: 10:34) 
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So, first and foremost, we should motivate somebody for a high level of performance. So, the 

organization must ensure that the employees have a high degree of motivation because highly 

motivated employees put extra effort into work and have a sense of belonging. Low 

employee turnover and absenteeism are there; the outcome is there.  

 

So, a person feels motivated to be at the job; he will not think to leave the job, change the 

organization, employee turnover will be low, and the people will like to come on the work . 

Therefore, in that case, it will also reduce absenteeism, the quality of these products will be 

better, and wastages and disruption in the production schedule will be minimum.  

 

So, a low level of absenteeism causes a low level of production of poor quality; therefore, in  

that case, the person should come himself with the high motivation at the workplace.  

(Refer Slide Time: 11:35) 
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Acceptance of organizational change, social change, and technology evolution happen in the 

external environmental factors, which affect the employee's motivation . So, management 

must ensure that the changes are introduced in the organization, and its benefits explained to  

the employees so that there is no resistance to change and organizational growth is achieved.  

 

Now one example I would like to give is the introduction of technology. So, whenever we are 

talking about the introduction of technology, there is resistance. So, I remember in the 

banking industry in India when the computer was introduced in the early 80s, so that time is 

around the early 80s. So at that time, it is that employees are given the resistance, and today 

we see that the whole banking industry, including SBI, is mobile banking. 

 

So that the growth, the achievement it has been very fantastic. So, therefore in that case, 

whatever the changes are there. First, they de-motivate you because they make you unstable, 

but the changes are more significant, and therefore, there is no resistance to changing an 

organization's growth achieved than corporate image. Employees are the mirrors of any 

organization you see; if you want to know the culture of any organization, then you can 

watch an employee who is working at the organization. 

 

And then, you will find what type of culture is there in the organization. Regular training and 

development programs should be organized to keep employees updated with the latest skills.  

So therefore, in that case, those types of regular programs that will keep on motivating keep 

on making the high gradation skills, so they feel upliftment and whenever they feel 

upliftment at the workplace so then definitely they will be having the more motivation.  
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It will positively impact the employees, and the organization's image may be improved. Now 

you see that the organization's image is better when the employees do better. Organization 

image is better employees are more motivated. So, it is a vicious circle, but where to start? It 

has to start with the employees because employees are creating the organization. 

 

An organization's image cannot create the employees. That is, the cultural organization 

culture will be there, but in the beginning, that culture has to be built by the employees and 

therefore, the employee should be highly motivated in the beginning so that once their image 

is created and then whoever joins so because of that culture he has also always feel 

motivated.  

(Refer Slide Time: 14:16) 

 

So, five motivational approaches are there Maslow's hierarchy of needs, satisfying the needs 

to change behaviour, achievement orientation, goal setting, and the operant approach. The 

empowerment gives people autonomy and latitude to increase their motivation for the work is 

there.  

(Refer Slide Time: 14:34) 
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So, first, we will talk about Maslow's hierarchy of needs and how the context affects 

motivation. According to Maslow, the needs are in a hierarchy; suppose I ask you what the 

need of human beings is? So, many of you may say roti, kapda or makan, which is food, cloth 

and shelter, but very few will say it is food, water and air. Why? Because these physiological 

needs are available, it does not motivate you. 

 

Nevertheless, a person who is having the suppose he is living in such a part of the country 

where the water supply is complicated, and therefore he has to bring the drinking water f rom 

the long-distance then definitely somebody says no you will be shifted to that place where the 

ample water is available. Naturally, that person will feel motivated and shift to that particular 

location where ample water is available.  

 

So, therefore the physiological needs so they motivate. According to Maslow, first, they 

motivate these particular needs are there. The second is need for the safety, so that is physical 

safety. So, the need for a safety that will be about that is the person wherever he is living in  

the society whether he is physically safe or not that he will see. Then next is the social nee ds 

are; there is the need for affiliation with other people, that is, belongingness is there, and then 

the need for self-esteem and then the need for self-actualization.  

 

So, therefore Maslow has given this particular model in the hierarchy. So, it goes from the 

physiological to safety, safety to social, social to self-esteem and self-actualization is there, 

but nowadays, what we talk about that is this particular model that is not necessarily into the 
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hierarchy is there. Our experience says that it is not necessarily these models will be in a 

hierarchy. 

 

Somebody may have the self-esteem need may not have the social and safety, for example, a 

freedom fighter. So, freedom fighters did not have the safety needed. They have the self-

actualization need, and they were working and motivated to get the freedom for their country. 

So, that is not any physiological or safety social needs. These were not the needs were there.  

 

So, then it was not a hierarchy. So, the criticism of this theory is that Maslow has mentioned 

it is in the hierarchy, but it has been observed practically that not necessarily  hierarchy will 

be followed, and therefore, in that case, many people may have the immediate self-

actualization needs are there.  

(Refer Slide Time: 17:34) 

 

So, physiological needs are physical requirements, air, food, drink, shelter, clothing, and 

sleep. Safety needs are there, and the need for security and safety becomes salient. Financial 

security, health and wellness, safety against accidents and injury, love and belongin gness 

needs, and social needs involve feelings of belongingness, friendship, family, social groups, 

and community groups. 

 

Then the self-esteem needs, when they estimate the bottom three levels have been satisfied, 

the esteem needs begin to play a more prominent role in motivating behaviour. Now here is 

the point that is the need at the bottom level three levels have been satisfied, but this is about 

mentioned in theory Modern Maslow hierarchy theory model, but it is not in hierarchy.  
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The esteem needs begin to play a more prominent role in motivating behaviour that is the 

status and recognition are there. Self-actualization needs the highest order need ref er to  the 

realization of a person's potential, self-fulfilment, seeking personal growth and the peak 

experience is there, and therefore it is a realization of self -realizing self that what I can do , 

what my strength is, what is my potential.  

(Refer Slide Time: 18:53) 

 

So, achievement orientation is there; how does the personality affect motivation? So, 

Atkinson has proposed that an individual's tendency to exert effort towards the task 

accomplishment depends partly on the strength of their motivation to achieve success or , as 

Atkinson called it, achievement motivation orientation is there. So, therefore whatever we say 

in the theories, motivation. 

 

So, therefore Atkinson says that it is the achievement orientation. So, naturally , that is 

motivation was what? We have discussed so far that motivation is a willingness to achieve a 

goal. So, the achievement of a goal accomplishment of a goal is the achievement motivation. 

McClelland further developed Atkinson's idea and said that individuals with a strong 

achievement orientation strive to accomplish socially acceptable endeavours and activities. 

 

Moreover, it looks at three needs, need for achievement, need for power and need for 

affiliation. So, the need for achievement is a drive to excel in achieving a set of  standards , 

while the need for power is to make others behave in a way they would have otherwise. So , 
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therefore, in that case, the need for achievement to drive to excel that is most the organization 

want is their employee should have a very high need for achievement.  

(Refer Slide Time: 20:17) 

 

Moreover, as I mentioned, the third one is the need for affiliation is a desire for friendly and 

close interpersonal relationships. So, now again, it will depend from individual to individual . 

Some will be more need for affiliation, somebody will be more for need of power, and 

somebody will be more for achievement. People with higher achievement and orientation are 

likely to do better in school, pursue post-graduate degrees, get promoted more quickly, and 

get paid higher salaries and bonuses than their lower-scoring counterparts.  

 

So therefore, in that case, this need for affiliation creates the direction for the employee to do 

the job voluntarily. Achievement orientation is often a critical success factor for a person who 

advances to the highest level of the organization, and we can understand that is when f rom 

the junior level to the top level what motivates a person his achievement motivation is there.  

 

So, achievement and motivation will be there so that the person will be at a high level in  the 

organization itself.  

(Refer to Slide Time: 21:28) 
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This was from the left-hand side of the exercise; the right-hand side is a goal and goal 

accomplishment. So, how to perform the targets affect the motivation is there. So, one of the 

most familiar and most accessible formal motivation systems. According to Locke and 

Latham, goals are the most potent determinants of task behaviours. These goals are there, and 

then goals decide how much one has to put in the effort.  

 

There is a theory that says that specific and challenging goals with feedback lead to higher 

performance. So therefore, in that case, that will require that particular, specific and 

challenging goals are there. The goal should be bright, which stands for the specific, 

measurable, attainable, relevant, and time-bounded. So, therefore whenever we talk about the 

goals, that has to be a particular goal. 

 

And then naturally, these goals are supposed to be measurable and attainable and then  the 

relevance of the organization what exactly they wanted to, and the time-bounded will be 

there. So, therefore whenever we are talking about goal setting, the SMART approach is to be 

adopted.  

(Refer Slide Time: 22:51) 
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How does a clear performance target affect motivation? Leaders wanting to improve 

individual or team performance should sit high, but achievable goals you know this is also 

very important. The goal should not be so complex that is which is not achievable. Whenever 

the person feels that this goal is not achievable, then, in that case, he will be, it will be 

difficult for him to keep motivated because he starts believing that this is impossible.  

 

So, please do not keep the impossible goals. Please keep the achievable goals and express 

confidence and support that the followers can get the job done. Where do you bring these 

attainable goals? From past experiences, past examples, surrounding industries, and similar 

nature of jobs, from there, you bring those goals so those goals will be achievable.  

 

So, the followers can get that particular job done. The Pygmalion effect occurs when leaders 

articulate high expectations for followers. In many cases, these expectations alone will lead to 

high performing followers, and the team is there. So, they know exceptional guidance is 

required only keeping the high goals that here it is being mentioned that goal will be such an 

achievable goal.  

 

So, therefore already the person who is following that goal will be able to achieve that goal. 

The Golem effect occurs when the leaders have little faith in their follower's ability to 

accomplish a goal. So therefore, in that case, they are rarely disappointed by the non-

achievement of their followers. So, what happens is a Pygmalion effect, and therefore, in that 

case, they believe my follower will not be able to do so.  
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Moreover, the follower is not able to do that. So, therefore that is a non-achievement by the 

follower because that particular belief of the leader is there.  

(Refer Slide Time: 24:52) 

 

So, the operant approach is there. One popular way to change behaviour's direction, intensity  

or persistence is through rewards and punishment. When properly implemented, there is 

ample evidence to show that the operant approach can effectively improve follower 

motivation, and the performance is there. So, that is reinforcement, and there is a punishment, 

and the positive is there negative reinforcement behaviour is there.  

 

The positive punishment is there, negative punishment is there, and then whenever we are 

talking about the positive reinforcement, yes, naturally, better results will be there. Whenever 

we talk about operant conditioning as the punishment, then definitely that positive will be 

below, and the negative may be high; however, it will depend on the situation itself.  

(Refer Slide Time: 25:42) 
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Improving the follower's motivational performance requires several steps that specify a 

specific goal and determine that behaviour that is currently being punished, rewarded or 

ignored. Finding out what followers find rewarding and punishing will depend upon the 

follower that he will decide what is rewarding and what is not punishing. So, suppose you are 

talking about the working up to 6 o'clock that maybe further rewarding for somebody, 

somebody may be punishing is there.  

 

So, therefore your interaction with your followers is very, very important. Be careful while 

creating perceptions of inequity when administering the individual Taylor rewards. 

Therefore, we have to create individual-based rewards in that case, and leaders should not 

limit themselves to administering administrative sanctions, rewards and punishment. Instead,  

leadership practitioners should administer rewards and punishment contingently wherever 

possible.  

(Refer Slide Time: 26:41) 
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So, what to do by empowerment? Empowerment is the final approach to motivation. Some 

people believe empowerment is about delegation and accountability; it is a top-down process 

in which senior leaders articulate a vision and specific goal and hold followers responsible for 

achieving them. While others believe empowerment is more of a bottom-up approach that 

focuses on intelligence, risk-taking, growth, change, trust and ownership.  

 

Followers act as entrepreneurs and owners who question rules and make intelligent decisions 

are there and accordingly, they will be performing based on the empowerment of the 

employees.  

(Refer Slide Time: 27:18) 

 

The physiological components of empowerment can be examined at both the macro and 

micro levels. Three macro physiological components underlie empowerment are the 
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motivation, learning, and stress. So, these macro physiological components can be studied. 

There are also four micro components of empowerment is there, and these components can 

be used to determine whether employees are empowered or unempowered and include self-

determination, meaning and competence, and influence is there.  

(Refer Slide Time: 27:48) 

 

The empowerment continuum is there, and there is a self-determined sense of meaning, high 

competence, and strong influence is there. The unempowered employees are determined, not 

sure if what they do is essential, and have low competence and the low influence is there.  

(Refer Slide Time: 28:03) 

 

So, leadership qualities to motivate and inspire your team are providing vision and purpose, 

setting clear goals, leading by example, encouraging teamwork, being optimistic, giving 

praise and rewards, communicating with the team, and empowering team members. So, th is 
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recipe of the leadership qualities that will keep your employees more motivated and inspire 

your team is there.  

(Refer to Slide Time: 28:29) 

 

So, how the motivation is related to the leadership is there. Motivated members make f or a 

stronger team, and better communication equates to more success; projecting a positive 

attitude is paramount—the focus on intrinsic over extrinsic motivation, which we had 

discussed initially. So, somebody will be motivated by intrinsic; somebody will be motivated 

by extrinsic motivation. 

 

Make individual connections that communicate the why that is very, very important. Praise 

Team members and build motivation, hold people accountable and provide feedback, ask 

questions often, work towards the solution, and promote a healthy working lifestyle at the 

workplace.  

(Refer Slide Time: 29:13) 
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As usual, this is a case study about the characteristics. 

(Refer Slide Time: 29:19) 

 

And then, based on this, you can answer these questions. 

(Refer Slide Time: 29:24) 
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This is the research paper on principal's leadership, teachers' motivation, self-determination 

theory analysis, and transactional leadership that would predict the control motivation. 

(Refer Slide Time: 29:36) 

 

Moreover, this is the book about understanding the motivation and emotions and then how 

these motivations and emotions direct your successful leadership is there.  

(Refer Slide Time: 29:46) 
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So, therefore why do they want what they want. So, therefore in that case, once you 

understand, you can provide the right approach or direction.  

(Refer Slide Time: 29:58) 

 

These are the references for further studies, and this is all about the relationship between 

motivation and leadership. Thank you.   
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology – Roorkee 

 

Lecture – 34 

Introduction to Groups and Teams 

 

So, we have discussed leadership, and our subject is leadership and team effectiveness. So, 

some parts of the team are compelling, how to lead the team that we have discussed in  our 

earlier sessions, but now we will talk about how our team is constituted and the relationship 

between the leadership and the team effectiveness. We also have to understand first the 

difference between group and team? 

(Refer Slide Time: 01:00) 

 

So, therefore when we talk about the groups, the characteristics and the functions of the 

group, the groups found in an organization, and why do people join a group, team and then 

this will be about the group, and then we will talk about the team because we are talking 

about the conversion of the group into a team is there. So, a team and its characteristics  are 

common barriers faced by high-performance work teams. Then the group versus team, what 

makes the team so effective, the case study, research paper, a book recommendation and the 

references, as usual, are there.  

(Refer Slide Time: 01:36) 
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So, whenever we are talking about a group, two or more individuals are interacting and 

interdependent. So, therefore the requirement is that there are two or more individuals. So, at 

least for a group, two persons are required, and that is they are interacting with each other and 

interdependent; they are dependent on each other and what for to achieve a particular 

objective or goal, to achieve a particular common goal.  

 

Both have a common goal that is a particular objective are there. So, the group can be defined 

as a collection of the individuals who have regular contact and the frequent interaction, 

mutual influence, the familiar feeling of the camaraderie and who work together to achieve a 

standard set of goals. Group behaviour can be stated as a family's course of action. 

 

Moreover, in that case, it will always be just like a family. So, in the family, naturally , there 

is more than one minimum of two members, and they are interacting and interdependent, and 

as a result of which, in the organization also we find that is these type of the group interaction 

is there, and they are for the common objective, they are working together, and they are 

interdependent is there.  

(Refer Slide Time: 03:17) 
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So, the definition of the group that is the Wendell L French has given a group is several 

persons usually reporting to a common superior and having some face-to-face interaction 

who have some degree of interdependence in carrying out tasks to achieve the organizational 

goals are there. So, is another crucial point they are reporting to a common superior. 

 

Furthermore, therefore, in that case, this is becoming an additional characteristic of a group. 

So, some face-to-face interaction has some degree of interdependence which we have already 

mentioned earlier, to achieve the organizational goals. Now, G. S Gibbard, J.J Hartman an d 

D. Mann have given this definition of two or more persons interacting with one another in 

such a manner that each person influences and is influenced by each other person .  

 

So, this is also somewhat related to our leadership where the two persons are there, they are 

interacting with each other, and influence is there, and in the definition of  these leaders  we 

have talked about, that is leadership? Leadership is to influence the other, and here in this 

group, members are also influencing each other. Doubloon and Forsyth have given another 

definition of two or more individuals connected by social relations.  

 

So therefore, in that case, this has been explained as a part of this social relation. However, in 

every definition, we will find that the common is that is at least two or more members are 

there they are going to achieve the common goal, and they are influencing each other, this is 

the characteristics here, and they are working together for face-to-face interaction may be or 

for that particular task for which they are interdependent is there.  

(Refer Slide Time: 05:26) 
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So, what is the size? So, to form a group, it must have at least two members. Practically  the 

number of group members ranges from 15 to 20, and the more the members in the group, the 

more complex it is to manage there; however, I remember that is in the book (()) (05:46) 

management book is written that is with one superior there should be four to five, five to 

seven subordinate should be there means that is one group.  

 

So, in one group, there are not too many; however, this book has been especially mentioned 

the 15 to 20, but as per the reporting is concerned, what should be the size of the group? As 

far as the reporting is concerned, that has to be from 5 to 7. Every group has specific  goals 

that are the reasons for its existence. So, a common goal is there, working for that. 

(Refer Slide Time: 06:29) 
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The norms of a group have specific rules for interacting with the group members, and the 

structure has a structure based on the roles and positions held by the members. So therefore, 

in that case, there will be specific rules and regulations, and norms will be there for a 

particular group there will be particular norms will be there. It has a structure based on the 

roles and positions held by the members.  

 

So, therefore that also has to see that is what organizational structure is there. Roles are every 

member of a group has specific roles and responsibilities. So, therefore, in  that case , every 

member has stuck to a particular role that he has to perform and which is assigned by the 

group leader. Interaction between the group members can occur in several ways: face-to-face, 

telephonic, in writing, or any other manner. 

 

Moreover, that is about the online. Nowadays, we can say that the interaction is on the online 

use of technology. So, therefore it can be face-to-face or by the use of technology or in 

writing or any other manner is there where the interaction will be there because they are 

interdependent. That is a collective identity. Unlike, for example, you are saying finance 

department, marketing department, HR department, IT departments, system department.  

 

So, therefore it is an aggregation of the individuals who are separately called members and 

collectively called a group. So, here it will be essential, so whenever we are talking about the 

collective identity, they all represent and then you, please also understand group 

performance. So, group performance will also be measured because of the collective identity  

of group performance. 

 

Furthermore, whenever there is group performance is measured, individual performance will 

be measured. That is fine, but group performance will also be measured, especially  in  these 

project-based organizations. So therefore, in that case, this project-based organization where 

the projecting is there and then they are working together. So, this will be called as members 

in collective called as a group is there.  

(Refer Slide Time: 08:53) 

801



 

Some functions include working on a complex and independent task that is too complex for 

an individual to perform and that cannot be easily broken down into independent tasks are 

there, and therefore, in that case, they divide this task into the different members. Generating 

new ideas or creative solutions to solve problems requires input from several people.  

 

I have mentioned the skills of managerial skills and leadership skills. So, therefore technical 

skills, human skills, conceptual skills, analytical skills, and designing skills are there. So, that 

is about the technical skill, and job knowledge is their human skill, interpersonal relationship 

is there—conceptual skills about the knowledge of that particular concept about tha t 

particular knowledge in depth. 

 

Then designing skill is there. That is, the creativity skill you are designing is there. So, 

therefore whenever you are talking about these skills, this is creating the creative solutions to  

solve the problems. From my experience, I learned that every problem has a solution.  

 

However, the problem is that we do not accept the solution, so the problem remains a 

problem. Suppose the problem is that somebody has hurt us and what is the solution? The 

solution is that we have to forgive that particular person in a given situation, but we will not 

forgive that person, we have a conflict with that particular person, and we will not forgive.  

 

Similarly, there will be the solution to forget it or ignore it, but those solutions will not be 

acceptable. For some people, it is acceptable, some people, it is not acceptable, but then 

generating new ideas is a creative solution that requires the input from several people. 
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Serving liaison or coordinating functions among the several workgroups whose work is 

independent, and this is the reasoning and coordinating. 

 

Facilitating the implementation of the complex decision so any complex decision is there 

with the help of this your group then you can solve that problem and accomplish  that 

particular target. Serving as a vehicle for training new employees, groups teach new members 

methods of operations and the group norms.  

(Refer to Slide Time: 11:30) 

 

There are four types of groups are there. One is the formal group , and the organizational 

structure identifies this group and after planning, organizing group the activities and put those 

under the formal structure, deciding their goals and objectives and strategies to  achieve the 

same. The formal group members report to their superiors and interact to achieve the 

common goals. 

 

So, that formal group is there, and everybody knows how these formal groups work in the 

organization. The second is the command group. This group is also known as a task group. A 

task is defined as the cross functioning activities carried out by members to accomplish a 

common goal. A team represents the nature of a command group; a command group can be 

formed by drawing members from various formal groups.  

(Refer to Slide Time: 12:20) 
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The third type of group is a committee. Organizations often form permanent or temporary 

committees and draw members from various formal groups to achieve the results. 

Committees also represent the presence of cross-functional members, and while for a 

command group, goals may be specific for the committees, it is varied. Informal groups are 

formed within a formal organizational structure, and informal group members primarily meet 

the social or affiliation need to share their common interests.  

 

Thus, informal groups are not organizationally determined. The members themselves of such 

a group fulfil their need for social interaction. So, we started with the formal groups, and then 

we ended with the informal groups being there. So, therefore in that case, whether you are in  

the formal or informal groups are there, it has to be decided that is what is the purpose for 

which these group has been formed.  

 

And then once it is formed and then the organization will be making the support maybe 

legally, or the informally will be the support will be there.  

(Refer to Slide Time: 13:23) 
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Now a question arises why do people join the group? So, security, mirror, strength in 

numbers. So therefore, in that case, this is a status that pinpoints a prestige that comes f rom 

belonging to a specific group. Inclusion in a group is considered vital because it provides 

recognition and status. Self-esteem transmits the feeling that self-worth is there; membership 

can sometimes raise self-esteem, like being accepted into a highly valued group. 

 

Moreover, in that case, what happens is that they are the intellectual people and form their 

group. So, that is, self-esteem transmits people feeling of self ; worth is there okay if they 

belong to that particular group which is the group of highly intellectual members. Affiliation 

with groups can meet one's social needs also. So, workgroups significantly contribute to 

meeting friendships and social relationships.  

 

So therefore, in that case, there will always be a need to meet for their friendship in the social 

relations are there and therefore, in that case, that may be based on their social background is 

there. So, this is you can meet your social needs are there.  

(Refer Slide Time: 14:33) 
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Group represent the power. So, what cannot be achieved individually becomes possible with 

the group effort, and power might protect themselves from unreasonable demands. The 

informal group provides an option for the individuals to practice the power is there , and 

therefore, whenever we have the informal groups, the options will be provided for the 

practising the power.  

 

People may join a group for goal achievement; sometimes, it takes more than one person to  

accomplish a particular task, and therefore a group has been formed. Now, whenever we are 

talking about the conversion of the group into a team.  

(Refer Slide Time: 15:08) 

 

Now a group whose individual effort result in performance that is greater than the sum of th e 

individual inputs is there, and here I would like to mention that is when we are talking about 
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these (()) (15:20) whenever we are talking about the group now this is the group these are the 

1, 2, 3, 4, 5, 6 people. So, these are the six employees they are working together. They are 

connected. 

 

However, as an official or formal group, they are dependent, and that is interdependency is 

there among these groups, but there is no synergy when I say that is this is the group of 

persons who are working, but here they are connected. So, it is not only that they are formally 

interdependent, but they are informally also dependent on each other then this synergy that 

we will say is this group is converted into a team.  

 

Whenever this group has to convert into a team, it is for what purpose? It is for the 

performance. Their total output will be much more than the group whenever they work 

together. Whenever the groups are converted into a team, the managerial effectiveness, 

productivity, organizational effectiveness, and the sum of the individual inputs will be much 

more. That is why you see ESOP is their employee share of profit.  

 

Why are those working on the projects and working as a team, and you find that the project 

team is getting much more than another? Because another project team could not connect, 

they remained only. So, a team becomes more than just a collection of people. So, as I also 

mentioned in the diagram, a strong sense of the value system's mutual commitment creates 

synergy.  

 

So, this generates a performance more excellent than the sum of the performance of the 

individual members. A team is a group of people who collaborate on a related task towards a 

common goal. Now, this is also to be understood that is interdependency is for what? One 

very important is for the organizational accomplishment of a goal.  

(Refer to Slide Time: 17:27) 

807



 

Many scholars have defined these particular concepts in their perspective, and then, like here, 

Katszenback has defined the team as a small group of people. With the period, these 

definitions are changed, and different people are given different definitions, so I need not be 

confused when I say these small groups of people. Now, what is a small? 

 

Ten is small, 20 is small, 100 is small, and 1,000 is small. So, therefore, in that case, this is in  

the context of complementary skills committed to a common purpose. Now that common 

purpose if we are talking about the overall organization, a multinational company so then this 

small group will be much more extensive group will be there, but when we talk about the 

section of that multinational company, then it will be a small group there.  

 

So, again it is a common purpose and specific performance goal. Once the goal has been 

achieved, that particular team will stop functioning. Now other scientists, Moorhead and the 

Griffin have given a small number of people with complementary skills committed to a 

common purpose, common performance goals and approach for which they hold themselves 

mutually accountable.  

 

This is an additional point compared to the other definitions discussed; there is mutual 

accountability. So, one cannot say that is he has done not me no you are a member of the 

team. So, we have done it, whether it is a success or a failure. So, dad has given another 

definition (()) (19:01) must rely on. Now he is not talking about the size.  
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Here he is talking about the small group, which is about the small group; we must rely on 

collaboration to experience the optimum success and achievement. Dear friend, this is the 

real crux of working together is there. So, why we are working together, and why we are 

interdependent? So, our personal and organizational goals are to be achieved, which is the 

optimum success.  

 

I alone cannot do anything unless and until I do not get my team members, not the group 

members team members. When I get my team members, I will do that.  

(Refer to Slide Time: 19:43) 

 

So, what are the characteristics of a team? So, the common goal like a group the team spirit 

these characteristics is ver The members' enthusiasm to reach out the team goal is always 

high so working together and therefore whenever we see any games especially when you see 

the hockey or you see the football and way they are playing, and that shows or in cricket.  

 

So therefore, then, in that case, you will find that it is the enthusiasm of the members to reach 

the team goal that you can see in the field it is self-evident whether there is a team spirit or 

not. So, there might be the captain and the players, but if there is no team spirit, you can see 

they are not working in coordination with each other, but when they work in  coordination , 

you can see. 

 

Whether you win or lose, that is a different issue, but the team spirit will be visible; the trust 

another very, very important dimension in a team, and they have the trust to each other , and 

what is our subject is leadership and team effectiveness. Here is the leadership's role, and do 
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you understand what a leader does? The leader provides the direction with a clear cut 

direction and instruction on what to do, what not to do, and what will work. 

 

What will not work is the clear cut direction, that clear leadership that will be creating a team, 

and the selected team leaders (()) (21:17) activities is there and therefore to  be a successful  

leader. So, what we understand is that? The clear direction required by the leader is there. 

Now here in this characteristic of a team which we are talking about, there are two 

parameters I would like to take in this particular picture. Is it one of the collaborations which 

I have talked about?  

 

So, they are working. This has been given in terms of the team spirit whenever we talk about 

what is there and the defined roles. Roles that have to be very clear who will do this job. So, 

anybody will do this job, so nobody does the job, and somebody will talk about this. So, 

despite this, everybody does the job clearly and is doing his job. So theref ore , in  that case,  

there are defined roles are becoming very, very important.  

(Refer Slide Time: 22:09) 

 

Mutual accountability is there, so nobody can escape from the responsibility of being equally 

responsible for the underperformance and failure of the team. Interdependency is the 

condition for the team; defined roles are there has been allocated specific roles, and the 

streamlined direction is there that is the leader's role is there who shows the way to the 

members and monitors are there, operations are there that synergy and collaboration which 

already I have explained. 

(Refer Slide Time: 22:37) 
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Nevertheless, it is not that easy dear friends, because there are specific barriers. Those 

common barriers faced by the high-performance work team, then why people are not working 

in the team? Because there are specific reasons, those reasons are called barriers. What 

barriers are there? Non-participating leadership now is the positional leader, but their team 

members fail to use a democratic leadership strength. 

 

They are not connecting with the followers or the group or team members, and therefore, the 

leader is there but not involved. So, non-participating leadership is there, and they are only 

positional leaders by the organizations, poor decision-making. So, naturally, the team 

members are interdependent; they are dependent on the leader; the leader has to make the 

decisions then only there will be any action. 

 

Nevertheless, no poor decision making; he is looking toward his superior, he is looking to his 

superior, and nobody is making a decision. So, team members make decisions too quickly 

without a blend of rational and intuitive decision-making methods. So, if a team is there, that 

leader will have directional leadership, and there will be directional leadership. The team will 

take intuitive decision-making, which will be acceptable.  

 

Infrequent communication lines are closed, and the infrequent is there; therefore , nobody is 

clear who is supposed to be known; he is not known. So, therefore a lack of mutual trust,  the 

team members do not fully trust each other, and as a team, they are not working as an entity . 

So, these common barriers are affecting the performance of your team. 

(Refer Slide Time: 24:20) 
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So, we have to understand that when working together and then it is not valued ; we have to  

get the work done. So, the inability to manage the conflict is naturally. There are different 

personalities. So, every personality is different from the other and works together. So 

naturally, there will be conflicts, but the conflicts have to be resolved. 

 

Furthermore, if the leader cannot resolve the conflict, leg-pulling backbiting will be the 

culture—a lack of clarity for what we are working on. So, I remember one case study where 

the pharmaceutical industry employees were interviewed and asked about their role in the 

organization? So, somebody said I am the production manager, I am the operations manager, 

but nobody said that we are producing the medicine that is saving the lives of the others.  

 

So, what is the goal? The goal is not to manufacture something x, y, or z. The goal is to 

prepare the x, y, and z for saving the life of the others. So, therefore, in that case, there will be 

a lack of commitment and engagement and poorly defined roles and responsibilities; as I 

mentioned, there is no clear cut, hostile atmosphere is there and overall team culture that is 

not open, transparent, positive, and the future focus results in a fairly you have to perform at 

high levels are there.  

(Refer Slide Time: 25:55) 

812



 

So, ultimately we will understand the difference between the groups versus teams. So, that is 

the collection of individuals who work together on a complete task. A group of persons 

having a collective identity join together to accomplish a goal. Leadership is only one leader. 

More than one is there because their accountability is there; they can make the decisions, so 

that is the meaning of the leadership.  

 

Members are independent; it is interdependent. Focus is on accomplishing the individual 

goals; team goals are there, work product is individual, and collectivism is there.  

(Refer to Slide Time: 26:28) 

 

So, ultimately how to create an effective team. So, the ideal size in membership is there ; as I 

mentioned, one should control and get work done. That should be the ideal size and 

membership, and that will be decided on the nature of the job and the task to be completed. 

813



Fairness in the decision-making is there, and therefore, if you are fair in decision-making, 

then there will be no compliance by one member against another member. 

 

Creativity identifies the solutions. The best part of creativity is what is providing the 

solutions. Accountability is there, purpose and goals are there, action plans, roles and 

responsibilities, information sharing, good data, meeting skills and practices, decision making 

and participation, then the ground rules are there, clear roles, accepted leadership, ef fective 

processes, solid relationship and the excellent communication is there.  

(Refer Slide Time: 27:25) 

 

So, they focus on the four major factors of an effective team. Finally, based on the previous 

characteristics, we can conclude that there are four supportive environments; teamwork is 

most likely to develop when management builds a supportive environment. Creating such an 

environment involves encouraging members to think like a team, collective thinking, 

collective wisdom, and providing adequate time for meetings, for timely meetings. 

 

And then, there is a proper democratic meeting organized and demonstrating the faith in 

members and capacity to achieve. Second, skills and role clarity are there, and team members 

must be reasonably qualified to perform their job and desire to cooperate. Beyond these 

requirements, members can work together and therefore, in that case, they know what my 

role is and what is the role of the others. So that clarity is there.  

(Refer Slide Time: 28:21) 
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Superordinate goals are there. So, a significant responsibility of managers is to keep the team 

members oriented toward their overall task. So, unfortunately, what sometimes happens in  

the organization's policies record keeping requirements and reward system may fragment 

individual efforts and discourage teamwork. So that the organization's culture is the 

organization's overall goals that should support the collective effort and not the individual 

efforts, then rewards will be there.  

 

So, the reward will not be only for one person. It will be rewarded to the team; therefore, in  

that case, as I was giving the example of the project team especially and there you will f ind 

that whether it is financial or non-financial is there like the recognition is there, but they are 

such powerful that it is the team members they feel pride by doing the work together. 

Therefore as the administrative purpose, they find that their performance has been 

recognized.  

(Refer Slide Time: 29:15) 
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Here we will find this case study that is the calamities of the consensus, time for groups to 

reach a decision, and in detail, this case study you can find out and about how the team is 

essential for any particular objective is there.  

(Refer Slide Time: 29:33) 

 

Here this question will be an assignment to you. Is consensus a good way for groups to make 

decisions? Now you see in many organizations what happens the people say , you write my 

(()) (29:46), and the rest of the people are saying, okay, this decision is okay? Now the leader 

is into these, so he is in a problem now what is to be done. So is the consensus to  develop a 

consensus that is a good practice or not, and why or why not.  

 

Can you think of a time when a group you are part of relies on consensus? How do you think 

the decision turned out, and then when there is any decision of the consensus, do you believe 
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that type of decision-making process encourages the team or it does not encourage the team 

functioning is there? A genuine leader is not a seeker of the consensus but a modeller of the 

consensus.  

 

So, it is not like that he will request or he is seeking that everybody should agree for this 

particular it is not like this rather than the leader puts the things in such a way that everybody 

supports that particular idea.  

(Refer to Slide Time: 30:42) 

 

The research paper's open, creative workspace impacts the new product development, team 

creativity and effectiveness. This paper is relevant to understanding how the team's creativity  

and effectiveness can be developed for this new product development.  

(Refer to Slide Time: 31:01) 
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So, this is a research paper. 

(Refer to Slide Time: 31:04) 

 

This book recommends group dynamics for teams. 

(Refer to Slide Time: 31:07) 

 

Moreover, therefore, in that case, you will find in this book that it talks about the framework 

for the teaching about teams and improving how teams function and material offering critical 

advice on techniques and activities to help improve the team's performance or special 

pedagogical features like the leading virtual teams. Nowadays, we are working online and 

therefore, the team members are in different places across the globe.  

 

Moreover, therefore, in that case, the virtual teams are there. So, is there any difference 

between leading the physical team and the virtual teams are there and then what are the 
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various issues and challenges there can be? By reading this particular book, you will 

understand how this book helps you to understand to convert the group into a team?  

 

This book also has the company and website continuing discussion questions, class activities, 

test banks, PowerPoint slides, and multimedia teaching.  

(Refer to Slide Time: 32:10) 

 

These are the references you can use for your further reading, and the material taken f or this 

particular text is there. So, I am sure that all these references will help you know and identify 

the barriers in making the group into a team and if the barriers are there, what the solutions 

are there, which will help you create a better performance-oriented team. Thank you.  
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(Refer to Slide Time: 00:21) 

 

In this session, we will talk about the characteristic of the leaders, followers and situations 

and personal leadership and it is quality that is the qualities these leaders have because it is 

essential to know that is whether the individual's personality and how his or leadership style 

is there and that is matching, or it is not matching otherwise it will not continue for an 

extended period.  

 

Then the followership and its type, we talked earlier about three factors: the leader, followers 

and situation. So, whenever we talk about the followership and its type, how great leaders 

inspire followership, becoming your voice leader, cultivating your situation awareness of the 

Potter and Rosenbach followership model, the follower's response to change, and what 

qualities good followers must possess. Case study, research paper and book recommendations 

with references as usual.  

(Refer to Slide Time: 01:20) 
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So, personal leadership is a desire of an individual to take charge of his or her own lif e and 

therefore in that case whenever we are talking about the personal leadership; it begins when 

we are deciding to be our coach, so that is leadership for the person itself by knowing 

ourselves and live by a personal mission statement that reflects you your values and life goals 

are there.  

 

So therefore, in that case, the day we start coaching ourselves, there will be a personal 

mission statement that is what I want to do and definitely when we are talking about 

leadership. Leadership is what? Leadership is the creation of a vision. Here we are talking 

about the vision for oneself, as a leader of himself, and therefore, according to that vision and 

personal mission statement will be there. 

 

Moreover, to achieve this goal or that meeting that objective of the mission statement to 

reflect our values and life goals is what we want to do. These leaders share solid personal 

bonds with followers, even when the leader occupies the formal organizational role . So, in  

that case, it is between the leader and followers to have a strong personal bond.  

(Refer Slide Time: 02:48) 
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So, whenever we discuss developing personal leadership, specific characteristics are there, 

and the qualities are required. So, here are some personal leadership qualities we can cultivate 

within ourselves to use our positive strengths and talents for our success and the benefit of  

those we live and work with. First is the vision, then self-discipline, spirituality, integrity, 

honesty, open communication, kindness, and legacy building. So, first and foremost is the 

vision that creates the vision.  

 

So, how do we create our vision? Our goal is there. So, whenever we create the vision, then 

definitely, in that case, that is the goal we want to achieve ultimately, and the self-discipline 

is there. For example, we talk about time management, or we talk about moral emotions, we 

talk about mood control. So, therefore that self -discipline will start with the personal 

leadership qualities are there.  

 

Then the spirituality is there, so, therefore, we will be developing the spiritual quotient. That 

is, the spirituality will be developed based on whatever the IQ, EQ supports our spirituality , 

integrity and honesty, integrity open communication. So, in that case, the way we interact 

with our followers that the leader will also decide. So, these qualities are essential.  

(Refer Slide Time: 04:27) 
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Now, whenever we are talking about followership. So, followership demonstrates the 

capacity to follow a leader willingly. So therefore, in that case, it also requires certain 

qualities. Everybody will not be a good follower many times; the person becomes a follower 

at the beginning itself. Later on, it is found that he is changing his leadership if he is 

deviating.  

 

So therefore, in that case, it is essential that what is the capacity to follow a leader is there. 

So, everybody will not follow the leader in a direction that gets in line for a long time, and it 

is a team that delivers what is expected of you. So, influential followers are active 

participants in creating the leadership process. So, a social relationship between the leader, 

follower and the group are there.  

 

So, that active participation in creating the leadership process which will develop. Now here , 

the follower has to develop that will, so only he will be a part of the team then he will have a 

strong bonding with the leader for an extended period, and whatever is expected f rom him 

then he will be able to fulfil those expectations.  

(Refer Slide Time: 05:54) 
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So, this way, there will be different followers, and different types of followers will be there . 

A researcher at Harvard Business Review developed a system for categorizing followers 

using two metrics. One active versus passive and two independent, critical thinking versus 

dependent uncritical thinking. So, the five categories of the followers are there, with the 

survivor right in the middle of the scale. 

 

These people are adept at surviving change, and they can adapt and conform to the situations 

around them, whether this means stepping up to take on an important task or quietly staying 

in the background. So, therefore here, it becomes exciting that they will adapt to the surviving 

change. These are the passive people who do not think critically. 

 

Moreover, they do not have a strong sense of responsibility, and therefore they follow the 

leader. So, they will call this type of follower the sheep followers. So, survivor followers on 

one side are adapting to the surviving change, while in the case of sheep, they do have not to  

make much differentiation and therefore, they are just following the leader without having 

any critical thinking about whether it is right or it is wrong I should follow, or I should not 

follow.  

 

So, in that case, after the survivor in the sheep type of the followers, research has been done 

based on this lot of followers.  

(Refer Slide Time: 07:30) 
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Here are Robert Kelly's five followership types. We will discuss dependent on uncritical 

thinking and independent and critical thinking. The other side is active, and the passive is 

there. So, whenever active and dependent, uncritical thinking is there, that will be the yes 

people. So, these followers will always say the yes is there and whenever there will be the 

passive and dependent. 

 

So, then that will be sheep type, so there is no uncritical thinking. Now, whenever they are 

passive and independent and critical thinking, so alienated followers are there, and whenever 

active and independent critical thinking is there, they are the influential followers are there. 

So, in that case, what is required from this what we understand is what qualities are required 

in the follower.  

 

So, a follower is required to be active and independently be able to do the work . It does not 

mean that he is dependent on the leader, and therefore he should not have uncritical thinking 

rather than critical thinking.  

(Refer Slide Time: 08:54) 
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So, yes, people are those who will readily act when told what to do but depend heavily on 

leaders for guidance; they do not tend to be proactive. Moreover, alienated followers are 

independent critical thinkers who are not proactive in their roles. They can effectively carry 

out their roles, but there is often an undertone of dissatisfaction that prevents them from fully  

embracing their work and contributing to their full potential.  

 

So, here we are talking about these alienated followers. In many organizations, we f ind that 

this type of these followers finds themselves alienated, the influential followers required 

ultimately. So, these are the independent critical thinkers who follow through the 

enthusiastically influential followers can succeed without leadership but respond to it well.  

 

Making them ideal independent employees who also work well in teams is there so what is 

required. So, whenever we want to see the effectiveness of an individual, even in the absence 

of that individual, whether the work is done or not. So, if the person the f ollower is has an 

independent employee, he also works well. So, that is the objective, and that is developing 

the competency of the follower.  

 

So, the leader will also be happy because a leader does not want the follower to be a burden 

rather than a strength. 

(Refer Slide Time: 10:32) 
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Here we take a look at how leaders can inspire followership. Embrace is the concept of 

servant leadership. Servant leadership is a concept that Robert introduced. K. Greenleaf and 

that we have talked about in the earlier session also. Leaders must be servants. The difference 

manifests itself in the care taken. This is very, very important. Whenever we talk about 

servant leadership, it must be taken care of.  

 

The servant first makes sure that other people's highest priority needs are being served , then 

the delegate strategically. So, employees want to fill that they are making meaningful 

contributions that require understanding how what they do makes a difference. So, therefore 

in that case, because the leader so to inspire the follower, they give the opportunity and give 

the opportunity you have to delegate.  

 

So, this delegation has been done and understanding what they do makes a dif ference, and 

when you give the delegation, you find that the followers are doing very well that job. 

Effective delegation will help shape this connection, and therefore, in that case, because that 

delegation is given, the follower will also have positive thinking towards the leader is there , 

so that is making a solid relationship.  

(Refer Slide Time: 12) 
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Listen deeply. Employees need to know that they are being heard and that their inputs are 

being objectively considered. So, naturally, we have to listen to them to inspire our followers. 

So, they should feel that they have been heard and their inputs are being objectively 

considered, especially if these inputs involve perspectives outside of the status quo.  

 

However, with my practical experience, I can say that this time the inputs can be used in 

future also. So, there is nothing wrong with taking the inputs in a current situation; however, 

they are not that relevant in the current situation. Give clear specific recognition. So, giving 

clear and specific recognition is a great way to encourage the followers. We follow people 

that we trust. 

 

However, while we may intuitively feel that trust in leaders is built based on their ability  to  

exhibit trustworthiness so that they will support our efforts, be honest and transparent in 

communications and have our backs, there is more to it than that. So, therefore, in that case, it 

becomes essential that is the relationship between the leader and follower if there is a trusted 

or not.  

 

So, even when they are not appraising the leader is not present, they understand that yes, this 

will be appreciated by the leader.  

(Refer to Slide Time: 13:29) 
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So, becoming a wise leader, cultivating your situation awareness. So, leadership without 

wisdom is not authentic leadership. Situation awareness is a perception of elements in the 

environment, the comprehension of their meaning, and their status projection. So, four 

strategies for improving your managerial wisdom are there. Shifting focus from short-term 

gains and gratifications toward the longer-term strategies is always essential.  

 

So, therefore it is required that we have this long-term strategy and we do not focus only on 

the short-term gains, continuously affecting particular situations, what happened, examples, 

and counsels of others to learn from experience. Understanding the limit of your knowledge, 

skills, and abilities, I would like to add your hobbies. So, therefore in that case, what type of 

knowledge, what type of skills, what type of abilities. 

 

Furthermore, what type of these hobbies the follower is having. So, expanding your practical 

knowledge by developing the ability to interpret the situations, accumulating a repertoire of 

possible responses and implementing a chosen response skillfully  and, therefore, in that case, 

whatever job we are doing, we are accumulating it. When we are accumulating it, then it 

works very successfully.  

(Refer Slide Time: 14:56) 
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Dr Mica Endsley, a leading scholar on situation awareness, identified three levels where it 

can be developed, perception, comprehension and projection. There is a situational awareness 

is there, and therefore, in that case, how do we perceive and then our perception we are 

making comprehensive, and the projections are there and accordingly there will be the 

decision and actions will be taken.  

 

So, what is most important is situation awareness the leader should adopt the leadership 

styles according to the situation, and he should be aware of that, and that awareness will 

come only if he targets the situation; the perceiver and target may be subject that subject of 

the perception that is very clear. So, if the perception is apparent, then definitely that will 

have this comprehension and projection very strong. 

 

Furthermore, a strong situation awareness will create a state of the environment when there is 

strong situational awareness. Now we have also to understand that is why it is necessary. It is 

necessary because whenever we are talking about the state of the environment, it gives us the 

decision-making power and when we are talking about the decision-making power, it will 

give us the actions when these actions are created based on the individual capability  of  the 

leader.  

(Refer Slide Time: 16:23) 
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So, in the perception of elements in the environment, the first step in achieving situation 

awareness is to perceive the state, characteristics, and dynamics of relevant elements in  the 

environment. So, whenever we talk about the perception in the perception, the characteristics 

and dynamics of relevant elements. What are the relevant elements are there?  

 

The relevant elements are the organizational culture, organizational power, organizational 

politics, situational capabilities, and the dynamics of the followers' personalities than the 

environment. So, all elements in the environment will have to be taken care of. Employee 

attitude, behaviors, performance, motivation or warning signs of employee dissatisf action, 

burnout or interpersonal conflicts.  

 

The comprehension of the current situation is based on a thorough analysis of all f irst-level 

elements. It goes beyond simply being aware of the elements that are presented. So , in  that 

case, this comprehension of the current situation will be that the person will be aware of  the 

elements presented and if the thorough analysis is done and the elements presented and they 

are beneficial, relevant and informative. 

(Refer Slide Time: 17:51) 
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Then definitely, in that case, we will be a good decision-maker, and one not only needs to 

draw a holistic picture of the situation, not necessarily with sufficient knowledge. On level 1  

elements, but also can understand the significance of those elements about one's goal. An 

excellent point is this. So therefore, in that case, do not worry if you are not having a clear 

picture of the situation at the level 1 knowledge on level 1 . Do not worry, but at least 

understand those elements of these situations.  

 

Level 3 projection of future status this level is achieved through the knowledge from 

elements of the first two levels and use this knowledge to project the future actions of the 

elements in the environment. This level is fundamental because the ultimate goal of the 

building situation in awareness is to utilize the information collected to predict the most 

likely outcomes as a result of these elements. 

 

Moreover, to use the information for decision making is there. So, therefore, in that case, 

whenever at level 3, whatever we have perceived from level 1 to level 2. Now ultimately, we 

have to give an awareness of the situation and the information collected so that must be 

projected. So, that projection is essential. So, based on your decision, you will take the 

projections.  

(Refer to Slide Time: 19:26) 
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The description of the models is as follows the Potter and Rosenbach followership model. So, 

based on the two independent dimensions, follower performance level and the strength of the 

leader-follower relationship. So, the performance initiative dimension is concerned with the 

extent to which an individual follower can do his or her job and the work effectively with 

other team members.  

 

So, embracing the change and viewing himself or herself as an essential asset in team 

performance is there. So, therefore (()) (19:57), which are effectively working with other 

members of the team, all these views and those changes that leader has to consider and for the 

states in the performance is there. So, the follower performance levels that are having a 

significant concern. 

 

Moreover, naturally, because the ultimate goal which is you are going to achieve will depend 

on the follower performance and in follower performance level is 1, 2, 3 so that will depend 

upon the leadership involvement and the leadership direction and in that case that if the 

individual follower can do his or her job and work effectively, then there is no worry about 

this to the leader and in that case because the follower is doing his job very well. So , they will 

be less interference by the leader.  

(Refer Slide Time: 21:03) 

833



 

The relationship initiative dimension is concerned with the degree to which followers act to  

improve their working relationship with their leaders. So, that is the relationship dimension is 

there. The Potter and Rosenbach model state that the situation plays an important role in 

effective followership, but it may not consider ineffective leadership's role in followership.  

 

So therefore, in that case, the situation has to be given the very, very important is there. So, a 

relationship is low and high, and the performance is low and high. So, if the relationship is 

low and performance is low, it will be subordinate. It is performance low, and relationship  is 

high, that is the politician is there, and performance is high, and relationship is low, that is a 

contributor. 

 

Moreover, the performance is high, and the relationship is high that will be the partner (()) 

(22:00). So, Potter and Rosenbach's followership model that clear cut giving an indication 

that is how you can make use of the relationship and the performance of the follower to 

create the effective leadership is there, and the ultimate goal of creating the effective 

leadership will be that is creating the partners are there.  

(Refer Slide Time: 22:24) 
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So, these people work harder in impressing their bosses, these politicians and get their work 

done, they are often very loyal to their leaders and build strong relationships  but are low 

performers are there. So, that is how they are called the politicians. These are you are the best 

of the best. These are the high performers who are highly committed. They have strong 

interpersonal skills, and good relationship with their leaders is there. 

 

Moreover, they understand their leader's vision while challenging them to take it a step 

further. Subordinates who do what they are told follow the rules and stay out of the trouble  

but are below average performance and do not have a strong relationship with their leade rs. 

So, these people do not have an interest in building relationships with their peers or leaders. 

 

They are motivated by the subject matter and challenging work; therefore, they are making 

this contribution. So, ultimately what is the learning? Learning for you is that I will advise 

this that identifies where you are whether you are into the politician or in the partner or 

subordinates or the contributors is there and what you should be.  

 

So, naturally, based on this understanding of the concept, we can say that every follower 

should be a partner and when he is a partner, he will develop that particular career path  also 

and naturally, that followership will be vital.  

(Refer Slide Time: 24:00) 
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Malicious compliance is the follow response to response, and this occurs when followers 

either ignore or actively sabotage change requests. So, therefore many times, the leader wants 

to make specific changes, and the follower is not ready to make those changes, so malicious 

compliance will be there. Compliance will be their response to change. This occurs when 

followers do no more than abide by the policies and procedures surrounding the change 

request. 

 

Moreover, therefore, this will mean he completely follows those rules and regulations. 

Cooperation willingly engages in those activities needed to make the change request become 

a reality, and therefore, it is cooperation. So, whatever the changes the leader wants to bring, 

and then he is supporting that particular change, the commitment is that followers embrace 

change requests as their own and often go the extra mile to make sure work gets done.  

 

Moreover, in that case, charismatic and transformational leaders are adopted,  getting 

followers committed to their vision of the future, and that is the commitment is there. So, the 

leader will be able to get the commitment from the followers whenever he is bringing th ese 

particular changes, and followers are making those embracing the changes and adopt  those 

changes as a result of which, the leadership will be the effective and followership will be 

better.  

(Refer Slide Time: 25:35) 
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The Ivy business journal, what qualities good followers must possess? So, if  we want to  be 

effective and efficient followers and good followers, according to my business journal, it 

translates the qualities of a good follower in the business world it is given. The judgment 

followers must take the direction, but not blindly. A sound judgment is required to establish 

the difference between following good instructions and continuing instructions that are 

ethically inappropriate or constitute unsportsmanlike behavior.  

 

So therefore, in that case, you have to judge what has been asked you to do, and then it does 

not mean whatever has been supposing something is unethical; please do not do that. So, 

being judgmental during this thing is right or wrong is very important. Competence to follow 

followers must be competent and have the relevant knowledge and skills to play their 

position, whether they play on offence, defense, or the special teams.  

 

So therefore, in that case, a follower must be a competent person. So, unless and until they 

have the relevant knowledge and skills, they will not be successful like you see that you are 

required with a partner then your competency level that you have to increase. Unless and 

until you do not increase your competency level, you will not be a good follower. So, to  be a 

good follower that cannot be comprised; competency cannot be comprised.  

(Refer Slide Time: 27:06) 
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Honesty followers are responsible for being honest, and respect and politeness are essential. 

So, therefore, in that case, this is very necessary that he brings transparency. Honest means 

what that is with respect and politeness. He can offer constructively critical feedback. So, it is 

not a criticism; it is feedback, and therefore, corrective actions are to be taken.  

 

Moreover, he should be more honest in giving that particular feedback. The courage it takes 

is the real courage to confront a leader about the concern with the leader or that leader's 

agenda; if you find something is wrong, he should be able to communicate, and discretion 

followers owe leaders discretion. Talking about the sport, teammates, coaches and other staf f 

inappropriately, he is at best unhelpful and more likely harmful.  

 

So, therefore, in that case, the leader's discretion must be followed, and loyalty is important 

and relies on solid allegiance and commitment. We always talk about this. Unless and until 

the loyalty is not there, leadership will be incomplete. To complete the leadership, the 

follower must have a strong loyalty towards the leader because loyalty is not only a scale, but 

it is a respect for the leader.  

(Refer Slide Time: 28:40) 
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The work ethic so good followers are good workers. They are diligent, motivated, and 

committed, and therefore they pay attention to details and make an effort. So, therefore they 

are hard-working and keep on doing the job so highly diligent and they are doing these jobs , 

not for any reason, but highly motivated because without self -motivation. We have talked 

about intrinsic motivation in leadership.  

 

Unless and until there will not be intrinsic motivation, how you can continue the 

followership. So, therefore that motivation will make you committed to your leader and not 

only at the surface but at the deep level, and therefore they pay attention to detail and make 

an effort is there. The exciting point is that ego management is now seen many times because 

the leader is in the position, and many often  

 

So, good followers have their egos under control. They are team players in the total sense of 

the concept. So they have good interpersonal skills. The success of good followers always 

depends upon whether they can manage their egos. 

(Refer Slide Time: 29:58) 
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As usual, we will have the case studies and research papers and the book recommendations 

for you. So, this Bob Knowling was a former member of the Hewlett Packard, Shell 

Exploration. In this case study, that is how he has done his leadership that you will f ind  and 

in the situation how he has been doing the effective leadership with the changing situation. 

So, therefore in that case, how the situation has been changed.  

(Refer to Slide Time: 30:29) 

 

So, this will be an assignment for you. Does Bob Knowling use a rational or emotional 

approach to drive change? So, therefore in that case, what will be creating the impac t on the 

followers. Do you think it is possible to teach leaders how to implement the change? 

Moreover, if you think that yes, the leaders can be talked about how the changes are 

managed.  
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So, change management and leadership is an exciting concept that is. Then yes, if  you want 

to bring effective changes, you can do that particular leadership style.  

(Refer to Slide Time: 31:13) 

 

This research paper does follower characteristics, moderate leadership and employee 

engagement, and we have talked about the employee engagement in leadership in that session 

and, therefore, to create that employee leadership into the followers. So, create that bigger (()) 

(31:30) and dedication. So, this moderate leadership is significant. This paper will give you 

an idea of how we can increase employee engagement. 

(Refer to Slide Time: 31:46) 

 

Moreover, this is the book leadership for the follower commitment is there, and whenever we 

are talking about the increasing or gaining the commitment of the followers and making them 
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be the partner in our leadership the process, then this book will help you to the extent that is 

you will be able to create more follower commitment.  

(Refer to Slide Time: 32:16) 

 

Furthermore, these research-based case studies are the same practical managerial experiences.  

(Refer Slide Time: 32:20) 

 

These are the references from where this material has been taken, and for your further studies 

in detail, you can use these references. This is all about leadership and followership . That is 

how you can create a series of followers. Thank you.  
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In this section, we will talk about the group dynamics as we discuss the effectiveness and the 

team effectiveness. In this group dynamics, we will talk about the detailed understanding and the 

group dynamics. Before this session, we talk about the difference between the group and team, 

what the group is, and how we can convert into a team.  

(Refer Slide Time: 00:48) 

 

In earlier sessions, we have discussed that, and now, with those working together in that 

particular group and what type of dynamics is there, we will be talking about this group 

dynamics. Furthermore, there are the eight main principles we will be discussing and these stages 

of the group development, why do people form groups? Group dynamic theories group 

properties and seven strategies for better group decision making. Then the case study research 

paper, book recommendation and references. 

(Refer Slide Time: 01:17) 
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So in the case of the group dynamics, is there precisely it is the, what we understand by the 

group dynamic? It refers to the attitudinal and behavioural characteristics of a group. Moreover,  

the group dynamics concern how groups are formed, their structure and which processes are 

followed in their functioning. So this is like we give these the assignments and group activities 

and when we give the group activities. 

 
Then I leave to the class that they can form their group just the number is fixed like the four 

members will be there or the five members will be there. So that will be about that particular 

group, and they decide about themselves that is how the group will be formed. Thus, therefore , 

here, it is the voluntary formation of a group. That is becoming the strength it is concerned with 

the interactions and forces operating between the groups is there right.  

 
So naturally, whenever you create and give that willingness to create, select their team members 

or group members. So it is all the both of whether the formal or informal is there. Typically , we 

see that in informal groups, these practices are followed. Furthermore, therefore you  select the 

one coordinator volunteer, and then he creates his informal group and works on that. 

(Refer Slide Time: 02:46) 
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Nevertheless, it has to be based on certain rationality whenever a formal group is concerned . In  

order to achieve the best use of the group dynamics, the following principles of the group 

dynamics have been discussed with Dorwin Carl Wright, and they are as follows. If the group is 

to be used effectively as a minimum of change, those people who are to be changed? Moreover,  

those who are to exert influence on change must have a strong sense of belonging to the same 

group. 

 
So here they are talking about the function of coordination of the manager. So therefore, in  that 

case, those who are to be changed are right. For example, you have introduced a particular 

technology so those who are to be changed, those who are using the technology, and those who 

are bringing the change. Those technical companies' executives are bringing the change, so there 

should be solid belongingness to the same group. 

 
The more attractive the group is to its members, the greater the influence that the group can exert 

on its members. Furthermore, the voluntary people say yes, I want to be a member of this group 

then only it is functional. If the person does not want to be a member of that group but because 

of the position because of the logic, he has been placed there. Because of his experience  but he 

does not like that group members right.  

(Refer Slide Time: 04:17) 

 

845



 

However, because he is the senior person and therefore is to be there, that will be an issue with 

the group dynamics. So the group will not perform in that case right so. Therefore, the 

willingness of that particular person or employee to become a group member is very much 

required. The greater the prestige of the group member in the eyes of the other members, the 

more significant the influence he can exert. 

 
Moreover, when this is a task force member, the advisory council's member; he is a board 

member. So, therefore, in that case, how people will see people will say he is supposed to be the 

expert on his subject, right. Furthermore, therefore, in that case, yes, we can also learn from him. 

Moreover, in the, they will like to be the member. Efforts to change individual or sub-parts of a 

group which, if successful, would have the effect of making them deviate from the norms of the 

group will encounter strong resistance is there. 

 

So it will always be crucial that whenever we are making these individuals a part of a group , or 

the efforts are made, that will be having the strong resistance will be there. Information relating 

to the need for changing plans for changing, and all relevant people must share the consequences 

of change in the group. So, therefore, they are required to make the changes are to be made.  

 
Whenever; we are talking about this type of this group formation. So and we are following this 

particular group, so ultimately, what we are talking about, we are saying. There will be the 

requirement of the willingness, commitment, expertise, and amongst all the people who are 
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working there together. If they are having that working togetherness, then definitely, in that case, 

they will be able to perform. 

(Refer Slide Time: 06:18) 

 

So there is a process of five stages through which the forming, storming, norming, performing 

and adjourning are there. So the first stage is characterized by a great deal of uncertainty about 

the group's purpose, structure, and leadership. So just it is the member tests the waters to 

determine what type of behaviours are acceptable. Furthermore, this stage is complete when 

members have begun to think of themselves as a part of a group. 

 
Moreover, therefore, it becomes an essential step because this is a stage where the members have 

begun to think right. As a part of the group and therefore they are coming together, they are 

joining together, and as soon as they are joining together, that is making them start the work 

which is there.  

(Refer Slide Time: 07:09) 
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However, every personing with another person and forming in the group will depend on what 

type of value systems they are creating? Whether the members accept the group's existence  but 

resist constraints right. So therefore, intra, group conflict starts the conflict between the group 

starts. When this stage is complete, so on individuality because there will be the, everybody is 

coming for as an individual. 

 
So, every individual who will control the group when this stage is complete will have a relatively 

clear hierarchy of leadership within the group. Moreover, when the storming stage is done, so 

with this storming stage. That is, somebody will come out as a leader is there because, in the 

storms, there will be the discussion, there will be the conflicts, there will be the convincing right 

and therefore, in that case, which is the ability to overcome that? He will be the leader. 

 

So the leader does, close relationships develop in the third stage, and the group demonstrates 

cohesiveness. So what was the storming phase was there because there were different 

personalities? Now the norm starts because they have to work together, right. It is just like a 

marriage. So the before marriage that is the forming is there, but in the storming, there will be 

after marriage the storming starts right.  

 
However, they understand we have to live with each other, and then the norms will be  derived, 

and the members of that group know. Yes, we have to work together, and we have to achieve the 
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goal. Moreover, those norms are developed, and they start working on that, so that is the 

performing. 

(Refer Slide Time: 09:03) 

 

So it is the fourth stage of the group development that the structure at this point is fully 

functional and accepted. Group energy has moved from getting to know and understand each 

other to perform the task. So, in that case, the understanding between the group members as we 

talked about the norming phases was there. So understanding becomes better, and they start 

performing. 

 
They were adjoining the final stage in group development for temporary groups concerned  with 

wrapping activities rather than task performance. Some group members are upbeat, basking in 

the group's accomplishments. Others may be depressed over the loss of the camaraderie and the 

friendship gained during the work group's life, so, ultimately, when the performance is done 

right. 

 
The group was performing for a common goal and objectives, and once this common goal and 

objectives had been completed. Moreover, now it will be the time to finish and go away , so the 

adjoining stage is there. 

(Refer to Slide Time: 10:10) 
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So that was the forming, storming, norming, performing and adjourning. So, perspectives that 

consider when and why individuals consider themselves the members of the group right so social 

Identity theory works here right it is a set. Moreover, they propose that the people have 

emotional reactions to the failure or success of their group because their self-esteem gets tied to 

the group's performance. 

 
So as I mentioned it is, you are a member of the board. Are you a member of that task force? Are 

you a member of the quality circle? So this gives the social identity because the, who can 

become the member who has the subject knowledge that can only. So, therefore, that is giving 

social identities. Several characteristics make a social identity important to a person. Like this 

similarity, demographic similarity can also lead to the more vital identification of new hires. 

 
While those demographically different may have a hard time identifying with the group as a 

whole is there. So naturally, in that case, whenever there is a demographic similarity is there, 

especially the age right. So then, in that case, there will be the same age group members will be 

there. So they will like to work with each other, and they will be there; they can be 

demographically different and may have a hard time. 

 
So those who have the same demographic variables will have a good time. However, if the 

demographic variable is not the same, it will require time to understand.   

(Refer to Slide Time: 11:52) 
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Distinctiveness, people are more likely to notice identities that show how they are different from 

the other groups. So here, it is becoming imperative that this one member is dif ferent f rom the  

other member, right. So because by the performance they perform and when they perform, it has 

been observed it is the level of a difference in their performance. Moreover, there will be 

distinctiveness whenever there is a difference in performance. 

 
So status because people use identities to define themselves and increase self-esteem, it makes 

sense that they are most interested in linking themselves to the high-status group is there. So, 

therefore, it should be the similarity, and simultaneously, they require that part of that special 

status is there. So uncertainty reduction membership in a group also helps some people 

understand who they are and how they fit into the world. 

 
So therefore, uncertainty reduction will be there so because what happens is you get the 

guidance, you get the support. So, your results are predictable, so there will be minimum 

uncertainty. 

(Refer to Slide Time: 13:14) 
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We will discuss the group dynamics theories and the propinquity theory; the most fundamental 

theory explaining affiliation is propinquity. Individuals are affiliated with one another because of 

spatial or geographical proximity. In the organization, employees working in the same area of the 

plant or officers or managers with offices close to one another would more likely form into 

groups than those not physically located together? 

 
So this is a very natural parameter, so those living or working together will have more proximity 

to each other because of that geographical location. The exchange theory, this theory is based on 

the reward cost outcomes of interactions. To be attracted to a group, a person thinks about what 

he will get in exchange for interaction with group members. 

 
A minimum positive level towards rewards more fantastic than the cost of an outcome must exist 

for attraction or affiliation to occur. So, therefore, in that case, the group dynamics depend upon 

what I give and what I do again? Furthermore, therefore if the gain may be monetary may be a 

non-monetary right. Nevertheless, if there is an attractive gains there, they will like to connect 

with their particular group because that exchange motivates them. 

(Refer Slide Time: 14:41) 
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The third is the balance theory; this theory was proposed by Theodore Newcomb and stated that 

persons are attracted to one another based on similar attitudes toward the commonly relevant 

objects, and goals are there. So this is also the exciting part that is they are having that is the 

similar attitudes are there towards each other, so the feathers of the same bird flock together. 

 
So once a relationship is formed, it strives to maintain a symmetrical balance between the 

attraction and the typical attitudes. So, therefore, in that case, like here, it is shown individual C's 

attitude towards the authority work lifestyle, politics, and religious rights. So, theref ore , in  that 

case, this A B C right they have that symmetrical balance for the attraction and the typical 

attitudes are there. 

 
If an imbalance occurs, attempts are made to restore the balance; the relationship dissolves if the 

balance cannot be restored. Furthermore, therefore, in that case, many groups are getting the 

adjournment because they are not able to continue and not able to perform. So after the 

performance, definitely there is a natural adjourning is there, but whenever we are talking about 

that adjoining in between, that is causing the loss to the organization.  

 

Furthermore, in that case, this balance must be created; however, the similarity will be there 

among that particular group members, and it will be better. 

(Refer Slide Time: 16:12) 
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The Homan's theory according to the George C Homan's, the more activities persons share , the 

more numerous will be there in interactions are there correct. Moreover, therefore, in  that case, 

activities, interactions and sentiments are there. Then the stronger will be their shared activities 

and sentiments, and the more sentiments people have for one another, the more their shared 

activities and the interactions are there. 

 
So, therefore, in that case, it will always be between the group members. Whatever the activities 

are there, the interactions will be shared right. Moreover, the more and it is not on ly that is the 

formal activities are shared. So whenever you talk about the group dynamics, the sentiments are 

along with that person or the group members. So it is the activities, interactions and sentiments  

three are essential for the practical group dynamics. 

 
So if you have the consideration for the sentiments, then definitely they will have the more 

interactions, and the activities are there. So if better activities and interaction are there, that will 

make them more strong bindings of the sentiments. Now here, we have also to understand that is 

the interactions right and the activities suitable. And then that has to be performed by the group 

members and whenever they are performing this type of activity, and the directions are there, and 

that has to be a supplement to each other. 
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The group of property the roles then a set of expected behaviour patterns attributed to someone 

occupying a given position in a social unit. Moreover, therefore, it becomes essential that is what 

is expected. So first is the role perception, an individual's view of how he or she is supposed to 

act in a given situation so that the role perception will be there. So here that whatever this 

perceptions of in a given situation and then definitely that will be creating and that how he she is 

supposed to act in a given situation. 

 
So role expectations are there how others believe a person should act in a given situation. So role 

perception is the individual's perception, but these are the expectations when we  talk about the 

role expectations. Moreover, role conflict is when divergent role expectations confront an 

individual.  

 
So, therefore, in that case, it becomes essential that whatever the role conflict is there . So then, 

any confront confrontation is there, and those role conflicts must be resolved. 

(Refer Slide Time: 19:08) 
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So in the case of the role perception and the role expectations, both are required to match, and 

the role expectancy will be high. Norms are acceptable standards of behaviour now. The second 

is norms, so we will discuss the norms after discussing the roles. So norms are acceptable 

standards of behaviour within a group that the group's members share, so that is expected so 

many times the group members talk like that.  

 

This is the minimum expected from you that you will do like this. So given below are the 

different classes of group norms, the performance norms. The group will determine what the 

acceptable level of effort product and outcome should exist in the workplace is there, and 

therefore, those performance norms are to be followed. Moreover, the group will decide this per 

performance norms in this case.  

 
Appearance norms the group will determine how members should dress when they should be 

busily working, when they can take a break and what kind of loyalty is shown to the leader and 

company. So therefore, here that is how they should dress; even so, they should be, has been 

reflected under the norms. Social arrangement norms are there the group regulates the interaction 

between its members.  

 
So, therefore, the performance norms what is the group determines as acceptable, what is the 

appearance norms are there that is, what should be the dress, and what business working hours 

right. Moreover, the social arrangement norms are there, and therefore, that is how they interact 

with each other. 
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And then, the norms for the allocation of resources are the group or the organization that 

originates the standards by which pay for new equipment. Moreover, even on complex tasks are 

assigned and that is the allocation of resource norms will be there the conformity is the 

adjustment of one's behaviour or the alignment with the norms of the group is there so. So 

because that group is known for particular norms, there is a requirement for conformity. 

 
Moreover, when there is conformity, it means that all group members or the behaviour of  that 

group member are aligned with the group's norms. Moreover, when as soon as these norms are 

followed, the chances of deviant behaviour at the workplace are less. What is deviant behaviour 

workplace behaviour? It is a voluntary behaviour that violates significant organizational norms.  

 
So if you are following those particular norms, then there will be no question of the deviant 

behaviour, but here, it is voluntarily deviant behaviour. So why it does so threatens the well-

being of the organization or its members, also called anti-social behaviour. So, in this case , it is 

the many times it has been seen that there is deviant workplace behaviour. 
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After the roles and norms, we will talk about this status, so status is a socially defined position or 

rank given to the group members. As I mentioned, whenever the people for an elementary 

example is of the club, if you become a member of any particular club, then the status of that 

person in society goes high. So there is a Status characteristic theory that states that dif ferences 

in status characteristics create status hierarchies within the groups.  

 
So if somebody says I am a member of the 5-star clubs, I am a member of the 2-star clubs, right. 

So definitely in the group itself, those who are the members of the 5-star clubs and those who are 

the members of the 2-star clubs will be the difference. Furthermore, the 2-star club members will 

treat the 5-star club member differently. So group property next is the size of the group is an 

essential component while understanding group dynamics right. 

 
So, individuals perform better in smaller groups. If you remember correctly, I have mentioned 

that in the earlier session, that should be the size of the group and the size of the groups15 to 20 

members suggested. Moreover, as I mentioned, if we talk about management, effective 

management is there, so that is the  4-5, 5 to 7 then that should be the size of the group is there , 

but again it will depend upon the task also. 
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And then the cohesiveness is there the cohesion or intactness of the group members shows the 

level of bonding they share. Here are some of the elements of the group cohesiveness so that a 

task relation is there. So in the case refers to the interaction of the individual in  a group to 

accomplish the assigned work right whether he can complete the work. 

 
Moreover, social relations are there that is the interaction of the group members on a personal 

level. In social interactions, emotions can be seen as the feeling shared by the group members are 

there. So these are the elements of the group cohesiveness there, so that is what is the task 

relation, social relations, and the emotions are there. So whenever we are having this, 

cohesiveness is low, and performance norms are also low. 

 
So moderate to low productivity will be seen right, but when cohesiveness is high and 

performance norms are low. Then there will be low productivity, and whenever the cohesiveness 

is high and the performance norms are also high, then there will be high productivity. And then 

whenever there is the low cohesiveness and the high-performance norms, the average 

productivity will be there. 

 

So ultimately, what is essential? So that important is that we are looking for the high productivity 

any group right. Moreover, high productivity in that cohesiveness plays a crucial role and if there 

is a higher cohesive cohesiveness. Furthermore, higher productivity will be there if the high-

performance norms are there. 
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The seven strategies for better group decision-making are hierarchy and instinct to prevent 

dissent. Moreover, due to a desire to preserve harmony, many groups fall into groupthink, and 

the group shift is there. So groupthink is a phenomenon in which the norms f or the consensus 

override the realistic appraisal of alternative courses of action. So here it is always how the group 

is thinking and there. 

 

Moreover, based on those norms and if the group thinking is always there. That is how members 

have communicated, and then definitely, that will be a high level of thinking. Group shift is the 

change between the group's decision and an individual decision that a group member would 

make. The shift can be towards either conservatism or more significant risk. However, it 

generally is a more extreme version of the group's original position is there. 

 
Moreover, therefore, in that case, it is the group shift that may also be possible right. So a group's 

decision and an individual's decision are correct if there is a change. So, either that more 

significant risk is there to act on these particular norms or towards a more extreme version of the 

group's original position because there is a difference. 
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Here are seven simple strategies for more effective group decision making is there keep the 

group small when you need to make an important decision. Choose a heterogeneous group over a 

homogeneous one appointed strategic dissenter or even two. Collecting opinions independently 

provides a safe space to speak up, not over-rely on experts, and share collective responsibility . 

Moreover, we see that it is based on this that even we are combining we here about the 

competency with the convenience. 

 
Whatever the competency is, the group members' right that has been aligned with the group 

members' emotions is there. So therefore, in that case, that is becoming the collective 

responsibility, and if there is a collective responsibility, is there. Then definitely, in that case, you 

will find that it is becoming the more useful for the group's performance. Furthermore, the group 

has become more effective is there. 

 

So but for this purpose, a fascinating point has been mentioned: they do not over-rely on the 

experts. Now you see every group has to decide according to its situation that in the under what 

situation that group has been formed and under what situation the group is working. So often, the 

experts give their opinion, which may not have the debt relevancy with that particular situation 

and then there is that internal group leader that has to decide. 
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Now in these particular group formations and group strategies, we understand that what is 

required is that the norms are required.  Performance norms have to be there right, and 

cohesiveness must be there. The groups will have high performance or productivity whenever 

these norms and cohesiveness match. This case study discusses the problematic behaviour in the 

housing bubbles right. 
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Moreover, this will suggest the size of the group should be the size of the group as in 7 strategies 

in the previous slide we have seen the size of the group is to be small how this is compared to 

problems resulting from the herd behaviour and so this is a case study. 
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Moreover, this is the research paper empowering leadership workgroup cohesiveness, individual 

learning orientation, and innovative behaviour in the public sector that is the empirical evidence 

from Norway. 
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So this is about the research paper, and this is about the book recommendation, and it is a team 

interview group dynamics and the team interventions that will work 

(Refer Slide Time: 29:18) 
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So, these are the references for the studies and your future understanding in detail,  so this is all 

about developing group dynamics and maximizing the performance of the group productivity . 

Thank you. 
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Lecture No # 37 

Team Formation 

 
Based on that group dynamics, we will talk about team formation, which is how we can form 

a team? Moreover, the teamwork and importance of teams, creating effective teams, and 

critical roles of the teams will be effective team characteristics in the team building and team 

leadership model. Leadership descriptions of the model and as it is, all the case studies, 

research papers, and the book recommendations will be there. So, what is teamwork?  
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Some of the efforts undertaken by each team member to achieve the team's objective are 

called teamwork. Furthermore, individual performances do not count in a team, and it is a 

collective performance of the team that is there. So, whenever we are talking about 

teamwork, it is the effort undertaken by each team member collectively.  

 
Of course, we have also to understand it is not based on the one person only because 

whenever the teamwork is, this cannot be completed unless and until every team member 

does not work. So therefore, it will not be fair to give these credits to one team member only . 

Every team member has to perform and contribute in his best possible way to achieve a 

common predefined goal.  
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So therefore, in that case, naturally, as we have seen, all group members are team members , 

and they are working for a common goal. So, the predefined goal is there, and they try to 

know work. Moreover, this accomplishment of a goal will be possible by forming the 

individual to contribute towards that particular common goal. 
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Now, we will try to understand the importance of teams is there. So, the following primary 

benefits can result from introducing the work teams that improve employee motivation. In 

that is worked himself to enhance the employee motivation. The team encourages employee 

involvement, makes the jobs more interesting, and fulfils the employees' social needs. 

 

So, therefore, it is always the motivation of the employees that are required to  be enhanced 

right that is to be encouraged. So, whenever we have this, employee involvement increases , 

right. Moreover, therefore, this makes the job naturally get involved more in the job because 

they are fulfilling the social needs of the employees. There is a positive synergy because we 

will be possible only when there is a positive synergy in the group into a team. Is there 

ultimately what it leads? 

 
It leads to the satisfaction of social needs. So, teams can satisfy this need of the employees by 

increasing worker interactions and creating a feeling of the Brotherhood and friendship 

among the team members. So, this is creating a social need. So, as we know, when we talk 

about the motivational level. So, after the physiological and safety needs according to  m ass 

low, the social needs are becoming very important and the social needs. So , by working; 

together, having the association. 
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Furthermore, whenever the team members have an association, their social needs are fulfilled 

in commitment to team goals. So, teams generally develop a common purpose, which we 

mentioned the goal commitment to the purpose and the agreement upon the specific goals are 

there. The improved organizational communication is there, and that is that teams encourage 

interactions, which will lead to improved communication. 

 
So, here it is necessary, that is, whenever we talk about organizational communication, right. 

So, there has to be a smooth flow of information, and whenever there is teamwork, teamwork 

creates that smooth flow of information. The benefit of the expanded job training is that  the 

implementation of teamwork always leads to expanded job training right.  

 
So always, this will be having the work experience there and is that which the organizational 

flexibility develops. Management as founded teams is more flexible and responsive to 

changing events. Then our traditional departments are the other form of permanent grouping. 

So, in these types, group members are involved when you have the team members working 

with the team. 

 
Then definitely, in that case, those were the traditional departments that were permanent 

grouping. So that has not been the criteria, right; rather than that, there is an enthusiasm. 
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So, how do you create effective teams, right? So, this is about these context 's composition , 

and the process is essential. So, adequate resources are required, and whenever we in the, 

therefore, the team effectiveness, your main machine material money method minutes, all 6  

M's. When they are adequately available, then definitely, in that case, there will be no conflict 

among your team members. Leadership in the structure is what type of leadership. 

 
This team is having and what is a structure between the data team leader and team members 

or there. In the climate of trust, you have the trust amongst yourself, and performance 

evaluation and the reward system are there, encouraging and motivating. The number of team 

members is the composition abilities of the members' personalities, roles, diversity , size of 

the teams, member flexibility, and member preferences.  

 
So, therefore, in that case, what sort of composition will you have and then what sort of this 

team will be created? The process will be a common purpose, and the specific goals of  team 

efficacy and conflict levels in this social loafing will be there. So, in the case of these 

particular processes, we will find it easy to determine the common purpose, and if  there is a 

common purpose, it will be successful. 
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We will discuss these points in length, the four contextual factors most significantly to  team 

performance as the data more extensive organization system. Every work team relies on the 

resources outside the groups to sustain it right, and this leadership, what type of the team 

cannot function if they cannot agree on who is to do what ensure all members share the 

workload is there.  

 
So therefore, in that case, that structure that is a delegation and decentralization, whatever the 

structure is between the leader and the follower, has to be taken care of. So, here it will be 

vital if you have the proper structure of the group right. So, this leadership that will be 

creating and ensuring will be ensuring. So, the leader will ensure that all these aspects are 

right between all these positions and that has been fulfilled. 

 
So, that share the workload is there and whenever these members and those who are these 

making the sharing of the workload right, amongst the all these members, organization 

structure and leadership structure. Then definitely, in that case, that will create more effective 

leadership is there.  
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The climate of trust is essential; that is, the members of every team must trust each other, and 

they also exhibit the trust in their leaders are there. Moreover, you will be fine whenever you 

have trust among your leaders. That is this performance evaluation and reward system, which 

has been. Because the trust is there, and a climate of trust will create about how these rewards 

are distributed? 

 
Usually, the rewards will be distributed incentives may interfere with the development of the 

high-performance teams. Moreover, whenever they are, the high-performance teams will be 

there, which will decide how the motivation levels of the team members are there? 
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The team composition, so, team composition category includes variables that  relate  to  how 

teams should be staffed? The members' abilities that are a part of its performance depend on 
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its members' knowledge, skills, and abilities. And therefore, in that case, what level of 

knowledge? What sort of knowledge is required? Which skills are required, technical skills,  

human skills, conceptual skills, analytical skills, or designing skills? Which skills are 

required, and what type of abilities is required?  

 

So therefore, in that case, these abilities of the members will decide the composition and the 

personality of the members. Personality significantly influences individual employee 

behaviour. For example, we will talk about some numbers, and they are highly enthusiastic ; 

some members are moderate, right. So therefore, in that case, what type of decisions will the 

team make? 

 
Hopefully, that will be a moderate to the high allocation of roles are their different needs, and 

numbers should be selected to ensure all the various roles are filled. So, diversity of members 

or team diversity affects the team performance, and in that case, the diversity of members 

depends on what is; the cohesiveness the level is there between the team members? So, if the 

team diversity is usually has been seen it is a diversified team is there the overall performance 

will be better. 

 
However, how will the team decide the relationship between the team members only? 

(Refer Slide Time: 10.40) 

 

Not every employee is a team member now, which is critical. Do you remember we 

understood the difference between the group and team? So, because of the position, the 

people are there, but not necessarily having this on the team member's quality or the follower 
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quality. So, the different roles are linker creator, promoter, assessor, organizer, producer, 

controller, maintainer, and advisor.  

 
So, whenever we talk about the role of the linker right, the linker is making the coordination 

and integration among the different activities are there, and therefore, he is a quite a big solid  

linker right. So, he will be able to coordinate and integrate whatever work has been done. So, 

the creator will be the Initiate creative ideas will be there, and therefore, the creator will 

create those ideas. Moreover, the promoter will be changed, and those who are the champions 

of ideas and if they are initiated. 

 
Similarly, you will find that the assessor is their organizer, their producer is their controller ,  

and their maintainer is their right and advisor, encouraging this search party to gain more 

information. So, whenever we talk about these, the member preferences may be as per their 

personality. So, somebody may like to be the linker as a coordinator; somebody may like to  

be the controller. 

(Refer Slide Time: 12.05) 

 

So therefore, in that case, this will depend upon the personality of the individual's team 

processes, standard plan, and purpose is there. So, effective teams begin by analyzing the 

team's mission, developing goals to achieve that mission and creating strategies for achieving 

these goals. So therefore, in that case, whatever the team analysis, the team's mission is there; 

everybody is the team's mission and developing goals to achieve that mission is there. 

 
So, for accomplishing the mission, objectives or goals will be designed and creating 

strategies for achieving the goals is a planning process complete. So, specific goals successful 
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teams translate their common purpose into specific measurable and realistic performance 

goals are there, and now, the team efficacy is concerned with the effective team having 

confidence in themselves.  

 
They believe they can succeed. We call this team efficacy because the mental model's team 

members knowledge and beliefs about how the work gets done by the team are there. So, 

whenever these mental models are working. So, there, in that case, the effectiveness of the 

team performance can be controlled and directed. Conflict levels or conflict is a complex 

relationship with team performance, and the social loafing is there, which is the cost of  the 

group's effort.  

 
Furthermore, in the case of the team processes, these become very important, that is,  the 

people they like themselves. 

(Refer Slide Time: 13.38) 

 

Effective team characteristics in team buildings, that is, four variables, are there like the task, 

so does the team know its task? So that the effectiveness of the team characteristics and team 

building will be developed once a team knows what the task is and in accomplishing the task 

accordingly. The boundaries are there; it is a collective membership of the team appropriate 

for the tasks to be performed.  

 

Furthermore, therefore, in that case, whatever the task is to be performed has to be created by 

that particular organization and the team only. So that what is allowed and what is not 

allowed? Does the team share an appropriate set of norms by working as a team? So 

therefore, we are talking about the norms. So, norms are to be there has to be the authority o f  
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the leader to establish a climate where her authority can be used as a flexible rather than a 

rigid manner.  

 
Moreover, in that case, the team should be able to make these on the authority, which can  be 

then whenever the need-based it can be used may not be that regularly. However,  the need-

based authority can have that particular group and team that can be used and, therefore, use 

your authority correctly. Now, you will be more successful in accomplishing your goals are 

concerned. 

(Refer Slide Time: 15.05) 

 

So therefore, in that case, to help the team leaders, these; various levels right task bo undary 

norms and authority. So, for example, the junior-level middle-level senior level can develop 

the concept of organizational skills; your critical factors for team design as boundary norms 

and authority are necessary for the group to work effectively is there. So, they have in the one 

circle they have maybe the one applicable other is not on the whole processes, there will be 

all the 4 task, boundary, norms and alternatives that may be applicable.  

 
So, they have what will be the organizational shells? This is called the organizational shell,  

and therefore, which shell is applicable and will be decided by the organization or by you 

only and based on the situation we are having. Moreover, in that case, ultimately, what is 

essential is all four parameters; they are equally important and supposed to be followed.  

 
Now, here are the critical factors in designing that will be successful in that the terms, and it 

is the leadership, will be vital to convert this team at work into a more fruitful and more 
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productive. So therefore, that lead team effectiveness can be possible if the leader is capable 

enough to approach all these four parameters. 

(Refer Slide Time: 16.40) 

 

So, the team leadership model that approaches this particular shell inputs at the base is what 

is the input given in the individual team, and organizational factors are there . Furthermore,  

the process is at the centre of what the team does to convert inputs to  outputs and what we 

can tell about the team by observing team members at work. So, therefore, in that case, there 

is always a prescribed process is there.  

 
So, which has to be converted the team into the input into output, which can be done by 

observing the members at work and talking about the team leadership model. So, we have to  

make the relationship between the input and process as a result of which you will get the 

output. So, output at the top is how well the team accomplished its objective; ideally, a high-

performance team is there.  

 
So, whether you can achieve that output will depend on the organization. So, if it is, they can 

accomplish the objectives right, and ideally, a high-performance team is there. Then 

definitely, in that case, the outputs are achieved right and as successful the team performance 

has been done. So, in the input processing output, our team in organizations must be working 

together toward a common goal. 

(Refer Slide Time: 18.14) 

876



 

In Iceberg Metaphor for the systems to be applied to teams in Iceberg, almost everyone can 

see the team's outputs. Moreover, the portion of the Iceberg is above the waterline and there 

are some cases either processes where most of the inputs and organization background or the 

underwater in the iceberg metaphor is there. So, therefore, in that case, this is the inside of the 

water, but anyone who has seen an iceberg recognizes that most of its mass is the underwater 

part, and this part supports the part that is the visible is there. 

 
So, whatever is visible is a small part, but most of the part is the under the water and this 

small part is based on the last part. So therefore, in that case, it means that you see the team's 

output whenever you are having this. Nevertheless, you do not know the people behind its 

output; you may not know how those industrial characteristics team factors in organizational 

systems, that input that has contributed towards the output is there, and the process and that 

process is having the leadership activities.  

 

So, that leadership which has been performed then this part is very is about is the contributed 

by the lower part. 

(Refer to Slide Time: 19:41) 
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So, the output part of the model is elaborated by the team leadership model, which is a TLM 

on outcomes of the high-performance teams in this image. So input is organizational systems, 

team factors, individual characteristics, what is going on and HBT goals. Conclusion: There 

are individuals where the satisfactory outcomes are acceptable to the stakeholder's rights, and 

because of the high-performance teams, the team's future capability improves.  

 
So, in the case of this input processing output, some are the individual's rights, and they are 

satisfied. Moreover, whenever they are satisfied, we will say the outcomes are acceptable to  

the stakeholders, but as mentioned earlier, that is the role of the individuals in the 

organization system. So, these will highly influence the team factors are there.  

 
So, you can set it as the high-performance teams are there, and high-performance teams are 

creating the highly acceptable output, but what is required is the contribution. Contribution is 

by understanding the system and what is going on? And then, in that case, if the system is 

going very positively, there is no problem in coming out with the high-performance team 

model. So, it will depend on the Individual characteristics also. 

(Refer Slide Time: 21.10) 
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Moreover, in these individual characteristics, that process will be affected. So, that is why it 

is given, and it is effort skills in knowledge strategy in group dynamics are there, so, in  the 

process right, so, diagnose the team using the process variables. So, it will always be the 

organization systems, team factors and individual characteristics that will be decided and 

based on this team leadership model that will work. 

(Refer Slide Time: 21.47) 

 

So, these 4 phases are measures of effectiveness and provide criteria by which we can 

examine how teams work? If a team is to perform effectively, it must work hard enough; 

have sufficient knowledge and skills within the team to perform the task. When appropriate 

strategies to accomplish its work are ways to approach the task at hand and the help 

constructive and positive group dynamics among its members is there. 
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The group dynamics refers to the interactions among the team members, including such 

aspects as to how they communicate with others, express feelings towards each other and 

deal with the conflict with each other. 

(Refer Slide Time: 22.23) 

 

In the input process, the iceberg model shows three sub stages included in this stage of the 

team leadership model. In a team situation, inputs are available for teams as they go about 

their work. Furthermore, the individual characteristics, team factors, and systems are the three 

factors in the input stages; the most critical point is the interaction. Interaction between the 

individual levels to the environmental level is there. 

 

So, what type of the individual level to the environmental level is interacting at what level 

they are interacting? And then there is that intellect interaction at the appropriate stage , and 

then there will be the high potential team-high Performance team. This level, surrounded by 

the affected team design level, is there, which is the creation. 

(Refer Slide Time: 23:14) 
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Ideally, a team should be created as we build a house or automobile, starting with a concept 

created design engineer; if it is to do what we want it to do, then manufacture it to meet those 

specifications. So, therefore, it always starts with the concept that you want to implement, 

and then you have to create a design. Here we will find that it is ultimately the high potential 

team.  

 
Furthermore, that will depend on the dream design and development parameters, so these 

three leadership functions will work. 

(Refer Slide Time: 23:57) 

 

So, the diagnosis and leverage point team leadership model will be correct. So, therefore, 

these are the four stages, and in the 4stages, ultimately, we can get that particular, and the 
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high-performance team is there. Moreover, therefore high-performance teams then this 

control system now authority dynamics are there. 

 
The interpersonal behaviour and the group dynamics that will lead to high-performance teams 

are there. Because that is knowledge and skills and abilities team composition and education 

system is concerned on that will contribute to the formation of this particular model 

(Refer Slide Time: 24:39) 

 

This is a case study why do not know teamwork like they are supposed to. Moreover,  what 

are the main factors we talk about why we talk so much about team building? This team-

building is not that common and proper, and it requires education on how we can form a 

team? 

(Refer Slide Time: 24:59) 
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Moreover, these are what do you think of the elements of successful teamwork Heckman 

identified? Moreover, do you believe these elements are necessary for effective team 

performance? 

(Refer Slide Time: 25:10) 

 

Furthermore, can you think of other conditions for teams to be effective? So , your creative 

contribution to our pratical experience will help. Imagine you have been asked to  assemble 

and lead a team of high potential new hires to work on the development of an international 

marketing campaign. What specific tips might you take early in the team's life to ensure that 

the new team can avoid some of the problems Hackman identified.  

 

Is there any way to break down the oral group goal into the sub-tasks so that individual 

accountability can be enhanced?  

(Refer Slide Time: 25:48) 
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So, this is a research paper effect of learning culture and teamwork context on team 

performance meditate by the dynamic capability. Moreover, here within this research paper, I 

am sure that you will be able to understand the importance of dynamic capability for 

improving teams' performance. 

(Refer to Slide Time: 26:10) 

 

Furthermore, this is the book which has been referred to, and there is a group process; 

therefore, in that case, how can we live together? So, because the team is the together 

everyone achieves more.  

(Refer to Slide Time: 26:30) 
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Moreover, how we can give this the output that will be, you can learn from this particular 

book also it is an interesting and especially the social identity and social context that has been 

taken into consideration. Because as we have seen, that is the individual differences that can 

impact the high potential team.  

(Refer Slide Time: 26:46) 

 

These are the references you can refer to for your studies, and you can create high-

performance teams by understanding this literature; thank you. 
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In this particular session, we will talk about delegation and empowerment, like whenever you 

want to create an effective team with our efficient leadership style. So, then it becomes very, 

very important for those who are the team members right. They should also feel that they are 

empowered, they are having certain power, and they should have job satisfaction in the sense. 

They should have an inner motivation intrinsic motivation.  

 

So that, they can give their best work and naturally, not only for the purpose of getting the work 

done but also for the happiness is concerned of the overall team happiness. So, we can also 

create the team happiness index and for this purpose, this delegation and empowerment are the 

instruments and mechanisms which can be used. 

(Refer Slide Time: 01:19) 

 

 

So here we will talk about the delegation, importance of delegation, principles of effective 

delegation, empowerment, dimensions of empowerment, developing Empowerment, relation in 
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empowerment and empowered delegation and as usual, we will be discussing the research paper, 

case study, book recommendation, references are there. 

(Refer Slide Time: 01:40) 

 

So, delegation is a relatively simple way for leaders when we understand the delegation to free 

themselves of time-consuming chores, to give followers development opportunities to increase 

the number of tasks accomplished by the work group, team or committee is there. So, whenever 

we are talking about the delegation right, so it is about what a leader gains out of this delegation.  

 

The leader gains are a time-consuming course that he is getting the time because the certain task 

which can be performed by the subordinates then if he delegates them, then he is free for doing 

the next level jobs. To give the follower developmental opportunities and as that; particular job 

has been given to the other employee, colleagues, or the team members basically here. Then in 

that case they also get the developmental opportunities and that will be a sort of on-the-job 

training right.  

 

And that is also beneficial for the team members, followers and leader also getting the time 

benefits from doing this particular job. To increase the number of tasks accomplished by the 

work group, team or the committee is concerned. So therefore, in that case this is becoming the 

task which has been accomplished that will be done fast because all are contributing the work. 

So therefore, it is not a single hand contribution rather than it is the collective hands contribution.  
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And therefore, the number of tasks accomplished will be more and the group team and the 

committee all will be getting benefited. Delegation gives the responsibility for decisions to those 

individuals most likely to be affected by or to implement the decision is there. So, another 

benefit of delegation is to give the decisions to those individuals right and most likely this is to 

be affected by or to implement the decision is there.  

 

So, delegation is more concerned with the autonomy responsibility and follower development 

then with the participation is concerned. 

(Refer Slide Time: 03:56)  

 
Research has shown that leaders who delegate authority more frequently often have higher 

performing businesses right. And therefore, in that case it is becoming the most important thing 

that how these higher performance businesses have been done. The however followers are not 

necessarily happier when their leaders frequently delegate the task right. So here, it is also been 

seen many times though there are these advantages but the followers are not happy.  

 

Because there are 2 reasons one is getting additional job which they do not want to do, and the 

second one is that there is no developmental motivation that I should learn these different jobs 

are there. So therefore, in that case here the followers are not becoming the happiest but the 

studies are concerned. Always better for the leaders those who are having this type of the 

delegation they are getting the higher performing businesses right and they get the opportunities.  
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Because of as I mentioned in the previous slide that is they are able to accomplish those 

particular goals. Maintain that it was due to subordinates who felt they were not delegated the 

authority needed to accomplish the delegated task monitor too closely or delegated only task 

leaders did not want to do. So therefore, many times the follower’s right they felt that, they have 

not delegated the authority whatever is needed to accomplish that particular task is concerned 

and they are monitored to closely and therefore they are delegated. 

 

So, what happens is the job is given? But naturally in delegation one thing we have to keep in 

mind the responsibility remains with the leaders. And therefore, leader monitors too closely, 

ultimately in the delegated task if something goes wrong who will be responsible? It is the leader 

will responsible and not the team member who has been that task. So, this particular worry 

makes the leader to be conscious and active.  

 

And therefore, in that case that leader he will be monitoring and having a close watch on the 

subordinate or follower. So therefore, in that case also the task is delegated but there is an 

additional monitoring is there. Or delegated only task which leaders did not want to do, such 

tasks will be there which are complex in nature or may not be the liking of the leader and 

therefore in that case the leaders did not want to do. 

 

Wilcox, 1982 study showed that leaders who delegated skillfully had more satisfied followers 

than who did not delegate right. So therefore, in that case here those who delegated skillfully 

right. So then in that case the followers are more happy and satisfied as compared to those who 

did not delegate. So, from this slide what we understand is that a balance is required. 

 

The nature of task followers’ willingness, followers capability to do the leaders monitoring 

abilities right, because otherwise that will be an additional supervision right, therefore the 

followers may not like that right. But leaders will of course by delegation they are accomplishing 

more task so they are getting the more opportunities for the higher performance businesses are 

concerned. 

(Refer Slide Time: 08:00)  
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Following are the ideas given by the H. L. Taylor, 1989 about why delegating is important. So, 

delegation frees time for other activities, so leaders typically have so many different 

responsibilities that, they invariably must delegate some of them to others right. So therefore, in 

that case different responsibilities will be there right, where; they have to give the responsibilities 

right. So, they can perform that some of them to making this is easier to get the other work done, 

because leaders determine what responsibilities will be delegated? 

 

Now here is the catch is that what will be delegated it is not any rules or regulations in the 

organization. It is totally the wishful thinking of the leader is there, the process is one by which 

leaders can ensure that their time is allocated most judiciously to meet the group needs are there. 

Now, so therefore in that case this is also important once you delegated now, they are doing the 

job. So, one extreme will be that is close monitoring other extreme will be that you are not 

controlling. 

 

So therefore, judiciously the time should be given by the leader when he is delegating to meet the 

group needs. The leader’s time is a precious commodity that should be invested wisely in those 

activities that the leader is uniquely suited and that will provide the greatest long-term benefits to 

the group is there. So, it is always it has been seen that is all these delegations which has been 

done by the leader and that whatever the time investment he is doing right that is uniquely suited. 

 

So, when in the group when it is comfortable that the delegation is proper and it is timely 

supported, I will not set monitor rather than supported then definitely in that case the leader will 
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be having the better efficiency and that will create benefits to the group. Here I would like to 

give one example. 

 

Like there is a project team is there and in the project team one project is given and there the 

leader and the team members and they do fantastic job what will be the reward other than the 

monetary rewards, so reward will be another higher-level project. Because once they have tested 

and they have done a good job so naturally people will be looking for them and they will be 

given other higher-level jobs. 

(Refer Slide Time: 10:50) 

 

Delegation importance of in delegation the delegation developers’ followers, so therefore 

whenever you are delegating as a leader to your followers, they are getting opportunities, 

responsibilities and significant task. So best ways to support their growth so, it is the learning by 

doing, correct? So, it allows subordinates the best training experience of all that is by learning 

doing is there. 

 

Delegation strengthens the organization and senses the organization signal that the subordinates 

are trusted, otherwise what happens? The leader says no I will do my job only he is not allowing 

the team members to do the next level job right. Because delegation is given by the leader of his 

own task and so naturally it is the next level tasks. So, when you are delivering or delegating 

these tasks to the follower it shows the trust and it also shows the commitment of the leader 
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towards the follower’s commitment of the delegates and it improves decision making skills 

right? 

 

Because in that case he is able to get more experience in decision making, delegation also faster 

work integration by manager coordination, so that the managers coordination will be also 

improve. But we have to learn as how this delegation is to be done judiciously; ineffectively 

otherwise as we have seen, there is importance of delegation but it is to be done judiciously. 

(Refer Slide Time: 12:38)    

 

So, what we mean by the judiciously delegation and deciding when to delegate, ask the 

following question do subordinates have the necessary superior information or expertise? So that 

the competency, competency of the supervisor is depending upon that he is able to judge whether 

the subordinate will be able to do that to particular task. So is the commitment of the subordinate 

critical to successful implementation. 

 

So, he is not doing this job because the boss is given, he is taking this particular task job 

delegated task to develop himself that is I am getting this opportunity to do this new task. So, he 

develops the expertise in that and create the better future, will subordinates capabilities be 

expanded by this assignment and there are 2 terms here I would like to share. One is job 

enlargement and the other one is job enrichment; job enlargement means it is not increasing the 

capabilities but it is increasing the practice that is all. 
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But whenever we talk about the job enrichment and then in job enrichment it is the subordinates’ 

capabilities are there and therefore in that case whenever the subordinate is able to making these 

capabilities expanding these capabilities so definitely he will be happy. Do subordinates share 

with management each other’s common values and perspectives are there, this is also very 

important. We have talked about personality and leadership, so in the follower team members 

they are also having their own personalities. 

 

So, like some will be having the personality like horses so they are powerful and they have given 

the direction, they follow the direction and they do it right. Whenever we use the horse, we put 

the flip to its eyes right and therefore he gets the direction, so in addition to the eye site he gets 

vision. So therefore, does this one share and get value system personality is same, because there 

should be common values and perspectives between the leader, members, team and organization. 

 

Is there sufficient time to do an effective job of delegating? So therefore, whether the subordinate 

is having the sufficient time, if the answer is yes then do the delegate.    

(Refer Slide Time: 15:19) 

 

Now it is a very important slide and interesting also that is should I involve others, right? So, the 

appropriate alternative is the yes make the decision by you no, should I direct my subordinates to 

form a group? And therefore, in that case, if the answer is no then we will go for the self-

management teams. So, therefore, consult with others by making the decision by you or should I 

delegate decision-making authority to the group right. 
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So, if you say yes, it means there is a self-management is there, if answer is no consult with the 

team but makes the decision by yourself. So therefore, this step is to be taken, should I 

participate in the group that is the yes it will be a self-management team if answer is no let the 

team decide. So therefore, in that case in these particular questions 1 to 4 if the answer is yes, so 

then it will be self-managed teams. 

 

And if the answer is no then in that case it the collective decision is to be taken and let the team 

decide means everybody is involved. In self-management team it is the more delegation is there 

but whenever we are saying no then in that case it will be the whole team will be deciding every 

member will be consulted. 

(Refer Slide Time: 16:52) 

 
How to delegate? Begin with the end in mind and what will be the result? Delegate completely 

let them take the decisions there is no issue. Allow participation in the dedication of assignments, 

establish parity between authority and responsibility, work within the organization structure, 

provide adequate support for delegated tasks. Focus accountability on results delegate 

consistently, avoid upward delegation. 

 

Now you see there is nothing like an upward delegation, so therefore whenever we are talking 

about the delegation. So, the delegation will be given always from the top to bottom, so here it 

will go from top to bottom. While in the case whenever we go for this particular delegation right, 
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it will be always the boss will delegate to the subordinates right, and in this case, it will go like 

this right so the delegation direction will be like this, it will be never like this.  

 

So therefore, in that case whenever we talk about the delegate consistently right and avoid the 

upward delegation so always it will go this is right and this is wrong it will not be the upward 

direction it will be the downward direction. And whenever; you are going for the downward 

direction right. So, it means that the responsibility remains with the boss authority is given to the 

subordinates. 

 

So that clarity with be there with the downward delegation and here you can also decide, you 

mean the Leader can decide how to make the delegation and to whom to make the delegation.  

(Refer Slide Time: 19:13)    

 
Now question arises when we have to give the delegation? Subordinates have the needed 

information so he is having that competency, commitment is crucial so that the job will be given 

then he will be able to do and deliver timely right. Subordinates’ capabilities will be expanded 

and the common values are shared and sufficient time is available, so this will be the when. To 

whom involve no one, consult with other individuals but decide alone, consult with the team but 

decide alone, let the team decide, participate as a member of the team. 

 

So therefore, in that case the decision-making process will be with who is having the 

responsibility. And deciding how is begin with the end in mind, delegate completely, allow for 

participation, match authority with responsibility, work within the structure, provide support, 
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focus accountability on results, delegate consistently, avoid upward delegation and the 

clarification, so what is the effective outcomes of the delegation? 

 

Readily acceptable assignments are there, so here actually that environment you create that 

culture you create. And therefore, in that culture you are having that acceptable assignments, 

high moral and motivations. So, whenever you are having this delegation system in your group 

and team or more or less in the organization then you are having moral of the employees will be 

very high.  

 

Because they know anytime they will get a task which is otherwise supposed to be done by the 

next level means that is the boss or the top level. But they have trusted me and they have given 

me this particular task, organizational coordination and efficiency will increase a culture of the 

team building. Because the coordination synergy will be developed and that culture will be there 

in-case problem abilities decision making.  

 

So therefore, in that case it is not that every time subordinator or follower running towards the 

leader or the boss, he is developed that capability. Because in the delegation the most; important 

point is the expansion of the capability of the followers. So, they increase the problem-solving 

abilities more discretionary time for the managers are there, so they can use the time for the 

betterment of the organization by doing some other tasks.  

 

Stronger interpersonal relationships are there because that is an efficient delegation and 

successful task completion will be there. So that the time, quality, cost for that particular 

accomplishment of task that will be done by this particular team. So, in summary we can say that 

delegation is an art but it is a science also. So therefore, when you are putting these points of the 

slides in your mind whenever, when, whom, how right?  

 

And the end of result when you keep in mind, so you are rational you are logical and therefore 

are a scientific person. So, if you do this in a systematic manor then definitely there will be no 

problem in the delegation. 

(Refer Slide Time: 22:49)   
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Now we will talk about the empowerment, so providing freedom for people to do what they want 

to do they want to do rather than getting them to do what you want them to do? And the 

empowerment is having 2 components that is they must delegate the leadership and the decision 

making down to the lowest lever and the equipping followers is there. So, making the followers 

fully equipped. 

(Refer Slide Time: 23:14) 

 

Now the power and empowerment that we have to understand actually the power is given with 

the given task or that authority and responsibility is there, empowerment is the power is with 

somebody and he has shared his power with another person. So, it is external source power 
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ultimately few people have it the capacity to other to what you want to get more employees 

taking it away from someone else and leads to competition. 

 

While in the empowerment it is the internal source is there and ultimately everyone can have it 

the capacity to other to what they want? To get more does not affect how much other has and 

leads to cooperation. However, the power is for the purpose of self-existence empowerment is 

about the purpose of the cooperative existence, that is for leaders existence also and the 

follower’s existence also.  

(Refer Slide Time: 24:14) 

 
Now in the dimensions of empowerment it is a self efficacy a sense of personal competence that 

is how much do you have? And how much do you believe in trust in your competency, self-

determination is there, a sense of personal choice is there, personal consequences having the 

impact what will be the impact is there, meaning a sense of value in activity and the trust is there 

a sense of security. 

(Refer Slide Time: 24:38) 
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So, for the developing the empowerment how to develop, create a picture of a desired future 

right. And use the word pictures and an emotional picture to describe the vision is there. Identify 

the actions that will lead to a vision. Establish the smart specific, measurable, aligned, realistic 

and time-bounded goals. So, goals have to very specific, goals have to be measurable; goals have 

to be aligned with the organizational goals. 

 

And the group goals, team goals and the realistic is to be there, it should not be the non-

achievable it should be achievable and time-bounded. And therefore, in that case it is to be 

accomplished within the time, to associate the vision with the personal values. And therefore, in 

that case this will be always whatever the personal values are there that will be covered along 

with this particular developing this a clear-cut vision is there. 

 

So, personal values are to be part of that otherwise that vision will be impossible to attend. 

Provide opportunities to foster personal mastery, break big tasks in small and assign one at a 

time, assign simple tasks before difficult ones, highlight and celebrate the small achievements, 

gradually expand job responsibilities to solve problems and therefore here we talk about how 

these job responsibilities will be creating and these solutions are there. 

(Refer Slide Time: 26:11)   
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Model the correct of successful behavior demonstrate successful task accomplishment; point out 

other people who have succeeded. And the facilitate interaction with other role models, find a 

coach and establish mentor relationship, and associate the vision with personal values. And the 

provide support therefore in that praise, encourage, express approval for and reassure. Send note 

of praise to family member and coworkers, foster informal social activities to build cohesion, 

supervise less closely and provide time slack and organize recognition ceremony is there. 

(Refer Slide Time: 26:49) 

 

So, arouse positive emotions, foster activities to encourage friendship formation, periodically 

send light-hearted messages, and use superlatives adjectives in giving feedbacks. Highlight link 

in personal and organizational goals, foster attributes of recreation in work. Provide Information; 
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provide all task relevant information, technical information, cross-functional information, 

information from its source is there. 

(Refer Slide Time: 27:17) 

 

Always we have to provide resources to the followers so that in that case they will be able to do 

the job. That is the main machine, material, money, method and minutes are there, time is their 

manpower is to be properly trained the technology machinery is to be provided and the 

communication channels that should be provided. So that if they find any problem at any time 

they can easily communicate. 

 

Connect to the outcomes is there that is what will be the outcome ultimately? Why all these 

functions are performed? These perform are for the outcomes which will be enhancing the 

managerial effectiveness and organizational effectiveness. Provide authority to resolve the 

problem on the spot, and provide immediate, unfiltered, direct feedback. Create task identity, 

clarify and measure effects has to be there. So that in that case the outcomes will be as per the 

expectations are there. 

(Refer Slide Time: 28:15) 
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Here we create the confidence among followers by exhibiting: reliability and consistency, 

fairness and the quality are there caring and personal concern, openness and honesty, 

competence and expertise is there. 

(Refer Slide Time: 28:28) 

 

So finally, we come to the relationship in empowerment and empowered delegation. So, this will 

be the guidelines for the empowering which we have discussed in the previous slide in summary 

right. And here will be the delegation principals which will be connected. So, whenever we are 

connecting the guidelines of empowering right, and then the delegation principles which both we 

have discussed earlier and that will be making empower the delegation is there. 

 

902



So, whenever we are giving the empowerment on this delegation then the person will be having 

the experienced empowerment. And here the personal consequences and the meaningful and the 

trust are very important. So why all that is this empowering and delegation because the desired 

outcomes are there, here I would like to focus. These points we have already discussed these 4 

blocks we have discussed earlier. 

 

So now finally I will discuss the desired outcomes, so that is increasing the productivity, 

psychological and physical health, proactivity and innovativeness, persistence in work, 

trustworthiness in the atmosphere that will be created. So that the organization that citizenship 

that will be strong, interpersonal effectiveness is there, intrinsic motivation and high moral and 

the commitment is there. And as a result of which there will be whenever we are having this 

empowering and delegation culture in the organization and that will give the desired outcomes 

are there.  

(Refer Slide Time: 30:04) 

 

As usual this research paper that is about the delegation outcomes perceptions of leaders and 

followers’ satisfaction and as different studies has been mentioned. 

(Refer Slide Time: 30:17) 
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(Refer Slide Time: 30:19) 

 
So, we have to go for this different research papers and this is the case study minding the store 

right, and by going through this case study you will be able to answer these questions 

(Refer Slide Time: 30:30) 
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To empowerment were violated by the Ken Hoffman by Ruth Cummings you can as a new 

assignment also. What guidelines related to delegation were violated by home work by this Ken 

Hoffman by Ruth Cummings is there. 

(Refer Slide Time: 30:44) 

 
So please go through this case study and this answer these questions and basis of that you will be 

able to understand the practical implication of this particular empowerment and delegation is 

there. 

(Refer Slide Time: 31:00) 
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This is the book which recommended empowerment takes more than a minute right.  

(Refer Slide Time: 31:05) 

 
And therefore, in that case how to make your team more empowered by the delegation and 

achieving the task of this particular higher performance objectives and goals of the businesses. 

(Refer Slide Time: 31:21) 
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So, these are reference which you can refer for you further studies and also the references for this 

particular material thank you very much.  
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies, 

Indian Institute of Technology, Roorkee 
 

Module No # 09 

Lecture No # 39 

Leading Teams: Enhancing Teamwork within a Group 

  

After their discussion with this empowerment and delegation and the team effectiveness now the 

question arises that is the how-to lead the team right? So, it is in this session we will talk about 

enhancing the team worker within a group.  

(Refer Slide Time: 00:44)  

 

So, team worker necessity of the teamwork, characteristics of the components of teamwork. 

Benefits of teamwork, factors that promote teamwork in groups, leader’s role in teamwork, 

commitment and the agreements are their meetings and the conflict resolution is there. Then we 

will also discuss about the essential leaders’ skills for teamwork and as usual the research paper 

case study and book recommendations. And references are used for this particular study material 

and for your further studies. 

(Refer Slide Time: 01:16) 
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Individuals play the game but teams win the championships is there right. So therefore, in that 

case always whenever we are talking about that any particular sports it is very important that 

there is a coordination and synergy. Now I do not think now that is now, I have to explain more 

on this particular slide because as you have gone through the earlier sessions. In which we are 

much talked about this aspect is there right. 

(Refer Slide Time: 01:44) 

 

But as we talk about the leadership and teamwork then it is an understanding commitment to 

common goal on the part of all team members. This is very important is there so it is not only the 

responsibility of that particular leader only right it is a collective understanding is there. And 
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then whenever we are talking about the collective understanding then definitely here, we will go 

by this particular common goal right.  

 

And commitment part of all team members so therefore if we are having that the understanding 

by the all then only, we will be able to come out with this particular aspects right. So here 

whenever we are talking about the joint responsibility and commitment right that is becoming 

very important is there. When work is when 2 or more people work together cohesively towards 

a common goal right then it is becoming this teamwork understanding is important. 

 

It is creating a positive working atmosphere is there so how do you create that culture? How do 

you they create that particular atmosphere? And therefore, it is the responsibility of the particular 

the team not only of the team it is not only of these leaders only right. Now after understanding 

the focus between the leadership and the team both now we are going for the collective 

responsibilities. 

 

So that is work together cohesively right and towards naturally of a common goal which we talk 

about but this atmosphere that is the responsibility.  Earlier it was the responsibility was only of 

the leader it is a responsibility of the only of the subordinates to match with them, their bosses 

but now it is not it is a positive working atmosphere to be created by both. And supporting each 

to combine individual strengths to enhance the team performance is there. 

 

And therefore, in that case whenever there is a combined effort are made to strengthen to 

enhance then there will be the team performance will be there. Teamwork is the concept of the 

people working together cooperatively as a team in order to accomplish the same goal or 

objectives are there. So therefore, this particular concept the team working to work 

cooperatively, to work together right. 

 

And so therefore in that case this increase acceptance in the use of the team that suggests that 

their uses, offers many benefits are there right. And naturally simply stated it is less me and more 

we right. And that particular the understanding is to be there so that is what is team? Team is the 

together everyone achieves more right. So, it is not the individual what will achieve will be more 

it is collectively we will achieve more. 

(Refer Slide Time: 05:17) 
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So that I will explain here that is these combined actions of a group of people when they work 

together in an efficient and effective capacity is there. So, what is required? The trust is required 

support is required and that particular skills because we have talked about the skill development 

also right. So therefore, in the process when the teams are working together they are developing 

their skills cooperation is increased right.  

 

And of course, that solution to the problems so that is a brainstorming is done and then therefore 

that will be the planning is there. 

(Refer Slide Time: 05:57) 
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So, like here you see that it is like this right and then we whenever we are talking about this 

particular the bridging the gap is there. And then therefore you can find that is the how the things 

are going right. So, it becomes a very important that is whatever the knowledge and skill of the 

individual they bring their best right. So therefore, then only in that case that 2 things will 

happen one is the level of intellectual capabilities that will increase. 

 

And then also on in addition to that and that will also there will be the, less errors will be there. 

So, more efficiency and effectiveness instead of working individually the work will be easy if 

work together as team form is there it is what we and not I. And now you see this is we have 

talked about the personality and leadership also. And therefore, it depends upon the individual’s 

value systems what value system he is having? 

 

If the value system is that, is we will do together then definitely it will be much better. And 

whenever we are talking about the I right so then definitely it will be which really will be 

difficult to get the work task and goals more successful success may be there. Now here also I 

want to say many times the leader they get the results and that is why when it becomes their 

perception that is I right. 

 

But when we see in the long term no and in long term you will find it is not the, I it is we why? 

Because when leader develops this tendency of I slowly and slowly he will lose the support of 

the followers. So, first task will be done second task will be done third task will be done ten tasks 

will be done but definitely on eleventh task the followers will fail. That is the he gets the credits 

and he is not consulting us and there is no point working with him. 

 

Because there is no intellectual enhancement right so therefore in that case that learning is not 

their capability enhancement is not there. Then in that case that concept of I will be dangerous 

for the leader competent people will stop working. Even if the forcefully they are working with 

the leader they will not give their best. An opportunity for the healthy competition is there who 

can do the best, cross knowledge exchange with the ability to work together. 

 

And therefore, in that case it will be always and that is we say multi-disciplinary actually cross 

knowledge exchange will be there multi-disciplinary capability will be developed by the team.  

(Refer Slide Time: 09:06) 
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So having clear logical objectives, supportive informal group atmosphere, use of humor is there 

listening to others and giving constructive feedback. Having people who can coordinate and 

accept responsibility, collaborate for the deliverables, benefit from the working collaboratively. 

Know when teamwork should be used to optimize results, share information which may lead to 

shared decision mutual dependence is there.  

 

People with the different skills delegation to right skills person right and everyone under their 

roles and task is there.  

(Refer Slide Time: 09:38) 
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This, the components of teamwork we have discussed in the introduction of the group and team 

also. Communication, coordination, mutual support, effort, and the social identity are there. 

(Refer Slide Time: 09:52) 

 

Now let us understand that is this the charity to get this the teamwork or it is a rule and 

regulation because of that we have to work into the teamwork is there. So, why we should work 

in the team right? First and foremost is the, that creativity and learning and learning of the 

individual dear friends, simple example is of any particular project. Whenever you are working 

on a particular project then you will find that is that project. 

 

That will be depending upon the person who will be working with the other team members in the 

project. The project leader because there will be the new opportunities for learning in the 

organization. If you are doing the routine job so after some years and there is no learning and 

then you will lose your creativity the job will be monotonous. So therefore, in that case it 

becomes very important that is you are having the creativity and learning is there. 

 

Blends complementary strengths are there no you have to achieve the goal right. And to achieve 

the goal this becomes very important that you are having these, the personal different types of 

personalities are working surrounding to you. Are you able to make the complementary to each 

other, right? If it is yes, then wonderful that your organization effectiveness individual 

effectiveness also for yourself also it will be much better. 
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Builds a trust and support is there and therefore that cohesiveness will increase. Teaches the 

conflict resolution skills are there and whenever we went to avoid, when to accommodate, when 

to compromise, right and when to collaborate? So, all these conflict resolution techniques that; 

you will learn because that particular experience will teach us. That improves the client 

satisfaction so business enhancement business performance that will be increasing. 

 

Promote a wider sense of ownership right and therefore in that case it is becoming that is the, 

whatever the ownership we are having that our area that zone will increase. People in the 

organization within the organization and outside of the organization also you will be known for 

the qualities right. And as a result of which you will be the owner of the high intellectual 

capabilities.  

 

Encouraging the healthy risk checking and therefore in that case the moderate risk taking will be 

there. Healthy means moderate risk taking will be there it is not too high not too low then 

reduces the workload also so here because the other persons are working with you. So sometimes 

the empowerment, sometimes the delegation, sometimes the responsibilities so therefore, the 

workload will be reduced.  

 

And reduces the staff shortages because you are having the helping hands so many helping hands 

are there so therefore in that case and no work will stop for this show staff shortages. Reduces 

the stress and burn out among workers as I was mentioning that is the workers employees what 

they do? And that is they keep on working the routine job so that makes them play too but they 

get burnt out right. 

 

So, to avoid this that the team work is there so therefore there is nothing like a burnout because 

new and new skills you are keep on learning. And the innovations will be there the new ideas 

will be developed because two brains are always better than one. So therefore, in that case that 

that will be more innovative or innovations will be there. 

(Refer Slide Time: 13:57) 

915



 

 

 

But it is not that easy there are certain problems in the teamwork is there and why they because 

why we are discussing all these teamwork because here, we have to learn and develop. So 

therefore, it is if you want to go for this particular functioning of the teamwork. You have to also 

see why in the team works group is not, converting into the team or what are the problems are 

there.  

 

Poor project management ineffective leader is there so therefore in that case that will be their 

proper not management will be there. So therefore, there will be no coordination, there will be no 

understanding. And as a result of which that there will be the poor project management will be 

there. Ineffective leaders will be there and therefore in that case it is becoming that is the how the 

leaders That leadership style is not getting implemented and they are becoming the ineffective is 

there. 

 

And failure to compromise is they cooperate right and therefore in that case it is becoming the 

non-cooperation rather in spite of the cooperation there will be the non-cooperation there right. 

And the people those who are working, if their personality, is not matching so they will not be 

working towards the common goal. Rather than, they will be having the no compromise for their 

own growth and development. 

 

So that concept of know that which I talked about that is we and I so that concept of I will be 

more dominating. If the concept of I will be more dominating then you will lose that compromise 
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attitude so therefore ultimately there will not be a team work. Lack of participation there are 

silent members they do not participate if they do not participate though they are intellectually 

capable because they are in the team. 

 

So, they are in the team it means that they have been tested and taken is right person in the team 

but now they do not contribute so that will be the lack of participation will be there. Then the 

procrastination and the lack of confidence are there and people are not having their confidence to 

perform to that particular task. So therefore, that will be another problem is there ultimately what 

will result a poor outcome will be there. 

 

A poor-quality work will be there and there will be lot of conflicts among the team members. 

And if this is happening and then if you go for the 720 degree the feedback then in that case it 

will be the ineffective peer evaluation will be there. The people peers only they will give the very 

bad feedback. And under the resource estimation whatever the resource was supposed to be used 

it will be an under-resource estimation will be there. 

 

And technically also that will be challenging so whenever this type of the all the common 

problems may arise. That is if the persons are not working together then it will be very difficult 

to overcome this particular teamwork. Then question of the leadership comes so therefore what 

is the leader’s role in the teamwork is there. So, if these are the problems and that is the objective 

to get the team work and accomplish the goal and task and create the positive environment right. 

 

But this if we are having this type of the problem so you might be having the problem may have 

the problem at your workplace sometimes. So then in that case what is your role that is suggested 

here? So as a leader you, has a different key role in teams which they play very efficiently. With 

respect to the ensuring teamwork quality by the team leader has to perform this certain task right 

what are these tasks? First is the effective communication is there now awareness.  

 

Now you see that is many times there will be the certain employees right those employees will 

be having the either they will be going for this particular direction right or they may be going for 

the, another direction. What is required is this that bridging this gap and whenever you are 

bridging this gap and changing the direction also. 

(Refer Slide Time: 19:06) 
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So therefore, in that case you are making the direction in this direction right. So here this is 

direction finally this and this is the leader’s rule right. So how, to convert this arrow into this 

direction, this change and will be done through the effective communication. So, communication 

will be the mechanism and therefore in that case you can create a team of the collaboration. Now 

we have to also understand that is the whenever we are creating this stream of collaboration 

right. 

 

Now then in that case you have to conduct the effective meetings awareness is to be created. 

whenever you will be having this awareness right effective meetings will be there you will tell 

them that is why there is a need to do this particular task. And when we will be doing this task 

collectively then we will be achieving the goal. But sometimes you find it is the commitments of 

these the team members if that is low personalities, they are different personalities are there. 

 

And that is why here one more point which I would like to mention. If you get the opportunity 

your organization may or may not, I do not know but if you get the opportunity. Let the team be 

created by self, let the leader decide leader should be given the responsibility by the 

organization. And leader should decide that is the, what type of these personalities he wants to 

choose and therefore in that case that type of the commitments will be required. 

 

Then the team working agreement is there now whenever once the commitment is zero then yes, 

we will work together right. And but because as we have discussed in the group formation 
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forming, storming, norming, performing and adjourning is there. So there will be the conflict will 

be there and the leader should effectively play the role of a conflict management solver. 

 

So therefore, in that case he should be able to manage that conflict and solve the conflict and 

effectively perform the team creation of the team building and taking the team towards the 

growth. So here these mechanisms right that is the effective communication, effective meetings 

commitments, team working agreements and the conflict management. If these tasks are done 

right definitely that you will be able to create that type of the relationship which we are looking 

for accomplishment of goal is there. 

(Refer Slide Time: 22:29) 

 

So, the suggestion is this that these are the mantras effective communication, meetings, 

commitments, team working agreement and conflict management. These are the mantras for the 

leader’s role is there right. So responsible commitments is there to that what type of these, 

commitment, teamwork commitment developing the commitment towards teamwork. Strive to 

meet their members must trust on another to do what they say you know.  

 

So therefore, right from beginning we should not have a doubt whether this person will do or this 

person will not do and many people say I bet he will not do. So therefore, in that case these types 

of the situations are to be avoided and I have the trust. Commitment is an ethic that must be 

learned right and therefore in that case that is the, it is a part of the learning that is the yes, we 

have to create that commitment.  
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Commitment must be freely assumed and the, it is a public is there. So and they make 

responsible commitments are there that is a, define and estimate the work and conclude you can 

do it or not. So therefore, in that case it will be always that is the how we are defining the work 

and the concluding which we can do it or not right. So that making commitments will be the very 

important, right.  

 

So let them understand it is what how to make the commitments and once you are committed to 

then you do not deviate from your own commitment right. So once committed always committed 

no so it is not like this that is your weekly have the commitment. Many times, we see in the 

social media many people are weakly committed the next week they are not committed again 

their commitment no do not do like this making the commitment is important. 

(Refer Slide Time: 24:17) 

 

The teamwork agreement is to be there which will team members sign up to each team member 

is expected to abide by the contract. Expectations each team has for its members and designed 

specifically for each team all members accountable for statements in agreement are there. A 

leader's role taking input of every member before finalization, ensure communication of 

agreement, managing responsibilities as per the agreement it is concerned. And ensuring every 

member do their task as assigned or there. 

(Refer Slide Time: 24:49) 
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So, this will be the scheduling easily as possible so therefore leaders role in meeting will be that 

is the making the regular timings. Make sure everyone can attend the meeting, and start meeting 

when everyone is there the meeting place and time should be sufficient. Decide how far into the 

project you should meet do not spend too much time only on meeting is there right. And that is 

why many times then people they stop over coming to the meetings. 

 

Because they find that is they are not able to do their jobs are there. So always try to do is make 

that is the, involve the most of them those who can be there in the meeting and they can attend 

the meeting right. And also decide that is the how scheduling of meetings that is the how many 

meetings will be there and then what will be done in these meetings. Preparation create agenda, 

distribute agenda to provoke thought is there so accordingly it will be done. 

(Refer Slide Time: 25:43) 
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Then the procedure will be followed so completely each agenda item before moving to the next 

is there. Start discussion with a presentation of currently known facts, comment and criticism 

should be actually solicited from all team members. And make sure that is the, they are 

presenting the ideas that should be encouraged. So, whether we approve or we do not approve 

right but at least we should appreciate and they are coming with creating certain and their ideas 

are there. 

 

And differing idea should be openly discussed the differences must be understood. Advantages 

and disadvantages of each idea should be pointed out is there so therefore a proper discussion 

can be done. It is not like this that who is saying this idea it is what is the idea is there. And let us 

make the pros and cons of the advantages and disadvantages of understand that particular idea 

and that idea finally will be accepted or not accepted on the basis of this evaluation.  

 

So, each person must leave meeting with something specific to do before the next meeting. So, 

action item is there so therefore they understand that is the, because in the meeting whenever you 

are deciding the next action item or the plan then it will be discussed. And then if there will be 

any problem, which will which are likely to arise and those problems will be taken care of by in 

the previous meeting right.  
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And that is why whenever the meetings minutes of meetings are circulated and they are 

confirmed first. So, if anybody is having any observation any problem and any comment so then 

that time that can be mentioned. 

(Refer Slide Time: 27:24) 

 

Now for the conflict resolution the coming together is a beginning, keeping together is a 

progress, working together is success. So therefore, in that case is indicative of introduction of 

variety of ideas. Conflict management is essential to the success of team and maintaining the 

spirit of teamwork. Different approaches leader can use for conflict management negotiating, 

compromising, forcing, avoiding or the organized confronting will be there. 

(Refer Slide Time: 27:52) 
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So, on the essentials communications, feedback, persuasiveness, the respect and the caring is 

there and the supporting is there. 

(Refer Slide Time: 28:03) 

 

Then the he should be able to solve the problem solving, delegating, motivating accountability, 

decision making and the positivity is there.  

(Refer Slide Time: 28:14) 

 

So, if; we go by these particular aspects in the case of the, this conflict management and then 

creating the commitment amongst the team members and direction is there. Benefits are given 

meetings are timely conducted I am sure that is our teamwork effectiveness that is will be 

enhancing and these leaders’ effectiveness that will also increase. As is a, this is the research 
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paper that is the examining the teamwork and leadership in the fields of public administration, 

leadership and management is there right. 

 

So in this paper he is the author is studying about that is the how leadership in the fields of public 

administration. And that can be seen and studied and the then in public administration how the 

leadership and management that has been done for creation of the team is there right. 

(Refer Slide Time: 29:20) 

 

So therefore, this will be the team effectiveness the paper studied explored group of workers it 

was expected to be permanent right. And designated leader almost that many explored a group 

working with formal leadership by the workers supervisor is there. 

(Refer Slide Time: 29:33) 
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So, these are the findings of the on these paper. 

(Refer Slide Time: 29:40) 

 

Basically, what is the implication of this paper? That the latent coding method of content 

analysis and the forced choice in the selections. Even though content analysis has many 

strengths, the latent coding method of content analysis and forced choice selection requires the 

research to examine the overall content right. So, this is the, but ultimately we find that is that 

look at the same data may be in interpret by the different is there that was the research 

implication. 

(Refer Slide Time: 29:59) 
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The practical implication, that with a comprehensive analysis or teamwork and leadership the 

extensive investigation presents a pivotal starting point for further development in this emerging 

area. The content analysis found a proliferation of diverse organizations utilizing teamwork and 

this subject should be researched more vigorously. Embrace, pursue and promote teamwork 

understanding the current state of the field will assist 

 

So therefore, we have to understand and then we have to make this a part furthers the 

enhancement of our teamwork by taking the people together and not forcefully. 

(Refer Slide Time: 30:33) 
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Now this is the case study and then for which to research and prepare including 2 hours of class 

time. And then in that case paper evaluation by the team members and that is the Jane, Robert, 

Danny, Sharon and Liz was assigned to team three. Their first meeting, they introduced 

themselves and began to decide on a topic after 45 minutes they were still trying to settle on a 

topic. They finally settled on money management however the instructor informed them that 

another team had already chosen that topic but conflict management was still available. 

(Refer Slide Time: 31:16) 

 

And then the Robert tries to convince the group that they should present a role play of conflict. 

Sharon wanted to do research and give a more detailed and informational presentation. So, Jane 

was excited by the role playing idea and suggested they make a video presentation of their own 

play acting is there. So, Danny fell asleep some time before the topic was chosen and Liz sat 

quietly listening to her teammates. 

 

At the end of the class no work division had occurred but the team agreed to meet in a study area 

at 4:15 on the next Monday. So here in this you will find that is there it will be and some will be 

the active participants some will be these silent participants is there. 

(Refer Slide Time: 32:00) 
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So, they how they go for this particular presentation and then how they are the process of their 

team making has been preceded that you we will see in this case study. So, in so on basis of this 

case study the questions is in your team each member is to choose one of the characters in the 

case study right and for the other members of the team. And then discuss the strengths and 

weaknesses displayed by the character make a list of the all the least three suggestions that could 

have been improved right.  

 

And discuss own personal strengths and weaknesses this type of the exercise can be done and 

can be used at a workplace. And then we can talk about how these team building and that can be 

improved on the basis of this type of the situations and different types of the team members are 

there and ultimately how the goal is to be achieved. 

(Refer Slide Time: 32:52) 
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Finally this is the book recommendation what must go right on what can go wrong right and 

therefore in that case how to form that particular team.  

(Refer Slide Time: 33:03) 

 

8 properties of successful team a clear elevating goal, a result driven structure, competent team 

members, unified commitment, collaborative climate, standards of excellence, external support 

and recognition, principled leadership. A final chapter examines the priority of the steps that lead 

to the building of a high performance team is there. So therefore while you will be reading this 

particular book you will be able to come out that is the how to create the high performance team. 

(Refer Slide Time: 33:35) 
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These are the references for your further studies and you can also make these the content is taken 

from this particular references only right thank you.  
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Module No # 08 

Lecture No # 40 

 The Leader’s Role in Team-Based Organization 

  

In this session, we will talk about the leader’s role in team-based organizations. Here we will 

have discussed the use of team-based organizations, types of teams in team-based 

organizations, roles among the teams, and team leadership. 

(Refer Slide Time: 00:40) 

 

Team leadership versus the sole leadership, Robert Quinn's 8 leadership roles, leader’s role in 

team-based organizations, and as usual the research paper, case study, and book 

recommendations.  

(Refer Slide Time: 00:53) 
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So being a leader is not about you it is about the people that are on your team and how you 

can help them be successful there a wonderful comment is there by Susan. And therefore, it is 

not that is you have got the leadership position about the team but it is highly concerned, that 

is the who are the people in your team and how can you make them the successful is there 

and that is the intro sense is the leadership is there. 

(Refer Slide Time: 01:26) 

 

So, it is a way of life in post modern organizations. It offers the best opportunities for the 

better organizational performance in the form of increased productivity and profits are there. 

So, it is the always whenever we are talking about the modern organizations are there. And 

then therefore in here the modern organizations they are more team-oriented organizations 

are there. And as result as soon as we say the team management then, it leads to the 

cooperation and synergy. 
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For many organizations, the use of teams has led to the desirable performance improvements, 

such as improve the quality, so and they improve the efficiency, improve the employee 

satisfaction, and the customer satisfaction is there. So, this is the importance about the 

formation of the team is there.  

(Refer Slide Time: 02:22) 

 

For some organizations however, the use of teams has resulted in some negative outcomes, 

such as the increased cost, stress, and lower group cohesions. So, this is also very interesting 

and first time we are talking about this particular content in this course, where the team can 

team will be the have the negative outcome yes, so therefore the use of team can be negative, 

in the case if it is increasing the cost.  

 

Or the people are not working in the team and every day there is a conflict there are the 

complaints and inquiries and all so that will be the stress, and the lower group cohesion is 

there. So, people are not having the any cohesion amongst themselves.  

(Refer Slide Time: 03:13) 
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So, team-based organizations emphasize the value and importance of all employees 

regardless of their specific roles or the simplicity or complexity of the tasks that they 

perform. Now in many organizations certain tasks are the team-based tasks certain tasks are 

the on only employees’ individual task which he has to perform means most of the task. So in 

every organization there will be the tasks that will be having those individuals to be done and 

in the team is to be done. 

 

But certain organizations are the more team-based oriented organizations and therefore, in 

that case when traditional organizations become the team-based organizations so that is a 

culture shift. So, in modern organizations there is a need for this culture shift is there, from 

hierarchical to flat is there, and from the fragmentations to cohesion is there, so it is not in 

isolation.  

 

The modern teams are not working more employees are independently working rather than in 

the modern organizations more of the tasks are to be working together. This is from the 

independence to interdependence is there, from competition to cooperation, and from tried 

and the true tourist checking is there.  

(Refer Slide Time: 04:35) 
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Now the natures of these organizations are having the certain advantages and disadvantages 

are there. So therefore, when we are talking about the advantages is there, a synergy is there, 

cohesiveness will be there, and cohesion will be there, amongst these members. Avoidance of 

the major errors are there, because the all are taking the collective decision collective wisdom 

is used.  

 

And therefore, on the errors will be noticed by somebody if one misses the any particular 

point then other will be notifying and therefore the errors will be less. Faster better decisions 

will be there, continuous improvement functioning will be there, innovation because new and 

new ideas will be there. All of the stakeholders in decision making process self-motivated 

highly motivated is there, they are empowered and given the delegation also.  

 

Greater job satisfaction is there, amongst these team members and the needs of fulfilment is 

there, so whatever their physiological safety social needs are there, or the self-esteem 

especially in and self-actualization needs. So, all these types of the needs are they are getting 

the fulfilment is there. Disadvantages are there that is a pressure to confirm to group standard 

of performance in the conduct is there.  

 

And then therefore, in that case it has been found that is the whenever we are going for this 

type of these team-based organizations. So, the people those who are working they the 

standard of performance and conduct that has to be confirmed. The resistance to the team 

effort from in pinging on the autonomy is there. And therefore, in that case the person who 

wants to do the work by himself.  
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So, his autonomy is now shared and therefore in that case that will may not be liked by the 

person and that may be the disadvantage. Social loafing is there and therefore in that case the 

many people are working with one employee the other employees are also present. So 

therefore, there may be the chances of the social offering is there, group think is there, so 

therefore in that case in spite of the team the group think is there.  

 

Intergroup conflicts are there and as a result of which they will not be able to perform and the 

high pressure and stress is the very common disadvantage, which has been observed into the 

team-based organizations are there.  

(Refer Slide Time: 07:08) 

 

So now according to the Cohen and Bailey, 1997 suggested 4 major types of organizational 

teams are there. Continuing work and units responsible for producing goods are providing 

services. Parallel teams are there, pulled together from different work units or jobs to perform 

functions that the regular organization is not equipped to perform well. Now, the project team 

is there producing one-time outputs and the one time limited is there. 

 

Management teams are there, coordinate and provide a direction to sub-units under their 

jurisdiction, and laterally integrating independent sub-units across the key business processes 

are there. Now here you see that is the when the work teams are very common phenomena, so 

in continuing works is there. So therefore, in that case these types of the teams have been 

found in most of the organizations.  

 

As far as the parallel teams are concerned from different work unit’s jobs to perform 

functions that the regular organization is not equipped to perform well. So therefore, the 
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traditional organizations may not be having these types of the more teams of the parallel 

teams are there. And project teams are there so therefore in that case and they are working for 

a particular focus or target for a period of time and therefore that will be the projective 

missile.  

 

Management teams are there coordinate and provide directions to sub-units and you know 

across the key business processes are there. 

(Refer Slide Time: 08:29) 

 

So here we find it is the whenever we are talking about the team role the team leaders. So the 

duties are the uses team to achieve goals, understand the whole project, oversees process, 

guide without dominating team leaders, and supports team and the team members are there. 

So helping the team achieve productivity working relationship will be there, this will be the 

duties of the team leader will has to be there.  

 

So ultimately what happens that is the here the major point is this that is the cross cultural is 

very important, because when the team leader nowadays is working, they are working into 

oversees processes. And whenever we are talking about oversees processes are there then we 

have to work on the different culture, different practices, will be there. And therefore, in that 

case it becomes important it is we are aware or we are able to understand and learn the 

culture of others.  

 

So in any time when they are working cross cultural teams so, then it will take certain time. 

So it will be duty of the team leader ah to get monitored and get mix the cross cultural team 

members. Guide without a dominating is there so therefore, in that case it is the he has to play 
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a role of a guide, he has to how the job is to be done, and the he has to also help team achieve 

productive working relationship is there.  

 

So, at workplace and there should be a productive working relationship is to be there. Team 

advisors are there those who; are having a champion a team within the organization, and 

communicates with the stakeholders. And the facilitator is there the schedules and conducts 

the team meetings and the activity, serves the resource person is there, and therefore 

encourages the full participation is there.  

 

So here it is not the role of dominance rather than it is a role of a guide, a role of a supporter, 

and role of the facilitator is there. So therefore, in that case it becomes very important that is 

the leaders they are playing the different role very efficiently. 

(Refer Slide Time: 10:56) 

 

Now roles among the teams are there. Team roles are their processes observers or team 

members are there and duties of the team members are will be the leaders and facilitator is 

promoting team culture, focus energy on the task, and listen to everyone's ideas are there. 

Scribe or recorder, keep written records of the team meetings are there and then that will be 

using for the image source’s purpose.  

(Refer Slide Time: 11:20) 
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A team leader is someone who oversees the functionalities of a team and if not the manager 

himself, the team leader monitors the quantitative and qualitative achievements of the team 

and reports the results to a manager. A team leaders’ belief is that that the whole is greater 

than sum of its parts. So, team leaders place the considerable emphasis on the team building 

and then evaluates their own performance on the basis of how well they have developed the 

team is there, so that is becoming the team leaders role is there.  

(Refer Slide Time: 11:50) 

 

Now effective team leaders, must recognize that not everyone know how to be a team player 

a very important point is there. Now you see many times organizations are giving you the 

team player, you are not choosing your own team player. And then working with the different 

personalities, it becomes the very important for the team leader that is who is who.  
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But of the personality the person is having who is working with them and therefore in that 

case it is very important that is you know the personality of your team member. And also 

have an understanding that everybody is not a team player, and then team leader has to get 

work done into a team. So, his team leader must display self-sacrificing behaviour and 

confidence is there, because he has to prove himself as a leader.  

 

And the team members will then see that is their leader is doing the very sincerely, 

hardworking, and competent enough, and punctual enough. Then definitely in that case they 

will have that confidence that is yes, we have to if you are working in this team, we have to 

display all these self-sacrificing behaviours. So, employ multiply the influencing tactics to 

control and direct team members action towards the achievement of organizational goals.  

 

So therefore, multiple influencing tactics will be there, so for example the beware conduct, 

you know for example the servant leadership style is there, for example this CSR is there, any 

social responsibility you are doing. So therefore, in that case that is the multiple influent 

tactics will be used. Encourage norms that positively affect the team's goals and other those 

data are negative as there. So, but you cannot keep happy everybody so, there will be certain 

team members those who will be negative and therefore, it is important. 

 

That is we have to encourage the positive norms so therefore that is affecting the teams goals 

and their members. Observe with a keen eye what is going on in the team so whatever is 

going on the team and then that is the immediately the leader should be able to find out, that 

is either it is go everything is going well or not. Make contributions when necessary and if it 

is required to make the contribution or direction so then in that case the leader that he has to 

intervene and provide whatever the support is required.  

 

Encourage a climate of the dialogue and therefore in that case always open for 

communication. Turn obstacles into opportunities so naturally whenever there is a problem 

challenge is there. Then definitely it creates the opportunity to think how to overcome this 

problem and how to provide the new solution. Must be adaptive, knowing when to play 

different roles are there and therefore the whatever the different roles of the team leader is 

there, he should be able to play at the appropriate time and we must be very adoptive.  

(Refer Slide Time: 14:52) 
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Now we will talk about the two times of the leader solo leader versus the team leader is there. 

So therefore, in that in that case in the solo leader plays the unlimited roles while, the team 

leaders choose to limit roles are there so here it will be very different. Whenever you are 

playing this particular role then that what the leader decides he can do in the solo leadership, 

but in the team leadership no there are the limiting the roles are there. 

 

Strives for the conformity is there, builds on the diversity differently opinions, so therefore in 

that case also it will be confirmative assess diversity is there. Collected the acolytes of blind 

followers so and while in this case it is the builds and the diversity is there and therefore in 

that case it will be totally different approach will be there. Then the direct the subordinates so 

here he develops the colleagues and the projects the objectives here he creates the vision and 

mission statements are there. 

 

So therefore, in that case the role and responsibility of the solo leader reserve is the team 

leader is totally different and then they have to perform accordingly.  

(Refer Slide Time: 16:08) 
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Robert Quinn’s roles of the leaders are there, so therefore in that case here we will find and 

there are the four parameters are there. So, clan culture in Quinn’s model usually denotes 

team based organizations thus Quinn's model suggests mentor and facilitator role of leader in 

team based organization is there. So always there is a role of a leader is having to be is a 

mentor and facilitator.  

 

Now here you will see that is the control hierarchy is there that is a do thing right, and while 

in case of this compete there do things fast, in the create do things first, and collaborate do 

things together is there. Now we will see in the case of these the external verses in focused 

block is there, and then short-term performance will be there. So, compete market do things 

fast and here what is required is that is and we have to compete.  

 

While in case of this the flexible and external is there then we are creating the adhocracy is 

there that is a do thing first and that is the breakthrough is there. Whenever we are talking 

about the internal and flexible is there right then long-term development is there collaborate 

and we do things together is there. And as I mentioned about that is whenever it is the 

focused one is there and the internal is there so then in that case-control hierarchy that will be 

working on this.  

 

So, therefore, do things together, do things first, do things fast, and do things right. So those 

um this particular you know function of the leader right about the purpose, practice, and 

people are concerned. the So leader is work as a coordinator is there and therefore that is the 

design the workflow leader lead and manages the projects drive effectiveness is there. Now 
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manage the information, monitor performance, measure quality, leaders as a monitor, so he is 

having the managing the information and monitoring the performance is there.  

 

Whenever the leader is a facilitator is there so he is a collaborator is there, build and lead 

teams, manage the conflict, and faster collaboration is there. And therefore, it is because he is 

playing the role of a facilitator, here you will find that the output and efficiency is also much 

better. Leader as mentor is there, understanding the self-develop the coach and communicate 

the effectively and therefore this will be for the long-term development and this will be very 

useful will be there.  

 

And so whenever we are having the leader as innovator so he leads positive change, think 

creatively and cultivate the innovation is there. And therefore, here he will be having on this 

type of the always as an innovator he will work and the nature relationships, negotiate 

agreements, present inspiring ideas are there. So therefore, a leader as a broker is working 

here, and so what he does that is he is working as a relationship, he is also working on the 

agreements negotiates the agreements is there.  

 

And then also having the present inspiring their ideas are there and therefore in that case he is 

creating the advocacy is there. Leader as a producer that is a drive productivity, and build a 

positive culture, manage time and stress is there and short-term performance is there. So 

therefore, leader as a director is concerned communicate the vision, set strategic goals, and 

delegate the effectively and therefore this is a short-term performance will be there and he is 

completing the particular task.  

 

So ultimately what we can say is that is Robert Quinn’s rules of leaders they are having the 

different roles of the leaders are the coordinator, monitor, facilitator, mentor, innovator, 

broker, producer, and director, is there. And this is creating the complete, control, collaborate, 

and create the adhocracy, is there so these are the different roles and which I will be played 

within the organization in the by the leader.  

(Refer Slide Time: 20:36) 

944



 

So, the it is a trust and inspiring teamwork, coaching team member’s group members towards 

higher level of performance, facilitating and supporting the teams’ decisions, and expanding 

the teams capabilities, creating a team identity is there. Anticipating and influencing the 

change, inspiring the team towards high performance levels, and enabling and empowering 

the group members, and encouraging the team members is there so therefore this will be the 

leader’s role will be there.  

(Refer Slide Time: 21:08) 

 

Now we will talk about the certain more leader’s role by the different various researchers 

they were classified into the different on the dimensions. And the first one is that the team 

leader as a chief motivator and through the leader’s support, encouragement, and training, 

followers feel a sense of self-worth, appreciation, and value for their work.  
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So, because the leader is a much motivator so he is having the full support and 

encouragement. And giving the training to develop a sense of self-worth and appreciation and 

value for their work, and they respond with high performance is there. As this relationship 

mature, the entire work becomes more cohesive, and the payoffs only increase is there. So 

therefore, in this case as a role of the chief motivator the leader is able to motivate.  

 

The team leader as coach and mentor is concerned. The team-based organizations need leader 

who are good at coaching and mentoring followers, especially new team members. Like any 

good coach, they are experienced and knowledgeable in their team processes and is capable 

of developing the trust and teamwork norms in the team members are there. And this is 

another important role of the leader as a chief motivator is there.  

 

So similarly, the team leader is a coach and mentor is also there. So here you will find that is 

the they are very knowledgeable and therefore the team process is capable of developing trust 

because knowledge is developed among the team members. So, and because of the trust the 

teamwork norms in the team members are well adopted.  

(Refer Slide Time: 22:48) 

 

The team leader as a role model is concerned so a team leader must model the behaviour that 

he or she wants to see in the team members. For instance, a, leader’s self-sacrificing; 

behaviour and display of the self-confidence to do influence team members. And therefore, in 

that case it is the self-confidence is there and do in the team members are making that 

particular influence. 
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Self sacrificing leaders are those who go above and beyond what is expected of them are 

there. So therefore, in that case it is becoming the always how these sacrificing leaders are 

those who are going the above and beyond what is expected of them. And they do not just 

issue orders; they get involved in making things happen. So, team leader team leaders as a 

role model so therefore, in that case is sacrificing as we have discussed in the previous slide 

and then the hard work and this is same is applicable in the family also.  

 

So, whenever we see that is the head of the family that is doing the very hard work and 

making the full efforts children the family with the high enthusiasm and the physical labour 

and bearing the stress. So therefore, in that case the same will be observed by the team 

members in the workplace also, that is if the team leader is becoming the role model, then 

definitely in that case so they will be having the self-sacrificing.  

 

And who go above and beyond what is expected of them you know and they will not be 

demanding, they do not just orders, they get involved in making things happen, because they 

know how the family is suffering, similarly the organization is suffering. The team leader is a 

team culture enforcer, the team leader plays a leading role in fostering a team culture, and 

that supports the team’s goals and operational strategies are there.  

 

And there here it becomes the very important as what is the team culture is there if the team 

culture is already there so everybody is pushing for to create that culture. A team’s culture 

specifies standards and values that govern team members behaviour is there, and therefore in 

that case this particular team members they will be having those values and their team 

members behaviour.  

 

The leader may insist on team incentives over individual incentives to promote team 

performance. And therefore, in that case the team leaders so they may insist on the team 

incentives. So therefore, in that case it is the not the individual incentives rather than it is the 

institute for the all. So all are working together so that will be shared, and to promote the 

team performance, and that sharing of the team rewards, team incentives are there.  

 

Because the team has performed so that will be shared by the team members and that will 

promote the model of this team and as a result the output also  

(Refer Slide Time: 25:59) 
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The team leader as a cheerleader is there and therefore, leaders with the strong social skills 

tend to have the greater influencing abilities. Because they are with the as a team’s leading 

cheerleaders, the leader inspires and motivates the team members and to achieve the higher 

level of performance are there. So, these cheerleaders will be always motivating talking 

positive and encouraging these team members so that is a high level of performance will be 

there.  

 

And when a team leader can leverage his or her social skills to obtain the resources for the 

team, he or she is said to possess the social capital is there a beautiful point is there. So that is 

the whenever you are working as a cheerleader know for your team members and then as a so 

naturally the social skills that will be emerge. And that you will obtain the resource for the 

team and socialization process will start and then the process the social capital and as a result 

of which socialization process the social capital will be developed.  

 

The team leader as a resource person, the team leader’s role is to be the resource person that 

recognizes team needs and attends to them in the timely fashion. It is a really a very practical 

and important point that is your team members and they want, they want the certain this 

support from you, they want certain resources from you. And therefore, if the leader can 

provide those resources and every time normally what happens that is these team members, 

they come to the team leader for the certain gain of the resources.  

 

So that they can work efficiently and they can get deliver the output timely. So therefore, in 

that case this capability enables him or her to address the areas of weaknesses so the team can 

function more effectively and efficiently is there. So, this is all about that is the on the roles 
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of the team members and there that by these different roles of the team members team leaders 

and team members I am sure that is your team effectiveness.  

 

Once the leader will understand what role he is having, the team members will understand 

what roles they are having, and all are having the roles of the working together, and whenever 

this type of these objectives are understood and practiced. In spite of the different 

personalities in team members but team members have enough matured may not be the all, 

but maybe the some of them then definitely that team will work successfully.  

(Refer Slide Time: 28:32) 

 

Now on basis of this certain the literature I would like to share with you what is existing? 

That is a leading empowered teams an examination of the role of the external team leaders 

and team coaches, this is the given in this paper that is the how a leader can effectually 

empower his team is there. So, they have whether this empowerment is really good and how 

the external team and the team coaches they can play the role is there.  

(Refer Slide Time: 29:04) 
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Now documents are as a multinational office equipment technology firm. So, this is the 

customer service engineers worked in empowered teams and were responsible for planning, 

organizing, assigning, and completing their work, as well as the making the meaningful 

financial and HR decisions. Team question is consisted of the organizational development 

and change professionals who were experts on team development. Each course supported and 

provided leadership to 15 to 20 teams is there.  

(Refer Slide Time: 29:31) 

 

So, what is the study results findings of this this study. The results of the study indicate that 

the coaches significantly influence team empowerment, and thereby team processes and 

performance whereas the external team leaders do not. So, this is very important that coaches 

are playing the important role however, these the team processes and performance whereas 
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the external team does not leaders do not, external team leaders do not right internal they are 

providing.  

 

Findings also indicate that HR in organizational supports relate positively to the team 

empowerment and that the effect of coaches on empowerment is beyond the effects of HR 

and organizational supports, so team interdependence and the external team leaders that will 

be affecting. 

(Refer Slide Time: 30:20) 

 

These are the research limitations why we have to read these limitations, so that we can 

understand in which condition this is possible and this is not possible is there. 

(Refer Slide Time: 30:31) 
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And if we go for this particular concept what are the practical implications are there, and then 

to focal organization introduction of team coaches to have helped to propel the empowerment 

initiative forward.  

(Refer Slide Time: 30:44) 

 

This is the case study as usual that is the Frederick W. Smith FedEx case study is there, and 

this is talking about that is the how hierarchy and command and team structure that is 

affecting on the team performance is there. 

(Refer Slide Time: 31:00) 

 

So, improvements they introduced put couriers on the road 12 minutes earlier than before and 

halved the number of packages they delivered late. 

(Refer Slide Time: 31:09) 
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So, this is the case study on basis of this case study these are the questions. What type of the 

team does FedEx use? Provide evidence from the case to support your answer. Describe the 

role of FedEx managers play in facilitating team effectiveness. What motivates the members 

of the FedEx to remain highly engaged in their teams? Leaders play a critical role in building 

effective teams, and discuss how FedEx managers perform some of these roles in developing 

effective teams are there. 

(Refer Slide Time: 31:35) 

 

And this is the book recommendation, the 5 roles of leadership’s tools and best practices for 

personable and effective leader are there.  

(Refer Slide Time: 31:51) 
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So, in this book we find that is the there are these explore the five roles of successful leaders. 

The charismatic and convincing communicator and the always efficient and effective 

manager the motivating team leader who knows how to delegate? The empathetic 

psychologist interacting consistently with each employee and the skilled problem solver who 

manages the conflict and the implements change is there.  

 

So right from the role of the communicator, efficient and effective manager, delegation role 

of the delegation, I also have been the psychologist, and a problem solver that we manage the 

conflict and implementation the change is there. So, by reading this book also you will I am 

sure you will get the relevant in important input.  

(Refer Slide Time: 32:40) 
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These are the references from where this literature has been taken and you can go further in 

details for reading this particular literature is there this is all about this session thank you. 
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Lecture – 41 

Leader Actions That Foster Team Effectiveness 

 

In this particular session, we will talk about the leader’s actions that foster the team 

effectiveness and since some sessions, we are already understanding the role of leadership 

and the team effectiveness is there. 

(Refer Slide Time: 00:46) 

 

In this particular context, we will talk about the hill model of the team leadership, leadership, 

decisions, leader actions, team effectiveness, components of team effectiveness, indicators of 

effective teams, application of field model of team leadership and as usual, the research paper 

case study and the book Recommendations are there. 

(Refer Slide Time: 00:55) 
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So, if your action inspires others to dream more, learn more, do more, and become more. You 

are a leader is there. So, therefore it is not like this it is you are at the one position and there is 

a title and a big title is there. Heavy title and then you are a leader it is not necessary 

wherever you are in the group and then in the people are getting inspired by you. And you 

make them to dream. So, they learn more.  

 

So, therefore, according to John Adams that he talks about that is, “You are a Leader”. So, 

John Quincy Adams has mentioned this particular thing. That is the please do not look for 

any particular position or title and one can be the leader by his actions actually. 

(Refer Slide Time: 01:40) 

 

Then hill model of team leadership talks about the decisions, actions and effectiveness. 

Whenever we are talking about the leadership decisions that is the monitor or take action task 
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or the relational, internal or external is there. So, therefore, in that case, always whenever we 

are talking about the leadership decisions then they are the monitor always because they have 

to take action.  

 

You see that whenever you are talking about yesterday, today or tomorrow. You have to take 

a decision. If this is a situation that was yesterday, this is a situation for today or this is a 

situation for tomorrow. Then, in that case, you have to take that particular decision is to be 

there. Now, this can be related to the task or relational is there? So, if you remember, we have 

talked about the fiddler's model. 

 

And in fiddler's model we have talked about that one there are 2 types of leaderships. Task 

oriented or relationship oriented is there. Then according to the situation, you have to decide 

which type of the leadership you want to take then the internal or the external is there. So, 

internal leadership actions that will be including about these tasks that is the goal focusing, 

structuring for results, facilitating decisions, training and maintaining the standards are there.  

 

So, these are the normal tasks which a leader has to take the decisions are there. And in the 

case of the relational leadership, one what he has to do that is the coaching, collaborating, 

managing conflict, building commitment, satisfying needs and the modeling principles are 

there. Therefore, in that case, whenever this type of the relational shape is there, so, he has to 

play a different role. 

 

Role of a coach, role of a collaborator and then manage the conflict as per the right strategy, 

so that the conflict has to be resolved. Building commitment is there and then satisfying the 

needs are there so, satisfy the needs and modeling principles that is the what type of the 

principles you want to develop and external leadership actions will be that is about the 

environment will be there. 

 

So, what exchange will be there networking is required. So, here according to the Kuhn's 

book, here I would like to refer that is the whenever we are talking about the networking, so, 

successful managers, successful managers are having the highest that study in Kuhn's book 

has mentioned that is the successful managers are having the highest networking capabilities.  
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And the effective managers are having as comparatively the successful managers and that is 

low. And the average manager is having the least percentage of the networking is there. But 

what is required is your networking. If your networking is strong then definitely you can go 

for this type of environment to meet the environmental challenges. Advocating is there. 

 

So, there you are supposed to make the logic, arguments discussions, and negotiating the 

support we have discussed this thing as negotiating support in the role of a leader as a 

negotiator in earlier session. So, if you are a good smart negotiator, so, you will be able to 

control the environment, you will not let it be spoiled. And the buffering is there in any 

situation that is the Jugaad or Indian style we can say the assessing that is assessment is to be 

there and sharing the information. 

 

And effectiveness is concerned that will be the team effectiveness and it is related to the 

performance and the development is there. So, overall performance of the team that will be 

high and the development will also take place into the team efforts are there. 

(Refer Slide Time: 06:09) 

 

So, should I monitor the team or take action. So, the leader can diagnose, analyze or force 

cast the problem, monitoring or taking the immediate action to solve a problem is there. And 

here we will see that is this diagnosis and analysis. So that is about a decision-making model, 

in the case of the leadership decision-making model you have to first find out tow many 

alternatives are like, for example, in the diagnosis.  
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In the diagnosis you are having the A, B, C and D. So, therefore, these four options are there. 

So, in the four options which option is the right one and here you will find that is the you 

have to analyze, find out or evaluate the options or alternatives and decision-making model I 

am talking. So therefore, in that case, before taking the decision, you have to do the analysis, 

so, somebody will some factors will score 7, 8, 6, 5, so or forecast the problem are taking 

immediate action to solve a problem. 

 

So, if your immediate action has to be taken out of these four options which option would 

you like to select if it is the 7, 8, 6, 5. So then definitely for 8, so, option B. So, therefore, in 

that case to we have to find out the alternatives, diagnose the alternatives, analyze and then 

take the immediate action to solve a problem. Which problem need interventions? 

 

Now, you see now this is the solution but this may be a theoretical solution. And then, in that 

case, you need the interventions are legal. What will be the interventions? It will be social, 

political, economical, legal and technology. So, whichever the intervention which will work, 

you go for that make choices about which solution are the most appropriate. Now, this is also 

possible that is the 8 is high in case of the ROI is concerned. 

 

But, the practically it requires the investment of training technology. You may not like to go 

for it, so then what you will do, the social. Social is there with this 7, so which one you will 

obtain. What I want to tell you that is consider all the dimensions and make the permutation 

and combination. When you will make the permutation in combination then you will come 

with the right solution. 

 

So, to come to the right solution it is necessary that is you are having this particular aspect of 

the social, political, economical and then the on basis of this scientific. This is scientific, this 

is an art and you mix the science and art. So, then you will get that is your management. 

Effective leader has the ability to determine what interventions are needed if we need to solve 

team performance which I have already talked about it. 

(Refer Slide Time: 09:24) 
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Should I monitor the team or take actions? McGrath’s Critical Leadership Function is here. It 

is talking about that is the diagnosing group deficiencies. So therefore, in that case, what my 

group can do and what I it cannot do? So, there will be the in-group members. There will be 

personalities like horses, they will personality likes the cat, personalities like the dog, 

elephant and like this. So, therefore diagnose the group deficiencies. So, what one can do? 

 

What one cannot do? So that will be the internal will be there and when you are taking the 

executing the action so, taking the remedial action and the preventing the deleterious 

changes. So, therefore, in that case we have to be also careful in taking the decision. That is, 

we should not take any decision which will be destructive. So, many times in the social 

problems what we say that is? 

 

We say it is ok separation is the solution it is the best solution but is it the solution or not? 

That depends on situation. Actually, we cannot generalize but in general, whenever we talk 

about. So that separation or the breaking the team is not the right answer. No not right 

situation, you have to again go for the creating the team then you have to invest the time 

money and then get the person that is not also not sure. 

 

Otherwise, again, there will be the separation. So, therefore, you what we have to prevent, 

prevent the deleterious changes. So, therefore, in that case, do not replace your team members 

if it can be accommodated. So, therefore avoiding accommodating, computing, collaborating 

and compromising. So, therefore, in that case, it is the collaborating, compromising, 

accommodating that can be options first can be considered if possible. 
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And so that will but in the case of the third, when we are talking about the external and 

monitor, is there forecasting environmental changes. So, therefore, in that case there will be 

the changes on basis of these changes, so, we will take the decision on the preventing the 

deleterious changes are there. So, definitely with the product time and as I mentioned 

yesterday, today and tomorrow. 

 

You take the example of technology or social, any aspect you take so, yesterday it was 

different, today it is different, tomorrow it will be different. So, does it mean that is we 

should break the society? Does it mean that we should break the whole technology? No that 

will serve their its own purpose. So, therefore, in that case, prevent the deleterious changes 

are there. 

(Refer Slide Time: 12:06) 

 

Should I enter in the mid task or the relational needs are there. So, getting job done so 

therefore it is helping maintain the relationship getting job done, making decisions, solving 

problems, adapting to change, making plans, achieving goals. So, therefore, here it is the task 

functions are there. So, but in the case, there is certain needs are there maintenance functions 

we have to adopt. 

 

Developing the positive climate, solving interpersonal problems, satisfying members needs 

and the developing cohesion is there. 

(Refer Slide Time: 12:40) 
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In the decision 3, should I intervene internally or externally. Leader must determine what 

level of team process needs a leadership attention. So, internal task or the relational team 

dynamics. If a conflicts between the group members are there then the team goals are unclear. 

So then, in that case it is not clear what to do? External environmental dynamics if 

organization not providing proper support to team. 

 

So, in that case definitely, there you have to find out the interventions that is which 

intervention will work. 

(Refer Slide Time: 13:14) 

 

Internal task leadership actions will be the set of skills or actions a leader might perform to 

improve the task performance goal focusing. Now, you see that is always this is most 

important point. Many times, I have seen that is the people are working together but they are 
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not goal focused first thing they are not aware of the; what is their goal is. And they create the 

problems themselves for the achieving achievement of the goal. 

 

For example, and it is the particular task has to be accomplished. So, within time what is 

important is this? That is you take the people together, you avoid the conflict, and you are 

preventive, so, people are neither preventive. Not they are cooperating and as a result of 

which those who want to work, they are not able to work and if they are not able to work, 

results will be delayed. 

 

And as a result of which they will be the no goal focus. And that is why this gaining 

agreement is very, very important. So, when here you see that is the in-management practices 

whenever you are deciding any goal, do not decide your own. There is about the goal and this 

is the goal and you have to follow. No, no involve the stakeholders, whenever you will 

involve these stakeholders, whatever the goal you decide that will be practical, achievable, 

realistic.  

 

But in the case, when the people one person decides of his own without considering the 

problems of others suppose I have to construct a road. So, I have to involve all the 

stakeholders no. I have to involve the contractors, I have to involve the opinions of 

passengers, I have to involve the technical personnel, I have to involve the managerial 

personnel.  

 

And then everybody will say that this will be the problem that if this is a problem, what will 

be the solution? So that that is the research is required. So, therefore, in that case that goal 

focusing is becoming the very, very important whenever a leader might perform to improve 

the task performance, he should be having the clarifying the goal. Second, is structuring for 

results, planning, visioning, organizing clarifying roles and delegating is there. 

 

And these are the functions of a manager, planning organizing leading directing coordinating 

and controlling. So, therefore, these leadership actions will be there and that those skills, their 

functions which the manager is supposed to do that is the structuring for the results is very 

important plan properly. Now, the planning and controlling are the twin brothers. They go 

together. So, whatever you plan, how will you control it? 
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Otherwise, what will happen that is the when you want to clarify the roles. Roles will not be 

clarified. There will not be delegation. We have discussed the delegation and empowerment 

in length earlier. Facilitating decision making informing the controlling, coordinating, 

mediating, synthesizing, issue focusing is there. So therefore, whatever the decisions you are 

taking, so therefore that has to be coordinated and mediated. 

 

Somebody has to take the responsibility. Somebody has to give the support and when they 

give the support and it is possible then you are synthesizing an issue focusing is there. But 

everybody will not be the competent enough. So, what you will do you will educate in 

developing them. So, training team members in the task skills they will be developed, 

maintaining the standards of excellence, assessing team and individual performance 

confirming in the inadequate performance. 

 

So, managing team should be the standard of excellence. So, they should ensure that is the 

yes, whatever we are doing that is a no the best one. 

(Refer Slide Time: 16:42) 

 

So, set of actions that is leader needs to implement to improve the team relationship is the 

coaching team leaders in interpersonal skills. And the collaborating, including the involving, 

managing conflicts and the power issues are there. So, here the leader is a coach we have 

talked in the previous sessions in the beginning sessions what is the role of a leader? 

 

Is a coach also, unless and until you do not have that coaching approach and attitude no, 

mindset you cannot be a leader, collaborating is there? Are you able to collaborate or not, 
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including the involving managing conflict and power issues? That is the avoiding 

confrontation, questioning ideas and all building commitment and espirit de corps. So that is 

the false principle that we always talk about the espirit de corps.  

 

So, therefore it is a team building, team effectiveness. So that is the building commitment is 

there and commitment cannot be built only by the words by actions. So, being optimistic, 

innovating, envisioning, socializing, rewarding recognizing. So, therefore, you will be having 

the team effectiveness. Satisfying the individual member needs, trusting supporting 

advocating is there. 

 

Modeling ethical and principle practices, there is a fair consistent and the normative is there. 

So, whenever internal relationship or leadership, actions will be taken set of actions, leader 

needs to implement. So that the relationship between the leader and the team and among the 

team members also that will be having the improvements. 

(Refer Slide Time: 18:27) 

 

Set of skills or behaviour leader needs to implement to improve environmental interface, with 

team. So, advocating and representing the team to environment arguments that is yes, this is 

the best and there are the logics are there. Negotiating effort to secure necessary resources 

and so, support and recognition for team. So, in that case, it is very important that is are 

having these all negotiating that power.  

 

That is, the negotiation needs to be done, unless and until we will not be able to do the 

negotiation, it will not work. Sharing relevant environmental information with team. So, 
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whatever the team is information we want then we have to share with them. Earlier 

traditionally, what was there? There were a power distance and people were not sharing the 

information and team which is required by the team so, team was dependent. 

 

And nowadays it is a delegation time. It is the independence time. It is not the time of that the 

control. So, therefore that is the sharing is there buffering team members from environmental 

distractions. So, whatever is future problems are there? Already you are taking care of that. 

Assessing environmental indicators of team’s effectiveness what will be the effect on the 

environmental issues and networking and forming alliances in the environment is there.  

(Refer Slide Time: 19:46) 

 

Larson and Lafasto, 1989, suggested the following and characteristics of the team 

effectiveness, clear, elevating goals, results driven structure. So, clear, elevating goals, as I 

mentioned, there is, what is the performance? What are the objectives? And if the motivation 

is there, they will be able to achieve it. Resource driven structure is there find the best 

structure to achieve the goals. 

 

Clear team members roles, good communication system, methods to assess individual 

performance and emphasis on the fact-based judgments is there.  

(Refer Slide Time: 20:18) 
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The team effectiveness will be depending on this, the components right number and the mix 

of members. Members must be provided sufficient information. Education and training and 

whenever there are requisite technical skills are there then, interpersonal and teamwork skill 

will be always working. And therefore, in that case, these HR skills you no. So, job 

knowledge is very important but with the job knowledge, these HR skills are equally 

important. 

 

What will be the team factors which is affecting? Openness, supportiveness, action oriented 

and positive personal style is there. So, leader has to be very, very positive towards the team. 

Core competencies are the ability to do the job well and problem-solving ability will be there. 

(Refer Slide Time: 21:07) 
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There will be the unified commitment, so, teams need a carefully designed and developed 

sense of unity or identification that is a team spirit is there. And the collaborative climate is 

there on openness, honesty, consistency and respect will be there. Always collaboration is 

required is a always talk about that is in the team effectiveness. It is not the one person if the 

even leader is thinking that he can do alone. 

 

We have discussed many theories models. It is not possible for leader alone to do something 

and what who is the leader? Who is having the followers? So then, when there are followers 

there is a leader, so, there will be team, so this collaborative climate is very much necessary. 

So, there is a demanding and rewarding collaborative behaviour, so that the team’s problem-

solving efforts are to be managed. So, managing one's own control needs is very, very 

important is there. 

(Refer Slide Time: 21:52) 

 

Now, this is a very interesting point, dear friends that is the standards of excellence. What is 

the benchmarking practices are there? So, whenever we talk about the project management, 

we talk about the, whenever we are talking about the organizations like NTPC and all so, they 

we understand. That is the how these our organizations are doing their best and that is a 

standard of excellence is there. 

 

And whenever there is an excellence then definitely, we should know the definition. 

Definition means benchmark. So that is the what requiring results are the clear expectation? 

But this expectation designing of this expectation. My submission is this in addition to these 
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points that is the that is the benchmark. What will be your benchmark that you have to 

decide?  

 

And the external support and recognition environment organizational environment is to be 

there and is needed to do their job, recognize for the team accomplishments, rewarded by 

tying those rewards to team members, performance and not the individual achievement is 

there.  

(Refer Slide Time: 22:57) 

 

Whenever we are talking about the principal leadership is there that is a cognitive 

understanding of problems. So, influence stream effectiveness through the four sets of 

processes, as per the Zaccaro et al., in 2001, is given. There is a motive cognitive, 

motivational, effective and integrative there. So, understood problems conferring them 

motivational is there. 

 

So that themselves are keeping the high-performance tenders which I was talking. And 

affective is there handling stressful circumstances by providing clear goals, assignments and 

strategies. Integrative is their teams’ activities through matching member roles clear 

performance is feedback interrupting the environmental changes are there. 

(Refer Slide Time: 23:39) 
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As well task performance team effectiveness is concerned. Task performance group process 

and individual satisfaction is very important. So, teams’ outputs are there meets the needs and 

expectations of those who use it. Group process is there to which the members interact or 

they relate there, allow the team to work increasingly well together over time. Individual 

satisfaction is there the group experience on balance it is more satisfying than the frustrating 

to the team members is there. 

(Refer Slide Time: 24:04) 

 

So, finally, we come to the indicators of these effective teams, so, team norms are there. So, 

acceptable standards of behaviour and the shared by the team members are there. So, 

whenever we are talking about these indicators, whether there are the proper indicators or not, 

so that is the whatever the high level of standards benchmark you decided no and that is the 

acceptable standard of the behaviour is.  
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So, therefore, as we talk about the under the standards for the technical efficiency and 

effectiveness of productivity. Similarly, we have to make the acceptable standards of the 

behaviour also. And every member should know what is acceptable here and what is not 

acceptable. Team cohesiveness in the interdependence is there to which the team members 

can band together and remain committed to achieve team goals are there. 

 

Team composition is their knowledge, background and experience of the team members are 

there. So, therefore that they have to create that is the team composition is required. Team 

structure, inter relations that determine the assignments of task responsibilities and authority 

is there. And therefore, the team structure that has to be developed. Team creativity, creation 

of valuable, useful and novel products service idea procedure is process.  

 

So, therefore, in that case it is the creativity of the team. So, definitely the cohesiveness and 

interdependence is there and whenever we are talking about that structure and I have 

mentioned about that structure. Assignments of the task organization structure. So, role and 

responsibilities that is very, very important team creative useful in the novel products.  

 

So, therefore that will be there, it is a predetermined step by step procedure team creativity 

will be there. 

(Refer Slide Time: 25:53) 

 

So, this ultimately a team leader who is ready to lead the team members to be a part of the 

team to achieve the determined goals and objectives. Now, this is also important now many 
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times this is fact that the leader does not want to lead the team. This also happens because by 

force, he is not by choice he is by force the leader. Organizational support to which the team 

have support from the top management is there. 

 

So that is the external environmental factors whenever these external environmental factors 

and these indicators will be there, so then here we will find that is the ultimately that is a team 

leader or that team has been successfully led by the leader effectively is there. So, what is the 

application of the hill model of team leadership? So, there are many ways to apply the team 

leadership model to increase the effectiveness of organizational teams. 

(Refer Slide Time: 26:47) 

 

The model is useful in helping the leader make decisions. Should I act actions? Should I 

decisions actions? So, if so, how should I do? For example, if the team is not performing 

effectively then leader can make the first strategic choice by monitoring the situation to 

improve the team functioning is there. If an action seems warranted then the leader needs to 

decide whether the action should be directed inward towards team functioning. 

 

And the outwards towards the environment are both is there. Once the context for the action 

is determined then the leader needs to choose the most appropriate the skill for the situation 

from his or her behaviour repertoire is there. So, therefore, in that case that the actions which 

are required, that what is warranted and then he has to perform that particular action is there.  

(Refer Slide Time: 27:29) 

973



 

As usual, this is the research paper relationship between the emotional intelligence and the 

transformational leadership of the supervisors is there. So, therefore in it is a very interesting 

paper, because whenever we are talking about and it is the relationship task, relationship 

actions that team effectiveness decisions. So, therefore that emotional intelligence is very 

very important. 

 

And the leader should have the transformational leadership of the supervisors. And if he is 

having that we have talked about this transformational, charismatic, transactional, task 

oriented, relationship oriented, different steps of the leaderships we have discussed. So that 

here it is required will be that and this paper is talking about, the transformational leadership 

is there. 

(Refer Slide Time: 28:16) 
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And the support for the model which suggests that supervisors’ emotional intelligence 

components such as social skills, motivation and empathy are positively associated with the 

transformational leadership is there. And therefore, in that case here that your social skills, 

social means, love and affection, belonging skills are very important. That is the 

organizational citizenship behaviour will be the part of the social skill will be there. 

 

Motivation is there intrinsic and extrinsic motivation both will require and the empathy, that 

this is all about the emotional intelligence components are there. So, self awareness, self 

regulation, empathy socialization so, therefore, in that case and motivation. So, therefore, 

these positively associated with the transformational leadership, is there. If you are self-

aware, know your sort, you are having the self-regulation. 

 

So, the how to control yourself. Then you have the empathy, the concern for others, so, your 

team members. So, therefore, in that case you are able to monitor that you are having the 

socialization with them. That is the yes social skills are you important. So, a result of it that 

you will do? That easy you will be having the motivation to lead them and it is a positively 

associated with the transformational leadership. 

 

So, when, you are having all these emotional intelligences, dimensions, definitely you will be 

leading to the under transformational leadership will be there. 

(Refer Slide Time: 29:44) 
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So, linkage among emotional intelligence and transformation and leadership of the 

organizations and the impact on the teamwork and with their subordinates. This paper is 

talking. As usual, they will be the naturally, the limitations are there. 

(Refer Slide Time: 30:01) 

 

And here we can use this paper for the purpose of developing the effective team leadership. 

Now, this is a case study. Can this virtual team work?  

(Refer Slide Time: 30:11) 

 

(Refer Slide Time: 30:12) 
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(Refer Slide Time: 30:13) 

 

And therefore, in this case, you will find that certain situations has been given and at the end 

there are the questions which of the eight characteristics of the team effectiveness are lacking 

in this team. Whatever the which we have talked about based on this analysis of team 

effectiveness. Should you intervene at this time or should he just keep monitoring the team, if 

you think he should take action at what level should be the intervene, internal or external? 

 

If internal should he stay can be task or relational oriented is there. What specific leadership 

function should Jim implement to improve the team and why? 

(Refer Slide Time: 30:43) 

977



 

This is what you can refer to and the final, this is about the book which we always refer. One 

book and the thirteen key performance indicators for a highly effective team are there and I 

am sure that is this book will be helping you to understand more in detail that is the how and 

when and where. This you will be able to make your team highly effective with the high 

standard performance is there.  

(Refer Slide Time: 31:11) 

 

So, it contributes to understanding of the nature and functioning of the team cohesiveness. 

So, here it is the team health indicators. So, therefore, in that case, highly effective, whether 

your team is healthy or not or it is on oxygen and the ventilator so that you have to check. 

Industry sectors, team sizes and organizational and identifying the factors that impact on 

teams and the implication of team work. 
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So, these books, these research papers that will give you the idea actually in the direction. But 

then you have to make the relative and selective options so that what will be applicable and 

not only in the context of India, even in the context of your organization and not only in the 

all the unit, is of your organization. It is related to the unit only and it is not applicable to only 

your unit. This is applicable to your team only.  

 

So, if you will make this you will be, you yourself will be identifying these indicators and 

then you can write a book also in that case.  

(Refer Slide Time: 32:16) 

 

So, balance rule. These are the thirteen clear objective’s purpose, openness, trust 

confrontation conflict, cooperation, support, communication relationships, individual and 

team learning and development, sound intergroup relations and communications, appropriate 

management leadership, sound team procedures, regular review, output performance quality 

and accountability, change creativity. 

 

And challenging the status quo, decision making and problem solving, the moral, the moral is 

also that is the emotional moral I have talked about once in emotions that is moral emotions 

that is, your moral should be very high and the empowerment is there. 

(Refer Slide Time: 32:52) 
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So, this is all about. These are the references which you can refer for your further studies and 

for in detail you can go through these references for more understanding. Thank you.  
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology – Roorkee 

 

Lecture – 42 

Offsite Training and Team Development 

 

In this session, now we are going towards the different types of aspect. That is the offsite 

training in the team development and in this case, we will be discussing, does your team need 

training?  

(Refer Slide Time: 00:40) 

 

Offsite training, lecturing audio video techniques, simulations, case studies, role, playing 

business games, field trips is there. And the pros and cons of the offsite training, offsite 

training and the team development, experiential team building games and as usual, the 

research paper, case studies and the book recommendations will be there. And then they will 

be given these references also, so, you can make the further references for your detailed 

understanding. 

(Refer Slide Time: 01:05) 

981



 

“For the things we have to learn before we can do them, we learn by doing them” so that is a 

Aristotle. That is a learning by doing. So, we this we have talked in the previous session also 

always that is the; we have to learn what we can do? And we learn by doing them. So, 

therefore, both things are very, very important are there. That is the unless and until we do 

not learn, we can do them but how to learn so that is by doing only.  

(Refer Slide Time: 01:40) 

 

Now, I will say that is whenever the team is formed, so, we are matching the team’s 

personality traits on this skills, different skills. So that is the job knowledge, skills, HR 

knowledge then conceptual, analytical, nowadays analytical and especially the designing. 

Now, whenever we are talking about the symptoms of the ineffective teams so, this will be 

the technical grievances or complaints. 
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This will be the HR evidence of hostility or conflicts among HR confusion about the 

assignments and the relationship is there. So, it will be technical plus HR decisions 

misunderstood or not enacted. So, therefore, conceptual. Apathy and general lack of interest. 

So, therefore, HR lack of initiative, innovation or effective problem solving that is the 

analytical and the designing skill is there. 

 

So, if you are not able to make the proper this analysis of your problem, then there will not be 

the problem solving will be not be possible. So, this analysis and the designing: Designing 

means what providing the solution to the problem. So, whenever you are giving the solution 

to the problem, then in that case you will be having the effective problem solving is there. So, 

we have seen by the different authors and different contents. 

 

Ultimately it is a solution finder. So, are you here to create the problem or here to provide the 

solution? So, naturally we are here to provide the solution, so, we are here to provide the 

solution? But a solution to find out. It is not that easy, you know. If it is that easy, then there 

is no problem but the not getting the solution is a problem. So, if the problem has to be so, 

there is a solution is required. 

 

So, then, in that case it is the creativity so therefore, for some people, the big problems are no 

problems for some people the small problem is a big problem. So, why it is so? It is because 

of the; their inefficiency to not to be having these designing skills. Design, designing and 

therefore, it is the creativity skills. Designing is not the cup of day of everybody, so, this is 

therefore, in that case some people were able to find out these solutions. 

 

So, even in the toughest time, in the toughest time, they will come out a simple example. If an 

organization is not able to survive, what will be the solution either the close the organization? 

So, there will be many people who will say the close the organization. But some people will 

say the diversification of the business but for the diversification of business, money is not 

there. 

 

That is why this organization is getting close, then how to manage the money so, outsourcing 

is to be done or creating the knowledge base organization. Because you are not having the 

money and then you have to run the organization. How will you run? By your tacit 
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knowledge your explicit knowledge, your consultancy. So, then you will not be having are 

they outsourced. And then somebody is having these this support. 

 

Now that is called the co-optation, collaboration with others is compete even competitors in 

the economic recession. In 2009, I have seen that is this co-potation, collaboration with the 

competitors means the industries of the same nature they are collaborating. So, therefore, in 

that case, when, when we talking about this idea with on the Videocon or when we are 

talking about this, the Orange with idea and indent. 

 

Then the sharing the geographical locations are there. Where they are working together and 

sharing the resources. So, therefore, in that case that is a problem solving is there in the 

economic decision, so, many organizations they had the collaborated and they have the ideas 

that in this tough time how we can work together. So that is called the co-potation is there or 

the collaboration is there. So, here it is but what is the? What was that? 

 

That is the; they have come out with new ideas and they face the economic recession. So, 

therefore, in that case, this is a solution. So, high dependency on the leader is these of the 

ineffective team is there. So, if the ineffective meetings are there; there is a lack of initiative, 

innovation or effective problem solving. Then high dependency on the leader. Whatever you 

will say, we will do, sir, whatever you will guide that will we follow, sir. 

 

No, you have to do your own in your own periphery. It is not that is crossing the periphery 

and taking the position of a leader. There will be few like this. I know that but it is becoming 

the very important that is high dependency on the leader is not to be there. So therefore, 

symptoms of the ineffective teams which we have talked about. 

(Refer Slide Time: 07:47) 
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So, it will be very, very important that is the what is to be done. And the one of the solutions 

is this that is about the training. Now, the offsite training or off the job training of the 

obtaining methods are conducted in a separate environment. Now, like you are studying this 

particular subject. I am sure that is the most of you must be the working executives or the 

professionals, maybe the professional qualifications you want to get and you want to go into 

the profession naturally. 

 

And that is why you opted for this particular course or my another course is that is a training 

of trainers is concerned. So, therefore, why so, there is an offsite training, off the job training 

is there. So therefore, you are having the already certain tasks to do and therefore, in addition 

to that maybe the; your education may be your job. So, therefore, you want to go to get 

trained through this particular courses. 

 

So, like this is the off the job training is very, very important is there. And actually, this is a 

separate environment is there from your regular environment? So, study material is easily 

supplied and the full concentration learning rather than the performing is there. So, offsite 

training usually includes more general skills and knowledge useful for work, as well as the 

job specific training is there. 

 

So, whatever I am talking to you, I am not talking to you definitely the specific with your job 

but in general. So therefore, off the job training is in the classroom training is where they are 

talking about the in general, training is there. So, if, how it is done, lecturing audio, video 

techniques, role plays, field trips, case studies, business games and the simulation is there. 
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Now, the lecturing is concerned like we are doing. So, trainers communicate with spoken 

words which they want the trainers to learn, it is primarily the one-way communication of the 

on learned capabilities from the trainer to audience is there. It is a verbal presentation for a 

large audience. So, therefore, you find by the one lecture you there are the number of people, 

those who are getting benefited and they are much more.  

 

The lectures have to be motivating and creating interest among trainees. I am sure that is the 

by this studying this leadership and team effectiveness, you must be find it interesting and 

this lecturing method which might be helping you to your understanding and the purpose for 

which you are attending this particular course that has been served by. So, nowadays speakers 

also promote some way of the interaction by the audience. 

 

Usually in form of question answers which are preferred assignments and all taken at the end 

of the whole lecture and then those who will be registered they will be giving the examination 

also. I hope most of you will be registering for this particular course for examination and at 

the end of the different sections within the lectures are there. 

(Refer Slide Time: 10:54) 
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So, therefore, in that case, this lecturing method but you see every method is having its merits 

and demerits is there. So, it reinforces trainers’ credibility and authority. So that is, you all 

learn from professor Rangnekar and through NPTEL course. So that is the creating the 

credibility is there. Information is concentrated and organized as desired sessions are 

designed as per the best possible way efficient and simple. 

 

So, lots of material can be presented within the given time is there can be personalized 

easily? So, therefore, there are different contexts are there. Where you can find out that what 

is useful for me. That way one way you can find out, one way communication with relatively 

less participation or the passive participation is there. So, naturally that is, I am having the 

just addressing you through this video lectures are there. 

 

So, there will be the passive participation and the attention span of listener is normally 15 to 

20 minutes. We have kept it to the 30 minutes. So, therefore because we believe in you and 

we feel that is the; you will be able to we listen me for half an hour continuously. However, 

you have that option in online. That is the after 15, 20 minutes you can pause and then again 

you can join depends completely on trainers, effectiveness and the information is there. 

 

A clear and rigorous verbal presentation requires a great deal of preparation and instant 

consuming preparation is there. So, you will appreciate it is your all 60 sessions which have 

been prepared with the help of my research scholars and these different literatures, secondary 

data, primary data with those references that has been useful for you is there. 

(Refer Slide Time: 12:44) 
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Second, are the audio-visual techniques is there. So, overheads, slides and video is there like 

online training. The lecturing is done through these particular videos is there. So, videos can 

be used for improving the communication skills and customer service skills that you can use, 

also listed how procedures can be followed. And it is normally used along with the lectures, 

as I mentioned it is. 

 

It is a combination of lecture and the videos is there. So, to show the train is real life 

experiences and the examples which we are giving and sharing with you with the help of on 

this particular these case studies. So therefore, they are the case, studies are not the stories 

case. Studies are the real-life experiences shared by somebody and published. So, therefore, 

in that case that is becoming the real-life examples. 

 

That is how, in particular organization what is happened? how it is happened? So, therefore, 

in that case it is like here, you see, it is a heavy room at IIT Roorkee has been shown. That is 

how it is there. However, the technique which we are using. So therefore, you are 

comfortably online and then this tough time. When this course is recorded. So, therefore, you 

can see where hopefully, when you will watch this video, there will be no tough time.  

 

Third wave will be over and everything will be normal. But then it will be conveniently you 

can refer.  

(Refer Slide Time: 14:24) 
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So, but this is an example that is the how these lectures and it, with the help of the videos, 

lectures are used. But again, no method is complete it is having the merits and demerits. So, 

trainees can review slow down as I mentioned, if you hear me for continuously 30 minutes so 

great of you but if you cannot so, after 15 minutes, you can review a slow down and speed as 

a lesson according to the expertise of the trainees and times are available to you. 

 

Because you may not have in the; at a stretch, that much time but this will be available to 

you. It can be watched multiple times so, in the first instance if it is not that clear, you can 

repeat it and then can understand. What were the points? What are the points which you want 

to again go into the listening for the purpose of understanding, it gives exposure of the 

equipment?  

 

So, you are tech savvy and your young generation is the definitely that is much more tech 

savvy than me. So, therefore, the problems and events that cannot be easily demonstrated 

exposure of the equipment. So, it is equipment, malfunctions, angry customers or the 

emergencies are there. So, therefore, in that case, you can make the use of this particular 

audio-video techniques are there. 

 

So, you can handle it later on, but too much content for training to learn. I do not know but I 

am sure that is this is not the too much content. But yes, if you will go through the different 

videos, then definitely it will be too much for you by the different speakers and resource 

persons. Important learning points of training can be confused by drama in the video.  
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So therefore, many times that might be the confusion but yes, you have the opportunity to get 

clarified from us overuse of the humor or music is there so, I do not know. That is the I have 

used but many times it. It is the means basically; it is a sound or noise that but thanks to the 

IIT Roorkee that are having a such a wonderful infrastructure arrangement. So that there is no 

such this type of the music or any type of the problem is there. 

(Refer Slide Time: 16:36) 

 

Now, it is very common is that is about the simulation is there and, in the simulations, it is the 

aim to educate. And now you see it is in the professional courses, this simulation has become 

very popular because one is that is, it is interactive. So, it is not that lecturing method so, 

therefore, aim to educate and inform in an exciting and memorable way and rather than the 

purely to entertain is there. 

 

It is used to teach the production and process skills, as well as the management and 

interpersonal skill is there. So, therefore, in that case, whenever you are having the step of the 

simulation, so, on you will be improving your efficiency by production and process skills. So, 

there but simultaneously with the technical skills and job skills. You will be also be able, with 

the help of the simulation to develop the interpersonal skills is there. How that is? It is having 

the group activity basically.  

(Refer Slide Time: 17:33) 
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So, you are having the teams and in teams you are doing those simulations. So, on teamwork 

also, there are the number of simulation games are there which you can use. Trainee can 

concentrate on learning without involving much risk is there and interest and motivation are 

high as the job conditions are duplicated. This method of helpful in cases where, on the job 

training might result in a serious injury and the destruction of the valuable equipment and 

material is there. 

 

So, like the aeronautical industry is one example has been given for the simulation game. It is 

an expensive method because the that same buying the simulation game is expensive. Need 

constant updating as new information about work environment is obtained. 

(Refer Slide Time: 18:24) 
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So, whatever the simulation game you are having in the past that you cannot use further, may 

not be useful for your next task. The case studies involve the studying cases from all 

perspectives. So, I am thankful to my team, my PhD. scholars. Research scholars those who 

have helped me, in the Rahul, Mohit and Nilesh and for the and the Anjali about the 

analyzing, the various options available to the company for solving problems. 

 

So, they have given you these different case studies and we with our team. We have decided 

about the relevant case studies with the relevant session and addresses issues in arriving at the 

most suitable answers. But again, this method is also it promotes analytical thinking. It is 

acceptable to everyone as it deals with the detailed description of the real-life situations are 

there. It can encourage open mindedness. 

 

So, therefore, everybody can have the answer on his own way. Own way means of his own 

knowledge background, academic background, social background, economic background, 

technological background specially. So therefore, in that case, the case study will be analyzed 

as per the individuals open mindedness it may suppress the voice of average trainees is only 

those having analytical and vocal skills will dominate decision. 

 

But suppose we have the discussion on the case study. So, naturally those in the classroom 

normally what happens? There is those who are the good orator and good presenter so, what 

they do? They dominate the whole class. Naturally, they will be heard. So, those having 

energy and vocal skills will dominate the sessions and the preparation of the case involve 

expenditure and time and outcome is not quite certain is there that is whether it is really 

useful or not. 

(Refer Slide Time: 20:14) 
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Role play is there, training act out roles given to them. In these all-training techniques, we 

have used in my data NPTEL lectures. TOT, I will advise you to please go through that the 

training of trainers’ course that you will see. That is how these techniques have been used. 

Cover topics like employee-employee relationships, hiring firing conducting at the post 

appraisal interview is there. 

 

So, trainees participate in entire proceedings and so, they take interest are involved. It 

develops skills in applying knowledge in areas of human relations. It brings about desired 

changes in behaviour and attitudes, as the trainees are there. And these are the demerit is for 

the role playing is because role playing is very, very interesting. So, there will be the case 

study, they will be the characters and the characters will be to be played by the somebody.  

 

And then during my industrial training programs, also, I see and in the MBA classroom, also 

education class within the classroom also. I find it is a real role playing is really motivating 

people those who are participating in this type of activity. That in term is made deviate from 

the subject being discussed in this is a demerit and start giving unrelated examples and 

explanations are there, because now he has to play the role.  

 

So, in that role playing, he may be deviating it will depend on the particular individual, 

whether he is playing the role correctly or not. 

(Refer Slide Time: 21:35) 
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These are the business games together in analyze information to take decisions are there. So, 

business games are primarily used for the management, skill development and stimulate the 

learning because participants are actually involved and because games meaning the 

competitive nature of business is there. So, the game helps a dealer to develop skills needed 

for the Business success. Participant must work as team cohesive groups are developed and 

the factual information cannot be taught through this particular training is there. 

(Refer Slide Time: 22:05) 

 

Now, this is the field trip is there? Training in the field is journey by a group of people to a 

place away from their normal environment purpose is to provide real life situations and they 

manage field trips, provide the accurate information about objects, processing systems in the 

real settings. Enthusiasm for the field trips can be effectively transformed to effective 

learning, field trips provide students, opportunities to utilize all senses for learning is there.  
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Demerits is, time consuming, careful planning required, transportation can be a problem, it is 

risky for the management is there.  

(Refer Slide Time: 22:38) 

 

So therefore, this type of the in the this professional courses the I have organized this type of 

these the field of visit trips during my that leadership academic program for the MHRD that 

IIT Roorkee has organized I as a copy I took to the these the participants that to these the 

Maruti plant and luckily I myself held the whole the visit into the Korea after 4 months. In 

2018 I visited Maruti and 2019. I visited the Hyundai plant Korea 

 

So, I could compare the both the automobile industries in India and Korea and through this 

field trips we learn so many things are there and especially the role of the artificial 

intelligence in automobile industries which I learned from there. Pros and cons of offsite 

training and team development help the team to improve perception did trust cooperation, 

communication self-confidence and the team building is there.  

 

So, whenever we are having this type of these techniques it is helping us. And the team that 

develops this type of training develops the team understanding. Then, the concert team 

members may be able to old behaviours over time. Now, you learn these things and you 

watch this video and then but when you again go back to your workplace and then there may 

not be the change in your behaviour through this lecture. 
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So therefore, they may revert to old behaviour. They do not make the changes learning from 

this particular on this activity. So, team members come and go there by diluting the 

experience for their group. So therefore, that is the; who comes with you for full trip. Then 

again somebody else comes. The team members are sometimes exposed to the harm or injury. 

That is also the possibility. That is when you are going for the off-joy training. 

 

So, then it will depend on that particular environment. Touchwood have I am doing this the 

offsite training myself and the taking the other trainees also. Since 1986, so, 35 years. So, 

from 35 years touchwood till today, during this offside training which a number of places 

continuously doing these things and the training in development and no harm or injury is 

there. 

 

I took the MBA students also to the number of industries. So, there is a part of this. So, 

therefore, in that case, nothing has happened touchwood but yes that risk is there. 

(Refer Slide Time: 25:38) 

 

So, whenever we are talking of the offsite training in the team development in experiential 

activities aimed at the building team work in the leadership skills. Participants, acquire 

leadership and team work skill by confronting physical challenges and exceeding their self 

imposed the limitations. Emphasis is typically on building not only team work but also self 

confidence for leadership is there?  

 

996



Yes, I can, I may, I can. So, therefore, you can outdoor training enhances teamwork by 

helping participants examining the process of getting things done through the working with 

the people.  

(Refer Slide Time: 26:12) 

 

Then, the experiential team building games are there. So, there are multiple team-building 

games which can offer various positive aspects for teams. Here are some examples of 

interesting team building games two truth and a lie. So, encourage bonding and 

communication. method, every team will write two truths and one lie, share statements to 

other team. 

 

Other team will decide which is a lie statement and learning a better communication among 

co-workers and know each other better is there. 

(Refer Slide Time: 26:39) 
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So, another team building game is the game of possibilities, encourage clear to thinking and 

have fun and method a time is given to each group? An item is given to each group napkins, 

for example, each person in the group need to stand up and demonstrate the use of item 

creatively. So therefore, it is a creative thinking is there. Better communication among co-

workers’ experience, different ways to solve problems and the use resource effectively is 

there. 

(Refer Slide Time: 27:08) 

 

Then the diversity tree is there. So, valued and respect diversity at workplace on a flip chart, 

each team need to draw a tree with names and of the members. Every member needs to write, 

encouraging message on the tree. And the learning outcomes are in still mutual respect, 

recognition and positive thoughts among the team members is there. So therefore, in that case 

here you will find that is the; this step of the fillings is expressed.  
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Exponential, each one teach one. The purpose is the to make team members understand talent 

and needs of others. Write name of the members with three headings. First impression 

positive trait is and suggestion for growth and the paper are folded and mixed in a bowl and 

in different rounds. The every member have to select a paper write about others and the 

learning outcomes the activity helps the team members see themselves as others see them. 

 

And reverse the perception gaps and areas of growth because whenever you are having this 

first impression, positive trait is and suggestion for growth. So, here you will find that is the 

they will be getting the each team member will be getting and reveal the perception gaps and 

the areas of growth. It also motivates the members also. 

(Refer Slide Time: 28:23) 
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Then they recall and share is there share your thoughts, sharing of knowledge and working in 

a team usually played after training event. And team have 10 minutes to recall and list as 

many skills they experienced throughout the training team share their opinion and other team 

may challenge their opinion. And encourage teamwork and engagement instructor learn what 

was important to the group and the how much are returned after the training is there. 

(Refer Slide Time: 28:49) 

 

And therefore, this is about the different games and so many games you can refer and play at 

your workplace and get yourself as a leader to coordinate these games or you can be also a 

part of these games and ask your superior to demonstrate on that or the HR department to 

demonstrate on these particular aspects. The reactions to outdoor team building initiatives in 

the MBA education.  

 

So, therefore, in that cases to avoid the effects of the teamwork attitudes which look at the 

individuals, expectations of and the prior experience with teams and team performance in 

outdoor team building initiative with respect to team viability in the classroom is there. 

(Refer Slide Time: 29:37) 
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So therefore, this team building in MBA education that is becoming very, very important. 

Results indicate that teamwork attitudes collected before the the outdoor challenge training, 

are positively associated with team support. Potency intentions to demand in the team and the 

team survival. However, team performance in the initiative was not related to any of the team 

viability construction is there. 

(Refer Slide Time: 30:00) 

 

So, as a result, there will be also certain limitations although and there will be this particular 

the concept which has been used here is there. And now this is about this case study the 

training, the under rated checklist is there. 

(Refer Slide Time: 30:22) 
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I am sure that this will be also giving you the help and you will be able to answer the 

questions given at the end of this case study is. How can HR leaders overcome resistance to 

training. So, many people they have this perception that is that I do not need training or the 

training is not perfect and training is not required. So, now they are not ready to accept the 

training as such because it is about the understanding of every individual. 

 

So, how offsite training methods are better in organizations like the hospitals are concerned 

and develop a checklist that would make a process more efficient as safe for your employer 

or college? What is the best way to train an employee to use your checklist? How would you 

evaluate your training is there.  

(Refer Slide Time: 31:10) 
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So, therefore, the checklist is there as a result, the. Finally, we come to the book 

recommendation and these are the team games for the trainers are there. 

(Refer Slide Time: 31:23) 

 

And here this in this book, you will find 100 proven interactive games exercises and activities 

are given. Each game is self content filled with the templates answer sheets and clear 

explanations of the objectives and procedures for the experience, trainers and novices these 

games. Often the rough edges of trying to work together in unfamiliar ways create an 

atmosphere of the collegiality and form a bridge between training information and on the job 

application. 

 

Create the effective teams with the team games for the trainers is there. So, like these other 

books also are there and this book will also be helpful to you. I am sure that is so you can 

develop and conduct your own training program at your workplace and increase the team 

effectiveness.  

(Refer Slide Time: 32:06) 
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And these are the references for this particular chapter and session and definitely this will be. 

These references will be useful for your further studies in the detailing is concerned. Thank 

you. 
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology – Roorkee 

 

Lecture – 43 

Understanding team Processes and Team Coaching 

 

In this session, we will talk about the understanding the team processes in the team coaching 

is there. Under this session, we will have the team processes that is what is the team 

processes are there. 

(Refer Slide Time: 00:24) 

 

Types of the team processes team coaching, team coaching model, Hackman and Wageman’s 

aims of team, coaching, coaching roles and as a result, the case study, research paper, book 

recommendations and references is there. In the previous sessions we have talked about that 

is, the role of the leader is as a coach is there. That is a coaching is to be done. So now, 

whenever we are talking about the steam processes.  

 

The different types of activities and interaction because the word is used is a process. So, 

definitely there will be the activities. So, it is not a single task oriented the process rather than 

it is the number of task is there. So therefore, in that case, it is the activities in that will be 

having between the team. And the ultimately, the goal is to making sure that is the team 

members they are able to interact with each other as much as possible.  
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In other words, team processes are the ways by which the teammates work together to 

achieve the common objective that I am sure that is the deal so, far. You are very clear that is, 

this is for this purpose of this team object use. So, processors can take multiple forms and 

interactions among the team members. For example, exchanging ideas or the setting goals are 

there and whenever there will be the interactions among the team members.  

 

So, they will be going for this type of these, exchanging ideas is there. And the team 

members with their surroundings for instance, materials or information data necessary to 

complete a task. So that is becoming very, very important is there. 

(Refer Slide Time: 02:27) 

 

So, in this team processes because first is about the interactions among the team members is 

there. And then the interaction of the team members is there with their surroundings are there. 

If, in the both the cases, if they are able to make the proper activities number of activities, if 

the activities are properly designed then definitely in that case, they will be able to make this 

actions proper. 

(Refer Slide Time: 02:52) 
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So, team process actions of a single team Members that have direct or indirect implications 

for the remaining the members are there. For example, seeking to understand the colleague’s 

strengths and improvement opportunities. So, therefore, in that case, how to understand the 

colleagues’ strengths are there and improvement opportunities are there. So, therefore, is, as 

the role of each person in the team is important. 

 

They understand that is the role of each team member is very-very important. Team processes 

are not about getting the work done, but rather about the interpersonal leverages the team can 

capitalize on to get the work done is there. So therefore, in that case, it is becoming the very-

very much necessary that is the interpersonal leverages are to be derived from this particular 

team processes. 

(Refer Slide Time: 03:52) 
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And here we can look at the there is the interpersonal context in which the teams carry out 

their work for instance, the act of coordinating your share of the work with your colleagues is 

a team process. Whereas doing the actual work is not a process, it is simply work being 

carried out. So, a very beautiful example has been given here. That is the you share the work 

with your colleagues. 

 

So, therefore, in that case, it is becoming the process is there. because team process is there. 

Because it is not that it is you are doing your job only or he is doing his job only, if the 

person is doing his job only whether the yourself or your team members then that there is 

nothing like a process. There is nothing like a team even because in the isolation you are 

doing your own job and if you are doing your own job, only then how we can say that is 

becoming the team processes. 

(Refer Slide Time: 04:47) 

 

So, potential team effectiveness is there. Process gains so, process losses and the potential 

team effectiveness is there. So, very graphically very nicely has been explained that is the 

process gain is getting more from the team. that you would expect, according to the 

capabilities of it, is individual members. So, naturally, it will depend on the individual 

members of that particular the team. 

 

That is the how those members are there and process loss is getting less from the team. Then 

you would expect, based on the capabilities of it is individual members. So, when then that is 

whatever, it is capabilities are there and less that the team members process. So, gains 

manners process loss will be that is the capability of the team which is, you are gaining they 
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are able to do and the process losses means capability of the team members which they are 

not able to do. 

 

So, ultimately, how much do you gain? And whatever you gain and the potential team 

effectiveness is there. So, team effectiveness in the process gain that will find identifies the 

potential team effectiveness. That is the how much time will be effective, so, many times it 

might be possible. It is the process; gains are the having the minus then the then less than the 

process losses. 

 

And if the process gains are less the capabilities which the team members have and what is 

required to have, they are having the less. So then, definitely in that case it is a process loss, 

so, most of them are not having that particular capability. So, they will be having the very 

high process losses is there. So, while the process gains are less because the capabilities are 

less. 

(Refer Slide Time: 06:46) 

 

So, ultimately it will the potential team effectiveness minus this process gain so which is not 

there and because there are the process losses are there. So then that potential of the team 

effectiveness that will be very low. Coordinating loss consumes time and energy that could 

otherwise be devoted to the task activity. And the production blocking is occurs when the 

members have to wait on one another before they can do their part of the team task is there. 

 

So, there here it will be very important. That is the whatever the task activity is there. That 

coordination is very becoming very-very important, but if the coordination loss is there, so 
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then definitely between the two team members. If they are not able to coordinate with each 

other, what will be there? They will not be able to manage the time and there will be the loss 

of energy. 

 

So, therefore they will not be able to complete the task. Similarly, the production blocking is 

there. That is occurs when members have to wait on one another before they can do their part 

of the team task. So, therefore, CPM part, critical path, method and program, evaluation, 

review technique is there. So, the activities which are going to be the parallel if they are not 

completed the task which is finished earlier. 

 

That will be which is dependent. So, then that will be ideal and then the ideal time that will 

be the losses. So that will be the production blocking will be there. Motivational loss is the 

loss in team productivity that occurs when team members do not work as hard as they could. 

And therefore, the team members, those who are supposed to work on that particular task 

with the high motivation. 

 

But there is no motivation as a result they will take time and their productivity will be 

affected. So, in the case, if there is a motivational loss, is there then that ultimately there will 

be the team process loss has to be there. So, whenever the coordination loss is there and 

motivational loss is there ultimately what is that is that is affecting the overall gain of the 

team building is there? 

(Refer Slide Time: 08:49) 
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The list of team processes that can take place in any team is rather long. Goal setting conflict 

management, informational, elaboration coordination, planning, knowledge sharing and 

mutual help are just a few examples. So, therefore, in that case, whenever we want to get the 

these the work from the team members. So, we should be able to handle the goal setting 

conflict management, information, elaboration coordination, planning, knowledge sharing 

and other mutual help further doing certain jobs. 

 

Now, these multiple studies show that the large majority of team processes that fall into one 

of the three major categories: transition, action and interpersonal is there. So, it is very 

important that when we are studying about the team processes. So, we have to understand. 

What is the transition? What is the action and the interpersonal affects are there? A few facets 

with each facet encompass specific processes are there. 

 

So, actually, each category that will be having the specific processes. So, in these three major 

categories will be also having the three processes and the team members they should be able 

to fulfill these categories by performance. So, there has to be a smooth transition, action and 

interpersonal relationship is there. But many times, practically that is not happening and if it 

is not happening that will be loss to the organization or the loss to the team or the production 

loss will be there of the team loss will be there. 

 

So, you have to be very careful whenever you are going to be the member of the team. You 

have to also understand how many people are they dependent on me. So, if few people are 

dependent on you, you cannot that sacrifice for the time so, you have to perform 

(Refer Slide Time: 10:52) 
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So, in the theme processes together these broad categories of processes are the foundation of 

a well-oiled in the function team. With effective team processes in place, a team can achieve 

more with the same resources. The team is more than the sum of it is parts that we have seen 

in the definition of the team is there. Ineffective team processes are disregard for a category 

of processes, lead teams to achieve less with the same resources.  

 

So therefore, in that case, the investment is same, but achievement is less, the team is less 

than the sum of it is parts. So, therefore, in that case the team will be the less than whatever is 

totally is there. So, here we talk about, for example, the transition is there so, setting goals, 

analyzing missions and strategic and planning is there whenever we are talking about the 

action. So, in assessing progress and the checking systems are there. 

 

These are the processes of the effective teams are there. And the coordinating effects are 

there helping teammates are there whenever you are talking about the interpersonal. So 

therefore, managing conflict and managing effect and the posting motivation. So, these will 

be the the different processes that is transmission, action and the interpersonal and that will 

be effective overall team processes. 

 

So, if you want to go for the effective overall team processes, we have to focus on these 

dimensions and in these dimensions ultimately, we will be able to give the results are there. 

(Refer Slide Time: 12:27) 
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So, during transition processes, your team prepare for the work ahead and this preparation 

usually entails the looking both forward and backward. It also entails considering both task 

aspects and the interpersonal aspects and there are the three main facets to this category 

processes. Analyzing teams’ mission and purpose, your team defines and understand it is 

main jobs, identifies the resources available to do the work. 

 

Speculates about the potential challenges and the roadblocks to the achievement of goals and 

least source of the support and attrition from the company or environment is there. So, 

therefore, ultimately, you have to see that is what is your team is a main job is there and how 

they are going to analyze this particular job. Their mission and purpose have to be clear if 

their mission purpose is clear that is what the team wants.  

 

Then definitely they will be support to you and the company environment will be positive. 

Setting goals, your team identifies, specifies and prioritizes goals and sub-goals to 

accomplish its mission and purpose is there. And therefore, in that case it is always that is the 

specifying and prioritized goals that has to be in design. The coming up within overall 

strategy and plan, your team comes up with an action plan, creates milestones to achieve its 

tasks. 

 

And defines contingency plans in case of something goes wrong. So therefore, we with the 

overall strategy and plan they have to come out. So, if there is anything which is going wrong 

then they have to surpass the anticipated road blocks is there.  

(Refer Slide Time: 13:52) 
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Now, the action process of effective teams during action processes your team seeks to create 

and maintain the conditions that are necessary to do it is job effectively. Thus, relate to the 

how well your team is working, not to what your team is working on. So, effective teams 

have four facets of action processes functioning well the assessing the progress towards goal. 

Your team checks, whether it is work is progressing according to the plan and whether the 

strategy still makes sense. 

 

Identifies the factors that may put the team off-track and make the necessary adjustments. So 

therefore, in that case, we have to keep on progressing on that is, what is the plan is there? 

And there, we have to also identify the factors when we are able to identify the factors that 

will put the team into the proper track and necessary adjustments can be made, checking how 

will the systems are functioning? 

 

Your team ensures it has a necessary resource to work well and to achieve it is goal by 

looking internally team members, knowledge time, etcetera and extremely company financial 

support, appropriate inflow of information or materials from the other teams. Change in the 

external regulations are there. So therefore, all these checklists which have been prepared so, 

this checklist they are supposed to solve. 

 

Because unless and until they are not able to making the proper checklist. Then how they will 

be functioning. And they might be the barriers, there might be even not barriers there might 

be the supporting the processes which will be creating more effective team process. So, this 

1015



checklist is very, very important. Unless and until there is no checklist then it will be very 

difficult that how the team members knowledge time etcetera.  

 

And externally company financial support, appropriate inflow of information material how it 

will work. And if you want to make this smooth functioning of that is the internal sources vis-

a-vis these external factors. Then, therefore, definitely there is requirement for this purpose of 

the support of this the checklist is necessary.  

(Refer Slide Time: 16:14) 

 

Helping in making the teammates of the members of your team openly share knowledge with 

one another and learn from each other. Distribute the workload fairly but assist those who 

despite effort get behind their work and they encourage more silent members to share their 

perspectives and give constructive feedback to each other. So, here it is not only that 

checklist you are checking and then identifying whether the person is able to work or not.  

 

But you have to also see that is the how these the teammates are making up to help another 

team. So, if they are sharing, they are sharing their perspectives and therefore each other with 

the performance standards are below acceptable levels. So, whatever is expected, bench 

marking practices then there will be requirement of certain improvement is required 

coordinating efforts are there.  

 

There is no duplication of efforts that everyone understands and commit is to their role that 

each part of the work is done on time and that the work done on ease of task is in harmony 

with the other sub task is there. So, therefore, whenever there is any work with the time on 
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the harmony with the others of tasks are there. So that that is to be completed and if they are 

having the proper harmony and coordination. 

 

I am sure in that case that will be having the on the action process of the effective teams will 

be resulted.  

(Refer Slide Time: 17:45) 

 

So, it is, it is necessary teams are working with the all the efforts of coordination. Now, 

interpersonal processes of the effective teams are there. Whenever we are talking about the 

interpersonal process happen when the members of your team are managing the relationship 

among them. These processes are more about the personal and human side of teamwork. HR 

aspect is there, this is about the HR aspect.  

 

So, inter personal processes are the actions that may lead to the high-quality relationships. 

Not the quality of teammate’s relationship and experts say there are three main facets to 

interpersonal processes are there. Anticipating in managing the conflict and other tensions, 

because every team member is coming with the different individual personality. And 

therefore, they their moral values, ethical values, emotion, states, their team building 

approach that will be different. 

 

So, members of your team work hard to understand and integrate different perspectives and 

idea, show flexibility to compromise when necessary and to reinforce a point if beneficial 

come up with the energies norms to facilitate interaction. So, therefore, in that case, these all 
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team members they should come out with the interactions and co-operations and proactively 

they identify and work on functional adjustments. 

 

Whenever they are having the functional adjustment that can prevent clashes in the teams of 

values and motivations and personal preferences will be there. 

(Refer Slide Time: 19:06) 

 

Boosting motivation and confidence, members of your team recall and talk about past 

accomplishments. Celebrate small steps towards the big goals, encourage one another, even 

when difficulties seem in here that is insurmountable and remember each other of all the 

steps already achieved when they get stuck or a challenging goal is there. So, therefore, in 

that case here that confidence and motivation.  

 

That is that that is quite a big goals and crazy or another, even when difficulty seems to be the 

insurmountable then definitely all steps needed to be achieved for this particular purpose. 

Managing effect and emotions are members of your team turn fear or failure into 

commitment and the enthusiasm using encouraging words and actions help each other, 

surpassing frustration and dealing with the stressful times and show that they are pursuing 

sometimes together and they really care about each other. 

 

So, therefore that is the affect that cognitive, cognitive impact on the team members is very 

much necessary. Whenever you are having the cognitive effect on your team members then 

definitely in that case it will be the always the encouraging words and actions will be there. 
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And whenever there will be the encouraging words and actions definitely there will be 

affection and emotional binding. 

 

And once there is an emotional binding and affection is there because it is not manipulated 

artificial affection and emotions, rather than it is understanding. It is a understanding between 

these team members. That is the if I have some problem, so, my teammate is there who will 

help me and therefore, in that case there is always whenever there is such type of problems. 

Where the teams are not that much affected and emotional.  

 

So then definitely they will be having the support to each other which will create the affect 

and emotions. So, create the affect and emotions is there. 

(Refer Slide Time: 21:10) 

 

Now, we will come to the coaching part is there Hackman and Wageman, describes a team 

coaching as a direct interaction with a team intended to help members in the coordinated and 

task appropriate use of their collective resources in accomplishing the team’s work. David 

Clutterbuck, defines steam coaching is the helping the team improve performance and the 

processes by which the performance is achieved and through reflection and the dialogue.  

 

So therefore, in that case, it is the collective resource in accomplishing the teamwork is there 

which we always keep on saying and therefore the Hackman and Wageman this definition 

which we are always using. And David’s definition that is, the helping to improve team 

performance and the processes. So, this we follow and in which performance is achieved, 

through reflection and dialogue is concerned. 
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So, this second definition also is becoming practically very, very useful and we are using this 

particular definition. The third definition given by this Chuck and Cindy is described. Team 

coaching is an individual and team development process and that uses an integrated 

combination of interventions to improve collaborative leadership skills and the team 

performance is there. 

 

So, it is always that integrated common interventions, interventions to improve collaborative 

leadership skills are there. So, these interventions for the developing the collaborative 

leadership skills as we have talked about the interventions in the beginning also and this type 

of the interventions which we are we are using. So, then those will be having the 

collaborative supporting the collaborative leadership is there. 

 

So, we have to be very careful while selecting the interventions. Interventions are required to 

be the productive interventions means methods, technique, tools whatever you want to teach 

are getting the learned by the person. So that has to be very, very supportive. 

(Refer Slide Time: 23:11) 

 

Team coaching model is a foundation, diagnostic, kickoff, coaching sessions and assessment 

and sustainability is there. So, foundation establish the foundation for the initiative, strategic 

objectives, nature of the team dynamics and timeline is there. So, there here in the foundation 

it is the what is the objective is there. That objective and goal so that goal has to be decided. 

And you are having the different team members now these team members will be performing.  
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So, here you have to see that is this nature of the team dynamics that is has to be followed 

and whenever you are making these discovery interviews with the team along with any 

diagnostic assessment to be used 360-degree, psychometric use will be there. And create a 

contract with the team, including agreed measures of success. So, therefore you will be 

creating a team. Coaching sessions will be their frequency of sessions approach to the 

sessions, usually over 6 to 9 months period.  

 

And a repeat diagnostic assessment is there. Reflect on the sustaining the team to internalize 

coaching practices is there. So, therefore, in that case, the very important point is that is about 

the whatever the adjustment to be used 360-degrees. So, 360-degree psychometrics is used, 

so, you are taking the opinions of all and whenever you are considering the all, you will be 

able to develop that the understanding that what type of the coaching is required.  

 

And what type of the coaching has been used. So, create a contract will be there and 

assessment and sustainability of this particular type of the coaching. That will be very-very 

important so on sustaining team to internalize the coaching practice is there and whenever 

you are having these coaching practices, you will be having the proper team on the 

effectiveness. So, please always go for this team coaching because whatever decisions are 

taken on the basis of these analysis.  

 

You have taken certain decisions, but those decisions are to be tested with the period of time 

and when you are having the that period of times testing. So, that through the help of this 

coaching sessions, usually over to 6 to 9 months period which is a very long period and 

therefore these team members are required to develop those particular processes. 

(Refer Slide Time: 25:40) 
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So, in the foundation for the initiative, strategic objectives, nature of team dynamics and 

timeline is there. Diagnostic approaches are often initial one to one confidential meeting with 

the team members to find out what works well about the team? What does not and why? So, 

to establish their ideas or approaches that will work and how they could be measured going 

into a team development initiative of any kind. 

 

Without this having the opportunity to engage with the team is very hard. This diagnostic 

assessment, you see, approaches, personality and behaviour assessments, like the insights are 

good tools for the improving a team’s understanding. So, indeed this I have mentioned in the 

previous sessions also, this diagnose and the analysis of the teams. So that leader is required 

to be very perfect about this and he has to do this diagnosis. 

 

And the analysis because the whatever the results will come know. So that results will be 

based on this diagnosis also. Naturally, so therefore, he has to be very-very careful about the 

diagnosis and the analysis is there and whenever these having the better understanding. So 

that is why their colleagues even if they have done this some diagnosis and analysis, but not 

into that depth. 

 

So that is how these correct colleagues are the same or different, as compared to in this 

context. So, therefore, this reaction to colleagues is very-very important. And whenever this 

reaction to colleagues is as the diagnostic is there one to one. So then, definitely, it will 

giving the much realistic results will be there. 

(Refer Slide Time: 27:22) 
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So, focus on the wider organizational aspects as well as the team challenge is there and the 

creative contract, including the metrics in assessment for the program, determines the areas of 

focus and commitment for the sessions are required. Ongoing coaching sessions will be group 

size 6 to 8 is the ideal size for a team this I have mentioned earlier also. However, the 15 to 

20 has been mentioned to be a team member. 

 

But at a time that is for the coaching purpose it is 6 to 8 is required and with a maximum 

around 11 to 12 and the frequency around once a monthly on duration, often after around 6 

months. though, can be shorter or longer is there. So, therefore that will be the ongoing 

coaching sessions will be there.  

(Refer Slide Time: 28:05) 
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Decision on how to run these sessions in terms of the level of formality. Actions learning set 

approaches, focus on improving the questioning and reflection of team members and 

whenever it is to proven to be a quick trust builder. But some sessions may be more formal 

than the others. So, therefore a coaching tool is used like insights or Belbin or a Team 

coaching wheel is there. So, these tools are to be noted carefully.  

 

That is the insights or Belbin and or a team coaching wheel. So, whenever you are having this 

team coaching wheel or the insights or Belbin is there. Just so, this coaching tool can be used 

and the assessment and sustainability are important to review the distance travelled of the 

team coaching project is there. For the whole team and individuals in it and the strongest way 

to do this is to repeat the baseline assessment, whether it is a 360 or psychometric. 

 

It is important to look at ways beyond the team coaching project and that the reflective 

practices of the team is such an example is regular reviews using learning state principles 

ongoing peer coaching is there. So, therefore, this assessment and sustainability has to be 

there.  

(Refer Slide Time: 29:18) 

 

Basically, whenever we are talking about the main difference between the team coaching and 

related forms of the development is there. So, team coaching, one to one coaching, team 

facilitation and the team building is there. So, team coaching is the emergent within the team, 

extended period of the interventions is there, thinking based is there. So, these interventions 

can be the structure based by changing the organization team is there.  
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So that can be also one intervention is there. One to one coaching will be the coachee-led, 

series of the sessions are there. So, there is one person only incorporate the cycles of 

feedback in action Spans business, jobs and personal issues will be there. Team facilitation 

will be facilitator-led, series of the short interventions, conversation based. Consultant-led, 

one specific intervention example 1-to-2-day event is there an action based is there. 

 

And therefore, in that case that will be the team building will be there. And now the thinking 

based is there, incorporate cycles of the feedback and the action spans business, job and 

personal issues are there one to one coaching. And while, in the case of the team coaching, it 

is a focus on building the longer-term skills and the capacity is there. So, while in the case of 

this the one-to-one coaching is focus on the current specific problems are there. 

 

So, coaches this incorporates incorporation cycle of feedbacks know. There is a spans 

business are there. So, therefore business, as I mentioned, always that is economic recession 

is concerned or the other this, we have seen recently we are seeing that is any natural 

problems are there. Then in that case definitely these business spans will be go ups and 

downs. 

 

So that then that will be and maybe for the one single organization also. So then personal 

issues will be there, so, focus on the improving the effectiveness is there and current specific 

problems are there. In team facilitation it is the always you will find that is we have to make 

this particular type of this support to the organizations. So that they are able to get the always 

the better performance is there. 

 

So, ultimately team processes that will be giving you the results, which will be helping you 

from the purpose of the coaching is concerned. 

(Refer Slide Time: 31:35) 
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Hackman and Wageman’s four aims of the team coaching are the coaching functions now a 

course should provide three distinct functions. There is a motivational coaching is there, 

consultative coaching is there and the educational coaching is there. So, such as a shared 

commitment to the group and minimize the process losses such as the social loafing is there. 

So, coaching by the team leader can motivate members to devote themselves to the teamwork 

and the share workload is there. 

 

So, here it is always important that is whenever you are giving this step of the coaching, you 

are having the motivational processes is there. In the consultative coaching is concerned 

strategy and fosters the intervention of the new ways of proceeding with the work that is 

aligned with the task requirements. Denison et al 1996 found that successful leaders 

facilitated flexible problem-solving and team development is there. So, therefore, in that case, 

it will be consultative will be there that will be flexible and the problem solving is there. 

(Refer Slide Time: 32:28) 
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In the educational coaching, fosters the development and appropriates use of the team 

members’ knowledge and skill. So, team leaders coaching increases team psychological 

safety which in turn increases learning behaviours and improves the members’ skills and 

knowledge. Second, is the timing of coaching, it is very, very important. There is a specific 

element of the team coaching are most effective when carried out at the specific intervals of a 

team’s life cycle. 

 

They proposed that motivational coaching is more helpful at the beginning of a performance 

period. So, there here it is the because what is happening is that is the in the beginning if the 

person is highly motivated then he will be having the high level of learning. So, consultative 

coaching at the mid-point of the performance period and educational coaching when the 

performance activities have been completed. 

 

The team’s task are for coaching to have positive effect on the team performance. It needs to 

focus on the more salient team performance processes for a given task is there. 

(Refer Slide Time: 33:30) 
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And as a result of which we will find that is that this team task, for example, were assigned 

with the moving materials then the only process that is required is the level of effort that team 

members expand. Focusing coaching on other processes that are not needed or are constant, 

would be ineffectual and may even decrease from performance, as it would redirect 

employees time away from the most important processes which is required to do the job 

successfully. 

 

This team design is very, very crucial part because it should be very well structured and 

supported in order of competent coaching, if the team design is not properly structured then 

definitely that will not be effective so which focus on three functional areas to be most 

beneficial. And poor coaching interventions aimed at poorly structured and supported teams 

that is to be avoided and will be more than the beneficial for the team performance is there. 

(Refer Slide Time: 34:28) 
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So, for Reich distilled five fundamental coaching roles that is the consultant, supervisor 

instructor and the facilitator is there and the mentor is there. So, problem focused intervention 

due to urgent product or process related needs. Supervisor intervention due to high authority 

of coach. Instructor, a problem focused guidance to impact knowledge and expertise. 

Facilitator, independent relation that focuses on the offer of specialized services by the coach. 

 

And the mentor is there, voluntarily, sometimes emotionally-related interaction that focuses 

on the mental support, environmental protection and the non-expert task-related help is there. 

(Refer Slide Time: 35:05) 

 

The Clutterbuck in 2009, proposed that team coaching could be used to improve some 

specific aspects or aspects of the team performance and the coach make sure the team are 
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asking the right questions at the right time, in order to achieve these shifting requirements. It 

also helps improve the leader’s ability to manage the performance of individuals.  

 

Make things happen faster, can help a team move rapidly through the stages of development 

that may be hindered without a coach due to mistrust poor communication and avoidance and 

therefore it is important but less obvious questions is there. So, make things happen 

differently where the culture change is accompanied by the individual. And the team 

coaching, the pace and depth of the change will really it will be going to be there. 

 

Rapidly increased by the supporting people and they will come to the terms with the new 

attitudes and the behaviours are there. 

(Refer Slide Time: 36:01) 

 

So, on basis of this we can understand, it is the how you are coaching and the timely coaching 

and the interventions in the coaching are very, very important.  

(Refer Slide Time: 36:16) 
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As usual, this is the case study now which will be helping you to understand impact of the 

steam coaching. And if you were hired as a team coach, what measures and strategies you 

adopted to raise the confidence of the team members?  

(Refer Slide Time: 36:29) 

 

So, it is a very interesting question and this is the research paper. Team coaching innovation 

in work teams is there. Motivational and behaviour inventing mechanism. 

(Refer Slide Time: 36:39) 
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So, here we will find that is the how you will be having this study. It is helping us to develop 

the teamwork in the organization. And how different interventions have been implemented. 

(Refer Slide Time: 36:54) 
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Finally, this is the book that is the practitioners handbook of the team coaching is there. 

(Refer Slide Time: 37:04) 

 

And from here you will get the tips that is how the steam coaching is helping you and to for 

the team coachers of all levels from the novice to the season practitioners. This book is 

helping and more prevalent place in institutional and organizational context. This book will 

be helpful. 

(Refer Slide Time: 37:22) 
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And you can go with these particular references that is, these are the references from where 

this material is referred or you can go this with these references in detail. So that you can 

have the in depth the study for the purpose of the; for coaching in the team building is there. 

Thank you. 
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology – Roorkee 

 

Lecture – 44 

Team Decision Making and Conflict Management 

 

On this particular session, we will talk about the team decision-making and conflict 

management. 

(Refer Slide Time: 00:34) 

 

And under this session we will discuss about the effective team decision making process, 

rational model, leader-centered decision-making model, team-centered decision-making 

model, creative decision-making process, intuitive decision-making, decision-making errors 

and biases, conflict management and as usual the case study, research paper and the book 

recommendations. 

 

And also references from this material is referred and also to go into the detail you will find 

in the references at the end. 

(Refer Slide Time: 00:57) 
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So, effective team decision making process is that is the we have talked about the team 

making processes and teams are the particularly effective in problem solving, as they are 

comprised of the people with complementary skills. Now, this is also very interesting that is 

when we are making the team, we have to take into consideration the personalities also. So, 

suppose we are taking the example of Myers Briggs Type Indicator MBTI. 

 

And in MBTI there are the personalities which are introvert, extrovert, thinking, feeling 

perceiving, judging in sensing and intuition is there. So, if we are taking the extrovert person 

so then we are taking the sensing then thinking and judging so I. So therefore, in that case this 

is become ESTJ, so, they are having the different these personality traits and when different 

personality traits are there, they will be complimentary. 

 

So, this complementary strength of the one will support the weakness of the other. These 

complementary skills allow team members to examine issues from various angles as well as 

see the implications for their decisions from a variety of perspectives. Effective decision-

making process that can help teams solve problems and make the good decisions. Team 

makes decisions using problem solving technique is there. 

 

That is a crux so, it is the rest of the selection of a course affection following the evaluation 

of two or more alternatives. So therefore, in that case, whenever the teams are taking the 

decision, they are going step by step. And then the step-by-step process will be making the 

evaluation. So because there are more members So therefore there will be the number of 

options available will be there. 
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And when these options are there, there will be the evaluation of these options whenever we 

are having this evaluating the options so, we can take the best option is there. So, it is very 

important that is we are taking the collective wisdom is there. And on the basis of the 

collective wisdom, we are taking the decision collectively and that is also step by step is 

there. 

(Refer Slide Time: 03:03) 

 

Now, this is a team decision making the process the rational model is there their different 

models are there recognize the problem identifying the problems, so, team must see and 

recognize that a problem exists and that a decision needs to be made to move forward is 

there. And therefore, in that case, whatever the problem is there that problem needs to be 

made the move forward is there.  

 

So, natural decisions are to be taken, otherwise that problem will hurdle the project, the work 

or the goal which we want to achieve. So, we first understand that yes, there is some problem 

is there. Then they define the problem in this stage, teams must map out the issues at hand 

during these steps, teams should, for example, state how, when and where members became 

aware of the problem.  

 

So therefore, in that case, it is becoming that is whether they are having this awareness of that 

problem or not if they are not having the awareness of problem explore different ways of 

viewing the problem. Different ways of viewing the problems can lead to an input 

understanding of the core problem. So, what is important is this? After the defining the 
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problem, you are together the information about those particular issues which are affecting 

the problem is there. 

 

Once the problem has been defined. Teams need to get the information relevant to the 

problem. Why do teams need to perform this step? Two reasons, to verify that the problems 

were defined correctly and two to develop the alternative solutions to the problem at hand. 

Here I would like to mention that is the many times we are not aware of the solutions which 

are available. 

 

And therefore, the secondary data, primary data that has to be collected. So, gather the 

information, information you can from the experts. Those who are from this particular area 

are disciplined, you can contact them and then take their interviews and then you can find out 

or there can be, the secondary data will be about that is the books, Magazines related to that 

particular problem or issues are there. 

(Refer Slide Time: 05:08) 

 

And develop the alternative solutions, so, while it can be easy for teams to jump on and 

accept the first solution, teams that are effective in problem solving take the time to explore 

several potential solutions to the problem. So, many times it is any one particular solution 

will be appearing that is yes. This is the best solution but do not jump on that rather than 

please evaluate the rest of the alternative solutions also. 

 

So, some ways to generate the alternatives include the brainstorming session. So, the all the 

relevant experts on that particular topic they will be there. Nominal group techniques will be 
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there. So therefore, in that case, a committee can be form and then on basis of that the that 

committee or that nominal group now will be responsible to find out the solution for that 

particular problem is there. 

 

Other Delphi technique will be there yes or no and then whatever will be the yes. then 

accordingly, we will follow and ultimately reach to the solution. So, you will be having after 

a different number of solutions and select the best alternative is there. So once all the 

alternatives are in the team needs to be determine the alternative that best address the 

problem at hand. 

 

For this element to be effective, you need to consider both rational and human elements are 

there. So there, what will be the best alternative? For example, if you are talking about the 

detachment of manpower, somebody may say it is the overnight of we have to retrace the 

event power. Somebody will say no, three months are to be taken to retain to the manpower is 

there. 

 

Now, here which will be the best solution for some of you it might be the immediately 

change the main power by giving them three months notice or paid our money and for some 

of the you that may be no, we have to give some money to them. And then let us see whether 

it will be survived or not survived and then we will decide about whether we should go for a 

particular solution or not. 

(Refer Slide Time: 06:9) 
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Then, after selecting the best solution, implement the best solution. And when once the 

alternatives have been chosen, the team needs to implement its decision is there. That is okay 

after the identifying problems, making the solutions then deciding about the best solution and 

now the implementation of the solution is there. So, this requires effective planning, as well 

as communicating the decision to all the stakeholders that may be impacted by this particular 

decision is there. 

 

This is very, very important. That is if we are making this communication to the all the 

stakeholders to whom this decision is going to be affected and therefore, in that case we can 

get their feedback. What is their opinion? And then, if there is a need for correct action, we 

can do the corrective action also. Evaluate the outcome, remember that teams and team 

building is a learning process. 

 

It is critical that the team examine whether the proposed plans of action were achieved in an 

effective way and resulted in perspective outcome is there or not. So therefore, in that case it 

whatever decisions are taken, so, whether they it is the positive outcome or it is not a positive 

outcome there. So, if we evaluate the outcome, it will give a clear-cut idea. Whether the 

solution which have been obtained, whether that solution is the appropriate or it is not 

appropriate is there.  

 

So, by identifying the problem, establishing the decision criteria, weighing them, generating 

the alternative, selecting the evaluate the alternative, choose the best alternative, choose the 

whatever the best alternative has been selected then you are making the implement of that. 

And in implementation there might be certain problems. So therefore, you evaluate the 

decision and then finally.  

 

If you find out that is the after, this is a rational model, logical model and very popular model 

is there. And then finally, if you find out, it is yes, whatever has been selected. That is the 

best one. As per their guidance is concerned then definitely you will be able to find out the 

the best solution to be implemented. 

(Refer Slide Time: 09:09) 
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Brainstorming so originally adopted by the Alex Osborn in 1938 in an American company. 

According to him, brainstorming means using the brain to storm the problem. So therefore, 

four basic guidelines are there. So, generate as many ideas as possible. be creative, 

freewheeling and the imaginative is there. Build upon the piggybank, extended or the 

combine earlier ideas and the withhold criticism of others ideas are there. 

 

So therefore, in that case, these basically whenever because this is different. So, every 

methodology or which has been used to identify the solution, so, earlier we have talked about 

the rational model. But here it is the group of people they will be having this he full freeness 

for the whatever the ideas come in their mind and they will be in their brain. They will be 

discussing about those ideas are there. 

 

And then definitely those ideas will be evaluated and with all the criticism of others’ ideas. 

Two underlying principles for this brainstorming is deferred judgment by which all ideas are 

encouraged without criticism and the quantity breeds the quality. So therefore, in that case, 

this is important. Ultimately, what is important is that that you should be able to give the 

result. The result is important and this quantity believes the quality means. 

 

Unless and until you will not take the decisions, how you will reset the quality of decisions. 

So, decisions are to be taken as soon as you get this opportunity to identify the problem and 

provide the solutions are there. In the brainstorming sessions normally those who are 

experienced one, they are giving the very right solutions are there and we can take them into 

consideration. 
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Then next method is the nominal group technique is there. So Delbecq Van de Ven and 

Gustafson in 1975 is given about this particular nominal group technique, a generic name for 

face-to-face group technique in which instructions are given to the group members not to 

interact with each other, except at specific steps in the process is there. And what will be the 

process? Members brought together and presented the problem. 

 

Each member develops solution/ideas independently and writes them on cards. All present 

their ideas in a round-robin procedure. So therefore, in that case, this will be a very-very 

important aspect that is the how we are going for these particular members. And therefore, 

each member, whoever is given that particular idea that will be discussed, will discuss it will 

be discussion will be there. 

 

But this is by the; it is not the fray. Well, free well it is on the basis of that particular 

nominated group only and that is why it is called the nominal group technique is there. So, 

brief time is allotted to clarify ideas, after the presentation by all. Group members 

individually rank their preferences for the best alternative by secret ballot. And group 

decision is announced based on this particular ranking is there.  

 

So therefore, this group decision is becoming very-very important issue whenever we are 

talking about the taking the decisions by this particular group because it will be in the 

discussion on the basis of the clarifying the ideas. So therefore, each group will be having the 
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ideas. A common problem is given. They will make the presentations; the presentations will 

be violated and then this will be checked whether the solution is possible or not. 

(Refer Slide Time: 12:48) 

 

Delphi is a place where the ancient Greeks used to pray for the information about the future. 

In this technique, member selected are experts and scattered over the large distances, having 

no face-to-face interaction for decision-making. While in the earliest technique we have seen 

it was a face-to-face discussion was there. The effectiveness of the technique depends on the 

adequate time, participants, expertise, communication, skills. 

 

And motivation of the members is there. So therefore, this particular Delphi technique it will 

be useful only when there is the adequate time is there. So, those who are the experts they are 

having sufficient time to look into the problem, discuss the problem and provide the solution. 

Participants, expertise are there those who will be looking for this particular problem and 

issues and then they will be able to see from the from the perspective of their own field. 

 

And accordingly, they will communicate and motivate to the members. In the Delphi 

technique process how to do that? The problem is identified in a set of questions. A 

questionnaire is built relating to the problem. Experts in the problem are identified and 

contacted to whom the questionnaire is sent. They anonymously independently answer the 

questions and sends it back to the central coordinator is there. 

 

And therefore, in that case, this is a very, very comfortable technique is there. And therefore, 

experts are that is the questionnaire will be sent and on the basis of the questionnaire, they 
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will be responding and they whatever these but it is anonymous, an independent. So 

therefore, nobody knows that who has given the what sol solution or of what is in the minds 

of the others are there? 

 

Because many times the decisions are negative. And therefore, it should not be having this 

particular idea that who has given this particular solution? So therefore, it will be 

anonymously discussed. 

(Refer Slide Time: 14:42) 

 

These responses are compiled and analyzed in on their basis. The second questionnaire is 

developed on the basis of the first second question I will be told which is mailed back to the 

participating members to come and suggest and answer the questions possibly generating new 

ideas are there, So, there will be the certain questions and answers that is related to the new 

ideas to be generated and here those who are already who are the part of this particular 

process. 

 

So, they will not be getting the any comment or suggestion unless and until that it is 

becoming very relevant is there. So, because these responses are new and therefore new ideas 

will come and the second questionnaire are compiled and analyzed and so on. The basis of 

the first idea, first brainstorming session you can say the pilot study. Now, we are having the 

second question higher and this is more structured. 

 

So, consensus has not been this then. The third questionnaire is developed by pinpointing the 

issues and resolve the ideas of consensus because the it was not connected like earlier. So, 
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here what will be that third question IR will be developed where the all the issues raised by 

the first and second respondents and the experts that will be accumulated. The above process 

is repeated until a consistency is obtained and then the final decision is taken. 

 

And therefore, this process of collecting the data sending the questionnaire taking the 

responses and of identifying their reviews. So, unless and until we do not have the 

consciences then definitely there will be no final decision will be taken. But yes, if we 

develop the consensus then there will be the final decision will be taken. So, this is the 

questionnaire analysis and the reform is there of the questions. 

(Refer Slide Time: 16:32) 

 

Some of the questions will be done and done by the   team members. Leaders-Centered 

decision-making model is there, so, this is a very common practice. The leader exercises 

these are her power to initiate direct drive, instruct and control team members is there. So 

therefore, in that case, what happens that is, he identifies any problem in the society in the 

organization? And then he initiates then he directs and that a particular data instruction will 

be given to the control team members are there. 

 

So, what leader should do? That you should focus on the task, ignore personal feelings and 

relationships and no biases, seek opinions of all, get agreement so that the work can be done. 

Make final decisions that is when they will start the work and end the work, stay in control. 

So therefore, in that case, there will be no deviations. Stop disruptions, as we are into the 

control sooners’ deceptions will be there. 
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Discourage members from expressing their feelings, keep it rational and the guard against 

threats to his or her authority is there. So therefore, in that case, every member is having 

certain authority. He is the master of his solution and whenever he is going for this master of 

his solution. Then definitely he will be looking for the that there should not be any threat. So 

that his authority should be intact. 

 

So, maybe that is his opinion structure. His design may be, the profitable or may not be 

profitable but ultimately it is very important that is the we do not have the threat for that 

particular guard and therefore we are having the full authority for that is used by that 

particular person is there. Now, in this case the difference between the brainstorming and 

other sessions is there is a leader. 

 

Leader is purely made, initiate direct drive instruct and the control so, team members are 

there. So therefore, in that case, the leader exercises that is his power and whenever he is 

exercising his power, so, he will give the direction also to the solutions to the problems. That 

was a team-based leader base. 

(Refer Slide Time: 18:41) 

 

Now, we will talk about the team-centered decision-making model is there. So, empowers 

team members to make decisions and follow through to be successful and team leaders 

should listen very attentively. Whatever the leader is saying, other team members are saying 

and that the team member should have the clarity, the clarity of thought is important. And 

that is why they will be listen alternatively. 
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Watch for the non-verbal cues, now this is very important that is, this is not only for the 

verbal cues are there, so, whatever has been said but the body movement the hand, 

movements leg movements. So therefore, in that case that is nonverbal cues. That has to be 

also captured and judge. Be aware of members, there is a feeling, needs, interaction and 

conflict is there. 

 

So therefore, it will be very common that they will be in the feelings they will be having 

certain needs and naturally they will require certain interactions and whenever there will be 

interaction, there will be the conflict is there. Now, team member serve as a consultant 

advisor, teacher and facilitators are all are forming the team is there. Model appropriate 

leadership, behaviours will be there and the relinquish control to the team is there. 

 

So, allow the team to make the final decisions is there. So, earlier it was a leader who was 

making this decision about a particular problem and providing the solution. Here it is a team-

centered decision is there. Where the leader is taking this particular decision and on the basis 

of this team-centered decision, the team members are very active and cooperative and as a 

result of which the all-team members they are allowing each other to take the final decision is 

there.  

 

Here because all stakeholders have been considered so, there will be the always chances that 

is your decision will be better and helpful for the taking of the solution. 

(Refer Slide Time: 20:36) 
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The next is the creative decision-making process is there. So, problem identification, 

recognition, immersion, incubation, illumination and verification and application, so, these 

are the five steps will be there. So, creativity is the generation of imaginative ideas with the 

flattening of the organizations and intense competition among organizations. Individuals and 

organizations are driven to the creative in decisions ranging from the cutting the cost.  

 

So, this is the most important aspect that is they start with the cutting the cost, is there. So 

that there can be the ROI, satisfactory ROI and creating the new ways of doing the business. 

Please note that while creativity is the first step in the innovation or process, creativity and 

innovations are not the same thing. So, innovation begin with the creative ideas but it also 

involves realistic planning and the follow through is there. 

 

So therefore, on the basis of this, this is not the totally very imaginative rather than this is 

practical and that is the step one will be problem, recognition, immersion will be there, 

incubation will be done, illumination will be done and verification and application will be 

done. So, all these five steps which is required to be judged so, these five steps that the that 

will be decided by the this all on the group members team members. 

 

Those who are going for this particular type of the decisions are there. So, creativity that has 

to be encouraged because ultimately, nowadays the Buzz Mantra is that is the do the business 

differently, do the same business but differently and now indifferently that creativity is 

required. The simple example may be use of technology. So, when you are using the 

technology then you are using the something new and that will be helpful for the performing. 

 

But in the case, whenever there is not a proper conception of the ideas it is called the 

incubation. Then definitely this method will be a threat. 

(Refer Slide Time: 22:35) 
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Next is the creative decision-making process problem identification which is a step in which 

the need to be problem solving becomes apparent. If you do not recognize that you have a 

problem, it is impossible to solve it. So, acceptance that I am having certain problem and that 

is very-very important, is there. Immersion, is a step in which the decision maker thinks about 

the problem consciously and gathers information. 

 

A key to success in creative decision making is having or acquiring the expertise in the area 

being studied. This is a big challenge is there. So, immersion is required where the all these 

gen makers, they are having that particular academic background. So therefore, that 

economic background of knowledge of that body of knowledge that will help the team 

members to take a decision and then incubation process occurs. 

 

During incubation the individuals sets the problem aside and does not think about it for a 

while is there. So, there in the incubation. So, the you are allowed all you are allowing the 

concept to that particular grow and then you will find out this solution. So, these comes 

illuminations are the inside moments when the solution to the problem becomes apparent to 

the person. So, the usually when it is the test expected, is there. 

 

So therefore, that is an illumination only. That is not the reality. Finally, the verification and 

application stages are happening when the decision maker consciously verifies the feasibility 

of the solution and implements the decision is there. So that feasibility of the solution will be 

possible only when that is this particular decision maker. He is consciously verifying, the 
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feasibility because in all these steps you will see from the problem identification to the 

verification application. 

 

It is very important that is the conditions in which you are working. That has to be very 

strong. 

(Refer Slide Time: 24:32) 

 

Bounded rationality model is there, the boundary rationality model of decision making 

recognizes the limitations of our decision-making processes. According to this model, 

individuals knowingly limit their options to a manageable set. So therefore, they saying that 

is if there are ten options or they were, they would like to work in the seven set and choose 

the best alternative. 

 

Without conducting an exhaustive search for alternatives is there a very interesting model. 

And therefore, limitations of this decision-making process is this that is the eight is it is the 

best alternative which is available. And important part of this bounded rationality approach is 

the tendency to satisfy which refers to the accepting the first alternative that meets you 

minimum criteria. 

 

And therefore, in that case, in the both ways it is the in spite of it what is your source is there. 

Irrespective of that it is the selection of the solution that will be having the satisfying the 

alternatives that has been selected. An example is given here many college graduates do not 

conduct a national or international search for potential job openings and instead they focus as 

such on a limited geographic area. 
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And tend to accept the first offer in their chosen area, even if it may not be the ideal job 

situation is there. So, this is the reality which is happening. And therefore, in that case that is 

the any institute which is not having these the perfect seats. So, what it does that is, it is the 

first offer, in their chosen area is there. So, whatever the first of offer is there and then on 

basis of that first offer that the selection has been done, even though it may not be the ideal 

job situation is there. 

 

So, many organizations because they have to take that particular decision and they go for the 

particular decision that is the bounded decision is there. 

(Refer Slide Time: 26:35) 

 

Now, intuitive decision making is there. So, making the decisions on the basis of the 

experience, feelings and accumulated judgment. The intuitive decision-making model has 

immersed is an important decision making model it refers to arriving at decisions without 

conscious reasoning is there. So, managers make the decisions based on their ethical values 

or culture, managers make decisions based on their past experiences, managers make 

decisions based on feelings and emotions. 

 

And makes a decision based on skills, knowledge and training is there. Managers use data 

from the subconscious mind to help them make the decisions. So therefore, in that case, 

whenever managers are supporting their team members to take the decisions, it is based on 

the intuition. It is not based on the rationality or the logical is there. It is it depends on the 

individuals. What are the value systems are there? 
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How they are the mind is affected by these, their managers, feelings are emotions are there. 

Managers that whatever the skill, knowledge and ability they are having that is a cognitive 

based decision are there. So, knowledge, attitude, skills there, so, they are playing the very-

very important role in taking the decisions are there. They are data from this the sub 

conscious mind and therefore subconscious mind pattern that has been also used. 

 

And experience the best decisions are there. So, naturally, whoever is leader he will like to 

take the decision on the basis of his experience is there. So, it is becoming very-very 

important. That is all decision, making models that will be applicable that will work through 

the intuition is there. 

(Refer Slide Time: 28:19) 

 

So, decision making models we what we have talked about that is about the rational, bounded 

rationality, intuitive and creative is there. Informational alternatives that can gather and 

quantified, the decision is important. And you are trying to maximize your outcome is there. 

The minimum criteria are clear. You do not on your not willing to invest much time to 

making the decisions. 

 

So, boundary rationality in this here then you use this particular model. Goals are if clear, 

there is time pressure and analysis, paralysis would be costly. So, you have experience with 

the problem. So, go for the intuitive and whenever solutions to the problem are not clear, new 

solutions need to be generated. Your time tumours out in the issues are there. 

(Refer Slide Time: 29:07) 
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Now, what will be the errors and biases, so, heuristic, using “rules of thumb” to simplify 

decision making. Overconfidence biases, unrealistically positive views of one's self and one's 

performance. Immediate gratification, bias, anchoring affect is there and selective perception 

will be there. And therefore, choosing the alternatives it offer immediate bias rewards and to 

provide threat to the cost that is to be avoided. In the case of this decision, making biases is 

there. 

(Refer Slide Time: 29:40) 

 

Now, there are the framing biases this is there. Certain aspects of situation while ignore the 

other aspects. Availability bias is there. There is a losing the decision-making objectives by 

focusing on the most recent events. Representation Biasness is there that is a drawing analogy 

and seeing identical situations. And then therefore, on the base of that we take the decision, 

sunk costs error is there. 
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Current actions they cannot influence past events and relate only to the future consequences. 

So therefore, that will be the sunk costs error. Self-serving bias will be there is us taking 

quick credit for success and blaming outside factors for failures. Hindsight bias is that an 

event could have been predicted once the actual outcome is known. 

(Refer Slide Time: 30:25) 

 

So, here, whenever we are going by this particular bias need so finally, we are taking this the 

overview of team decision making is there. Rationality, boundary rationality and intuition is 

there. Then we are taking about decision making types of problems and decisions well 

structured and unstructured are there. Decision making conditions are the certainty, risk and 

uncertainty is there in which is a situation you are taking the decision. 

 

The decision makers style is the linear thinking style or the non-linear thinking style. So, it 

will be totally depended on the decision maker. Decision best alternative is maximizing 

satisfaction implementing or the evaluating is there. 

(Refer Slide Time: 31:09) 
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Now, whenever we are talking about the conflict, so, conflict occurs when opposing parties 

of interest or goals that appear to be the incompatible. And therefore, in that case, conflict can 

occur within a group or team members. So, we have to classify that is what type of these you 

are having the conflict. Strong degree are the high levels competing for scarce resources 

under high levels of stress as the face uncertainty is there. 

 

So, conflict can also occur when leaders act in a manner inconsistent with the vision and 

goals, they have articulated in the organizations is there. 

(Refer Slide Time: 31:41) 

 

Here, we will talk about the low level in high level of group performance. So therefore, in 

that case it is the level of conflict which group level performance is low, it is low. It is going 

high then it is going low. So therefore, in that case, conflict and performance will be decided 
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on the basis of like this curve. That is at what stage is the level of conflict is there and which 

type of the conflict it will be called. 

(Refer Slide Time: 32:08) 

 

So, suppose in the team building if conflict arises so, step of conflict situational 

consideration, personal preferences, conflict management, collaborative problem solving and 

the dispute resolutions will be there.  

(Refer Slide Time: 32:31) 

 

What is important is you should be able to diagnose the conflicts and the people focused and 

the issue focused are there. Conflict, source and conflict focus is their personal differences 

what are the sources informational deficiency role in compatibility or the it may be related to 

the perception and expectations, manifestation and misrepresentation, goals and 

responsibilities. So that can be the diagnosing the conflicts may be there. 
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So, it will be the avoiding if it is uncooperative is low, assertiveness is low, avoiding is there 

or it can be the competing compromising collaborating and the accommodating is there. 

Depending on the assertiveness and the cooperativeness is there.  

(Refer Slide Time: 33:03) 
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1058



 

So, this will be the quality of collaborative problem solving and on basis of this, we will be 

able to resolve the conflicts is there. 

(Refer Slide Time: 33:16) 

 

(Refer Slide Time: 33:17) 
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So, this is a case study as usual which we discussed and please solve the questions given at 

the end of the case study. 

(Refer Slide Time: 33:20) 

 

And this is a research paper improving the team decision making performance with the 

collaborative modelling is there. 

(Refer Slide Time: 33:25) 
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And this is the design, methodology, approach and findings about this particular research 

paper. And finally, this is the book moving out of the box which you can refer for tools for 

the team decision making is there. 

(Refer Slide Time: 33:42) 

 

And there are different models which have been suggested you can take the basis on these 

particular readings. 

(Refer Slide Time: 33:47) 
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You can try to find out that how you can take the decision. These are the references for your 

further studies. Thank you. 
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology – Roorkee 

 

Lecture –45 

Virtual Teams 

 

In this particular session, we will talk about the virtual teams. 

(Refer Slide Time: 00:32) 

 

The contents are the virtual team, physical versus virtual team, advantages and disadvantages 

of virtual teaming, e-leadership, common challenges for the leaders in a virtual team, 

environment, building trust, making virtual teams work basic principles and as usual the 

research paper, case study and book recommendations. Then you will find at the end there are 

the references for this material and for further studies. 

(Refer Slide Time: 00:53) 
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So, whenever you are talking about the virtual teams, are there so, take many forms they have 

different objectives and solve various types of tasks are there. And they all have in common 

two necessary elements. So, two or more people work together to achieve the common goals 

are there. At least one of the team members works in a different location or at a different time 

is there. 

 

And therefore, in that case it will be that is the how they are having this working together for 

achieving the particular common goal. So, here, if we are talking about the team. So, team is 

remaining the same, because we have discussed this thing earlier. So, what is a team? Team 

is that is achieving the common goals and whenever we are talking about the common goals 

are there. 

 

So, therefore, in that case whole the process that will be working together but at least our 

team members works in a different location or a different time. So, but when you are talking 

about the virtual teams, so, they are not physically at one place. At least one member is there 

who is at the different location or at a different time is there. These two defining 

characteristics, virtual teams communicate and coordinate at least partially by means of 

electronic media is there. 

 

So, always there will be the electronic media and in by means of the electronic media, they 

will be having this interaction because they are at the different places are there. So naturally, 

some mechanisms are required to be used and therefore this mechanism will be used for the 

purpose of the virtual team is there. 
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So, Gassmann and Von Zedwitz in 2003, virtual team is a group of people and sub teams who 

interact to the interdependent task, guided by the common purpose and work across links 

strengthened by the information, communication and transport technologies are there. So, 

therefore, this particular team is a which is working and interacting through independent task 

is there. 

 

So, there that is about the information and communication. So, therefore, in that case, it is the 

sharing of your mechanisms of these information and communication and the transport 

technologies are there, so, that will be used. And the Leenders et al., in 2003, has given these 

concept, virtual teams are groups of individuals collaborating the execution of a specific 

project so, that there is a common goal is there. 

 

So, there will be always for a specific project will be there. While geographically and often 

temporarily, distributed possibly anywhere within and beyond their parent organization is 

there. So, therefore, it is outside of their premises is concerned. The Powell et al., in 2004, 

has given another definition. Virtual teams, as groups of the geographically, organizationally 

and the time dispositive workers brought out together by information technologies to 

accomplish one or more organizational tasks are there. 

 

So, again, it is the same concept is there. That is then they have been, the dispersed workers 

are there. So, workers are not at the common geographical place and they are working in the 

different places. And they are brought by the information technologies they are using this 
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particular information and communication technology. You can see the ICT to accomplish 

one or more organizational tasks are there. 

(Refer Slide Time: 04:31) 

 

So, all are working for common goals but they are working for the different tasks. So, 

physical versus virtual teams, nature of interaction. So, physical teams are having the 

opportunity to share work and non-work-related information. So, this particular team is 

having that is they may be related to the work and it can be related in non work. Virtual team 

extent of information exchange of information is minimal. 

 

And here you will find it is more or less towards the work because they do not want to make 

the much interaction on these information and communication based. So, therefore, exchange 

of information is minimal in the case of this virtual team is concerned. Utilization of 

resources, physical teams are, there increases the opportunity for allocation and sharing of 

resources.  

 

While in the virtual teams each collaborating body will have to have access to similar 

technical and non technical infrastructure. And therefore, in that case, it will be the always 

virtual team that collaborating team will be have to access the technical aspects are there. 

And here it is they in the case of the physical team, they have the full opportunity, so, sharing 

of the resources is there. 

 

While in case of the virtual team, so, that is the similar technical, non technical infrastructure 

both will be used. Working environment, they encounter constants accessing information and 
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interacting with other outside the collocated team within the company. They sometimes not 

able to share ideas or dilemmas with the other partners are there. So, this is the limitation in 

the current scenario, when we are talking about the use of the virtual teams where the 

physical teams are even possible. So, then we have to think because this will be the always 

encounter the constants are there.  

(Refer Slide Time: 06:28) 

 

And here sometimes not able to share ideas because they may be lack of the infrastructure 

support is there. So, physical versus virtual teams’ activities are concerned the control and 

accountability. Then the project manager provides the context for the ongoing monitoring of 

activities and events and does enhance their ability to response to the requirements are there. 

 

While in case of the virtual teams, the collaborating bodies were accountable to the task 

leaders and to the project coordinator, who had limited authority to enforce any penalties for 

failure to achieve their task is there. So therefore, in that case it is becoming a totally change 

approach is there. So, here your ability to response to the requirements are there. Here 

authority to enforce any penalties are there.  

 

In the cultural and educational background is concerned then, in the physical teams, members 

of the team are likely to have similar and complementary culture and educational 

background. While in case of the virtual team, because they are at the different geographical 

location, different places, so, their education, culture, language, time orientation and expertise 

that will be varied. 
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Technology compatibility is concerned, it is situated and operating within a single 

organization faces the minimal incompatibility of the technological systems are there. So, 

therefore, in the physical teams they will having the minimal incompatibility of the 

technological system, while in the virtual teams, compatibility between different systems in 

collaborating organizations ought to be negotiated at the outset. 

 

So, therefore, in that case, you cannot work without that. In case, if you are not knowing 

about these collaborating organizations those who are what type of this technology 

compatibility you have? You cannot interact, to interact it is necessary that in the advance 

that is the what type of the technology they are using? While in case of the physical teams, it 

is not highly concerned so, therefore, minimal incompatibility will also do. 

(Refer Slide Time: 08:31) 

 

The advantages of virtual teaming are reducing reallocation time and cost reduce the travel 

cost able to tap selectively into center of excellence using the best talent, regardless of 

location. Greater degree of freedom to individuals involved with the development project 

higher degree of cohesion teams can be organized whether or not members are in proximity 

to one another.  

 

So, therefore, high degree of cohesion is there. Provide organizations with the unprecedented 

level of flexibility and responsiveness is there. So that we have seen that is the whatever not 

even thought earlier now that is possible. And therefore, many organizations they do not 

prefer now the physical teaming, rather than they concern and if possible, however, it will 

depend on the nature of business also. 
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And on the basis of that that will be the virtual teaming will be done. It responds quickly to 

the changing the business environment, self-assessed performance in the high-performance 

cultivating and managing the creativity. That is also very much the big benefit out of this 

particular, the virtual teaming that is this cultivating and managing creativity that has been 

enhanced, provide a vehicle for global collaboration and coordination of R and D (Research 

and Development) related activities and therefore this is becoming the common parameters 

are there. 

(Refer Slide Time: 09:52) 

 

However, when we are talking about the disadvantages of the virtual teaming, so, lack of 

physical interaction is there. So, therefore, in that case, the whatever is to be learned by 

meeting each other, so, that learning will opportunity will not be there. Everything to be 

reinforced in a much more structured and formal processes are there and which will be not 

that much the freedom of flexibility. 

 

Which is available into the unstructured way is there writing for the physical teaming. 

Challenges of the project management are more related to the distances between the team 

members then to their cultural languages’ differences are there. And therefore, in that case, 

the distances that has to be taken care of. Challenges are determining the appropriate task 

technology fit. 

 

And this the appropriate task technology fit will be available only with that particular in the 

case of the virtual teaming is concerned. And in the virtual teaming this challenge will not be 

1070



able to meet. Because the task technology if it is even the available but that interaction and 

that is required as it has been seen in the case of the physical teams that will not be possible, 

so, it will be a challenge. 

 

Cultural and functional diversity in virtual teams, so and lead to the differences in the 

members thought processes. So, naturally they will be the diversified the culture will be 

there. So, there will be the problem and issues and develop. Trust among the members are 

challenging and therefore, in that case, those who are the members because they are coming 

from the different culture and different functional background. 

 

So, therefore, in that case, developing the trust and converting that group into time will be a 

big challenge, will create challenges and obstacles like technophobia. 

(Refer Slide Time: 11:50) 

 

So, those who are not very much used to this type of the technology, they will face the 

problem and therefore they will say that is no we will not be able to use this technology and 

they will be technophobia will be there. So, E-leadership is so, E-leadership was going to 

reflect the new working environment where the human interactions are mediated by the 

information and communication technology ICTs. 

 

And where leaders may lead entire project from a distance is there. So, this type of this E-

leadership is concerned, so, this will be the forecasting needs for the information, strategic 

leadership, digital savvy and the business savvy is there. So, I would like to take first, the 
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business savvy, so, customer relationships and the sales that is about the business. It is 

becoming very important. 

 

Partnership establishments, business development organizational change, project 

management, process optimizing strategic marketing and so on. So therefore, you will find in 

the area of finance marketing and specially in the case of the project which is requiring about 

on this particular organizational change so, that will be affected. While in case of the digital 

savvy, big data analytics and tools, cloud computing. 

 

And visualization mobile application, design and development, complex business systems, 

web designs and tools, IT architecture, security skills, ERP systems and social media is there. 

So, on basis of this these are the digital savvy and these are the business. So, when we are 

integrating that requires the strategic leadership. So, what is required for the purpose of the 

digital forecasting it for information understanding the customer needs. 

 

What are the customer needs are there solution, orientation and communication is to be there? 

While in case of this business savvy is concerned, it is a creativity, interdependence and team 

building and cultural implementation. That will be becoming very very important for the e 

leadership is concerned. 

(Refer Slide Time: 13:50) 

 

It is argued that the transition of the global economy, with the inherent changes in 

organizations requires significant adaptation on the part of the leadership and a new 

leadership approach there. And hence e-leadership is seen as the response and solution to the 
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global change so only generated by the technological development. As virtual and flexible 

work options continue to evolve, more employers are attempting to formalize their virtual 

work policies. 

 

And get a better grasp on how to manage virtual workforces is there. And therefore, in that 

case, unless and until you do not get there is how to manage your virtual workforce, you will 

not be able to successful. It is widely recognized that the e-leadership and differs from 

conventional way of perceiving and explaining the leadership is form leadership practice in 

the traditional teams. 

 

While leadership is grounded on face-to-face interaction. So, definitely there will be the 

changes into the e-leadership and the physical conditions of the leadership is concerned. So, 

e-leadership can be understood as a process of social influence where the changes in 

attitudes, feelings, thoughts, behaviour and organizations are brought about with the help of 

advanced information and communication technology is there and this is true. 

 

There is whenever we are talking about these changes in technology business time. So, 

therefore, e-leadership is making the approaches of social influence where the changes in 

attitude, feelings and thoughts that has to be considered. And this is the because of the use of 

the ICT. And therefore, you are using the ICT you have to consider your members. You have 

to consider their physical comforts for activities. 

 

Then it also can also consider the technology which they have to use. So, therefore, e- 

leadership will be required. 

(Refer Slide Time: 15:47 
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So, common challenges for leaders in a virtual team environment. So, seven common 

challenges that leaders encounter in virtual teams are the geography and isolation challenges 

is there. So, geography makes the team members see themselves as the separate from one 

another and the complications of the time zones and travel pressures make it even more 

challenging to ensure team members clearly comprehend goals. 

 

And design to develop a bond of trust and understanding amongst the one another. And this is 

the totally culture-based differences there. Lack of physical interaction is more of the major 

challenges of virtual teams, is there. Communication is challenge within the virtual 

environment is communication. Virtual teams are greatly influenced by the effectiveness of 

communication. 

 

Even within a face-to-face correspondence communication is highly important, without it the 

group cannot accomplish the task set before them. 

(Refer Slide Time: 16:45) 
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So, communication is becoming another challenge. Technological challenge is the prime 

challenge in regard to the virtual team is that the leader must take into account what 

technology hardware and software are available to the members of the team. And this 

information will be handy to make sure that software is compatible as well as up to the date 

with the same versions for all the team members are concerned. 

 

And security as challenges is often set up between the entities deciding in different 

administrative sites, each having a different security policy. And in order for a secure to be 

set up, it may require administrative authorities of the collaborating sites to cooperate 

together to develop a consistent and uniform security policy across the participating sites are 

there.  

(Refer Slide Time: 17:27) 
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The another challenge will be that is about the motivation and those who are working on this 

virtual team into new territories, it is important to carefully examine how the displacement of 

face-to-face work affects differently aspect of group work. One such aspect it is currently 

largely neglected in the motivation is there. So, virtual team method, lack of motivation of it 

is members will poorly perform. 

 

So, we have to see that the people working behind the machines, so, they need the 

motivation. Trust as challenge, the key way to build high performance across the distance to 

give the leader in the team, power and control over the result is to build a trust. And the 

building the trust across distance is easier and said than done. But in the virtual context it is 

always whenever you talk about the social control and direct supervision. 

 

And then, in that case, it is hard to realize other, factors is different location members feeling 

of isolation and the detachment and complex time zones are also the barriers for the building 

the trust is there. 

(Refer Slide Time: 18:30) 

 

Now, when it is not only the that is a team member, they are facing the technical problems 

but it is a relationship problem also. Group dynamics is one of the criteria is measuring the 

team process. We are foundation upon which other team members proceeds. If the team is 

ultimately to achieve the three value outcomes, measures of effectiveness, a firm foundation 

of effective group dynamics that will be critical. 
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And the relationship building helps the team to achieve the effective group dynamics is 

important. 

(Refer Slide Time: 19:00) 

 

So, finally, what is the trust? Trust is to be built, so, trust is easier to destroy than to build. To 

appear and develop it requires that certain conditions be met to develop a trust such as shared 

culture, social context, as we have seen the challenges into these virtual teams. So that was 

the culture was a problem because they are at the different geographical location. Social 

context is important because they are belonging to the different society and the value 

systems. 

 

So that physical proximity, information exchange and time that is becoming the parameters 

and dimensions for the building the trust. Needless to say, most of these conditions are not 

easily met in the context of virtual teams. So, therefore, in a virtual environment must is 

based upon more delivery of the task at hand than on interpersonal relationship is there. So, 

ultimately what is the outcome that is important? 

 

Rather than and the more focusing on the interpersonal relationships, members of virtual 

team need to be sure that all others will fulfill their obligations with competence and integrity 

and behave in a consistent, predictable manner, with a concern for the well-being of other are 

there. So, trust is a much more limiting factor in virtual teams compared with the face-to-face 

teams are there. It is therefore helpful to recognize that types that exist in professional 

relationships are there. 

(Refer Slide Time: 20:27) 
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So, how to building the trust deterrence-based trust is there. Trust that is the hinges on 

adoption of consistent behaviour and threat of the punishment if people do not follow through 

on what they are supposed to do or committed themselves to doing, It is not well suited to the 

work of a virtual team. Calculus-based trust is there, so, the basic type of trust is grounded, 

not only in fear of punishment for violating trust but also is rewards for preserving it. 

 

Such trust is based on the comparisons of the cost and benefit of creating and sustaining a 

relationship over the cost and the benefits of serving it. This level of trust is easily broken by 

violation of expectations and cannot meaningfully sustain a virtual team’s relationships are 

concerned. So, knowledge-based trust will be there and this type of trust occurs when an 

individual has enough information and understanding about another person to predict that 

person's behaviour is concerned. 

(Refer Slide Time: 21:22) 
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Identification-based trust is there and development parties understand and endorse one 

another and can act on behalf of one another in interpersonal transactions. And this requires 

that they fully internalize and harmonize with one another's desires and interactions. To build 

trust in virtual teams, it is essential to ask effective questions and generate clear and concise 

objectives, including the project implementation plan.  

 

Whatever the talk and what that is, the about the interacting in interaction with them build 

detail and ask patterns. So, therefore, in that case, more and more they are knowing each 

other. If they are knowing each other in a better way that will enable the free flow of data and 

information for the constant growing the virtual team’s own culture and identity. So, 

including the promotion of virtual socialization skills. 

 

Whenever we are talking about the talk and walk or the build, tell-and-ask ask patterns. So 

therefore, what is it there is more and more socialization, knowing each other understanding 

each other and interacting with each other and that will make share and celebrate the good 

news is there. So, this way the trust can be built among these members is there. 

(Refer Slide Time: 22:35) 
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Now, whenever we are talking about these towards the new management mindsets, are there 

face-to-face the best environment for the intentions anything else is a compromise is there. So 

therefore, different kinds of environments can support high quality interactions what matters 

is how to use them is there? When the communication process breaks down, blame the 

technology here. 

 

And that is when the communication process breaks down, evaluate management and 

interaction strategies, not just the technical tool. Learning to manage so, therefore, we should 

not work on the symptoms of the problems we have to work on the problems itself. Learning 

to manage virtual teams is about learning how to use the technology. Learning to manage 

virtual teams is about understanding more about teams and the collaboration process is there. 

 

So, therefore, the focus is not only on technology but also on the people in that particular 

team. Being people-oriented is compatible with using technology. Using technology in a 

people-oriented way is possible and desirable is there. 

(Refer Slide Time: 23:41) 
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So, now finally, we come to the making the virtual teams work basic principles, get the team 

together physically early on. So, it comes to the building, the relationship and fostering the 

trust, clarifying the tasks and processes not just goals and roles and with virtual teams. 

However, coordination is inherently more of a challenge because the people are not co-

located is there at the same place. 

 

So, it is important to focus more attention on the details of task design and the processes that 

will use to complete is there. So, therefore, in that case, we have to be very very much clear 

about that is what the task and processes that we are defining we are delegating inherently 

have been absorbed. So that it is not just you are focusing on the goals and roles rather than 

understanding how it is actually going to be implemented.  

(Refer Slide Time: 24:37) 
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Then the commitment to the communication charter is there. So, therefore, in that case, there 

will be the communication charter, so, we have seen the challenges, so, we can overcome that 

particular challenge. Leverage the best communication technology. So, therefore, in that case, 

that the best technologies do not necessarily mean going with the newest latest. It is the 

appropriate technology that we are supposed to make use of this. 

(Refer Slide Time: 25:03) 

 

Build a team with the rhythm. So, therefore, in that case, in a virtual team, it is very much 

necessary that is those who are interacting. They are into the proper rhythm understanding 

each other is there. So, therefore they can easily connect to create a virtual water cooler. So, a 

water cooler is a metaphor for informal interactions that share information and reinforce 

social bonds are there. 

 

So, absent explicit efforts to create a “virtual water cooler” team meetings tend to become 

very task-focused. So, therefore, this will be if it is not there then it will be very task-focused. 

This means important information may not be shared and team cohesion may become so one 

simple way to avoid this start such each meeting, with a check-in having each member take a 

couple of minutes to discuss what they are doing and what is going well is there?  

(Refer Slide Time: 25:52) 
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Foster shared leadership is there and therefore there is tracking commitments provide the 

push to keep team members focused and produce shared leadership, which provides the pull 

technique. So, the pull technique is required whenever we are talking about the virtual thing. 

So, therefore, they will be able to find out their ways to interact. 

 

Do not forget 1 is to 1s, leaders, one-to-one performance management and coaching 

interaction with their team members are a fundamental part because many times because of 

the large size of the group and team. The leaders are not able to interact with each member 

and then this may be in hindrance. So, therefore, one-to-one concept that that has to be 

followed while making the virtual team is there. 

(Refer Slide Time: 26:39) 
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(Refer Slide Time: 26:51) 

 

So, this is as usual. This is the case study the trusting someone you cannot see. I am sure that 

is after going through this particular case study. You will be able to answer the questions 

related to this case study. You could not trust members of your team. Can you think of 

strategies that can help build their trust among virtual team members? Imagine you are a 

manager of a national corporation and asked to select employees for a virtual problem-

solving team. What types of employees would you include and why it is a very interesting 

exercise? 

(Refer Slide Time: 27:15) 

1084



 

I am sure you will be enjoying that answering these questions. I mean this is a research paper, 

virtual team working making it happen. That is the how, in this paper, virtual working 

technology, utilization and technology can be used to enhance the human interactions rather 

than replace it.  

(Refer Slide Time: 27:34) 

 

So, therefore, this will be the so. This technology is the best support, best tool, or mechanism 

for making them in team and interacting with the team and team performance. But it is not 

that easy, it is replacing human beings.  

(Refer Slide Time: 27:49) 
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And this is the book virtual teams. Mastering communication and collaboration in the digital 

age. 

(Refer Slide Time: 27:59) 
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And this particular book talks about the significant changes that result when conversations 

are moved online, providing examples and tips to avoid common pitfalls and then discuss 

how team behavior and decision-making can best be guided in this realm. Readers will fully 

understand what makes the teams “click” what inspires trust, how to get a team “off on the 

right foot” and what steps to take in order to make good collaborative decisions. 

 

The book serves as an ideal guide for anyone who participates or managers in a virtual team 

but is also suitable as a supplemental textbook in a business school courses organizational 

behavioral business communication is there. So, this is the application of this particular book. 

That is the virtual teams, the mastering communication and collaboration in the digital age is 

concerned. 

(Refer Slide Time: 28:46) 
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These are the references from where the study material has been checked. You can also make 

these references :1for you use these references for your further studies and can see that is the 

whether the virtual team, is how much effect you as compared to the physical team is there. 

But they are the complementary and therefore, in that case we have to see that is what are the 

advantages, disadvantages are there. 

 

And by making the human interactions we can find out the effective virtual team is there. 

Thank you. 
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology, Roorkee 

 

 Lecture - 46 

Managing Multicultural Teams 

 

In the previous session, we have talked about that is how we have the different virtual teams and 

in virtual teams what should be the leadership is there. Now today we will talk about the 

managing multicultural teams and in multicultural teams, we will talk advantages of 

multicultural teams, and the challenges of multicultural teams. 

(Refer Slide Time: 00:47) 

 

Four strategies to overcome challenges with the help of the HBS study and multicultural 

managers and organizations, multicultural organization, development model, and as usual the 

case study research papers and the book recommendations with the references. 

(Refer Slide Time: 00:59) 
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Now, whenever we talk about the multicultural team the central operating mode for a global 

enterprise. So, it is the creation, organization, and management of the multicultural teams that is 

a group that represents diversity. Diversity in functional capability is there and experience level 

and the cultural backgrounds are there. So, therefore in that case it will be always depending 

upon the; they are not coming from the same culture while they are coming from a different 

culture. 

 

The team members are coming from the different cultures are there and therefore their capability 

is different, their experiences are different, they are coming from the different zone also maybe 

from the Asia, USA or Europe, UK. So, therefore in that case they will be having their 

experience will be also from the different zones part of the globes and as a result of which there 

will be the different cultural backgrounds will be there. 

 

Now, these multicultural groups represent three or more ethnic backgrounds are there. That is 

diversity may increase the uncertainty complexity and inner confusion in group processes. So, 

therefore it is always because the culture is different. So, naturally, there will be uncertainty and 

communication, and the food habits will be also different. So, there will be the complexity will 

be there and naturally, there will be the as a human being that is getting mixing with another 

culture.  
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So, that confusion will be always there in the group processes. So, culturally diverse groups may 

generate more and better ideas and limit group think is there. But then why do we are having 

these multicultural teams? So, therefore on the one side, we are having this; the uncertainty and 

complexity in the multicultural team while on the other side we will have this whenever the 

teams are there, they are having the better ideas. Because as we; have seen they are coming from 

the different geographical zone, and different cultures. 

(Refer Slide Time: 03:11) 

 

So, as a result of which there will be the of course the ideas will be also different, and then those 

different ideas will give the strength to the team. So, different cultural backgrounds and 

perspectives can inspire innovation and productivity. So, as I mentioned it is there will be 

different ideas so naturally there will be innovation and productivity will be also there will be a 

different perspective.  

 

So, how to make the manufacturing process in a better way? How to make use of the machines? 

How to handle the people and the men behind the machine? So, therefore employees; so, 

therefore in that case it will be always this type of these ideas will come and the innovations and 

productivity will be increasing is there. So, every individual of the team differs in the 

experiences and mindset. So, enrich the variety of services and products.  
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Thinking quickly, so knowing the rules is a perfect way to become the more agile inside groups. 

Especially in multicultural teams where as soon as the members will start feeling comfortable 

and the better, they will become more productive. So, now here it is the responsibility of the 

leader to make them the more comfortable as soon as possible. So, whenever it is the cross-

cultural team multicultural team or it is from the homogenous team is there.  

 

What is the responsibility of the leader to make them the more comfortable? And as soon as you 

will make them comfortable to the team members the team will be performing very effectively. 

Improve creativity is there an individualistically exposed to the people from letting us say, Asia. 

So, therefore in that case definitely they will be having this exposure to the new culture and there 

will be a different enhancement of this creativity in ideas as I mentioned earlier it will be there. 

(Refer Slide Time: 05:17) 

 

The improvement of the problem-solving skills will be there so international group brings their 

own life and experiences inside the team. So, when a solution is needed, they can come up with 

ideas and that would never cross the mind of a group with a single cultural mindset and that is 

the beauty. So, there though we say that is the two brains are better than one but the two brains 

are you know they are from the different cultures. So, then they will be better than two.  

 

So, therefore, in that case, it will be the cultural mindset will be there. Moreover, teammates are 

exposed to different points of view and they can easily know to thinking outside the box is there 
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and that with these problem-solving skills that will be increasing and their communication skills 

will also improve. And they have improved the sensor in the cross-cultural multicultural team’s 

communication will improve. 

 

So, as a result of it their soft skills will also increase. Personal growth and flexibility is that being 

a part of an international team are like attending an exchange program so every working day. So, 

therefore in that case or it is also an exposure to the culture different nations, the whatever is 

their strength is there those strains are getting the exposes they are indeed while working in a 

multicultural team and the members are exposed to a new culture and this can easily have an 

impact on their personalities and their mindset is concerned.  

 

So, whenever you are working with the people from different nation. So, therefore your 

behaviour and your mindset and will also change and will get exposed to the different ideas. 

(Refer Slide Time: 07:08) 

 

But the challenges are there; there is a communication problem, and trouble with the fluency in 

accent. When non-native speakers struggle to find the right words, you might not take their point 

of view seriously. So, even when they are probably issued members who are not fluent in the 

team’s dominant language may have difficulty communicating their knowledge. So, therefore in 

that case it is definitely that they have these the way they communicate. 
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So, they may not be fluent. So, many times they will not be having a different understanding 

which is required amongst the team members. There will be difficulty in communicating also. As 

this can also, prevent the team from using the expertise because they are not able to 

communicate. So, they may remain silent and if they remain silent in that case, they will not be 

able to express their expertise. 

 

And as a result of which what will happen? That will create frustration or perceptions of 

incompetence. So, direct in indirect communication are there. So, western cultures tend to speak 

directly while in many other cultures it is considered more powerless to be indirect. So, when 

members see such mismatches as violations of communication norms of their cultures. So, 

therefore it is considered.  

 

So, western cultures in Indian culture are different is considered the more polite to speak directly 

while in many cultures it is considered more polite to be indirect. So, therefore this type of direct 

communication the way of communicating directly like in western cultures, and in other cultures 

it is to be spoken to be indirectly. So, this will also create a communication problem among the 

team members is there.  

 

And therefore, in the beginning, there might be an uncomfortable situation among the team 

members. 

(Refer Slide Time: 09:08) 
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The work culture differs across the globe and with it also the attitudes towards the authority is 

there. So, indeed some cultures are okay with flat organizational structures, while others are used 

to a formal hierarchy. So, behaviour that is perceived as respectful in one culture may not be 

seen that way in the other; this is a very big problem. So, therefore when it is perceived it is the 

inward behavior, the particular behavior in the one culture which is supposed to be respectful. 

 

In other cultures it may not be that perception and as a result of which team members from 

hierarchies’ cultures expect to be treated differently according to their status in the corporation. 

So, this is a very simple example of calling by the first name. So, team members from 

hierarchical cultures want to be called by the sir. But in the other culture it might be by the first 

name. So, the person may not be comfortable.  

 

Another issue related to the work culture is being less likely to speak up and this could be 

challenging for individuals from polite or differential cultures like for Asian people. So, 

therefore in that case it is that is the polite differential cultures in Asia. These matches feel less 

comfortable making their voices to be heard or sharing their ideas. Because of their polite in 

nature and therefore they may not be having those particular expressions of in the meetings.  

 

And therefore, in that case, it might be possible that is their voice, their ideas. If they are new in 

the team or in the junior role then it may be less comfortable for them. So, on the other hand, 
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members from the western are the Scandinavian countries those who are speaking directly. And 

therefore, in that case, that will be becoming the very, very important for them to communicate 

directly. So, free flow of communication may be there.  

(Refer Slide Time: 11:10) 

 

So, decision making conflicts also there. So, what so one side there is the communication 

challenges, other side is the decision-making conflicts. Working in a multicultural team means 

also facing differences in how decisions are made in how much analysis is required by 

teammates beforehand is there. So, conflicts arise when some of them make decisions quickly 

versus slowly, so, analytically versus instinctively.  

 

So, therefore in that case that is the decisions which are based on the rational, logical, analytical 

and somebody is taking the decisions on the basis of their intuitions. So, therefore and 

immediately then definitely in that case this may be creating the frustration among the others. So, 

negative cultural stereotypes in the predictions may be there. The interactions of people from 

different country unavoidably arise unconscious culture biases and stereotypes are there.  

 

Those can be quite difficult to overcome particularly if they make part of the team less inclined 

to work together. Negative cultures; your steps can be seriously disruptive to company moral and 

can also affect the productivity is there. And therefore, in that case it is whenever there is this 
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type of the tive culture is there so then there will be disruption. So, this is disruptive behaviour to 

the company that will also affect productivity.  

 

And the culture in the team also and the culture in the organization also. So, that will be having 

the prejudice sizes and biases and a negative impact will be there. So, here company has to take 

care of its strategies for addressing the challenges. So, what are those strategies? The four main 

strategies for addressing the challenges are adaptations that acknowledge the cultural gaps and 

find ways to work around them.  

(Refer Slide Time: 13:12) 

 

So, as I mentioned in the beginning that them because they are coming from the different culture. 

So, naturally there will be the different communication, styles will be there, their different habits 

will be there, their different the issues will be there. So, then in that case naturally we have to 

accept that yes. There will be the divert, whenever there is a diversity there will be challenges. 

So, we have to adopt it that is yes.  

 

This is a situation because unless and until we will not accept that. How it will? So, this works 

well but requires creativity, self-awareness and time is there. So, once you adopt it then 

definitely you require certain that creativity and self-awareness and certain time is required. The 

cultural in interventions is required to reduce friction or to compel team members to get to know 

each other better.  
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Then there is a managerial intervention, managers can set rules and the step in when there is a 

need for someone with authority is there. So, managerial intervention will be there. As a last 

resort that Harvard study suggests is the exit option. So, completely removing someone from the 

team this is costly in the most extreme way to salvage your situation is there. So, but this 

particular first strategy that is not the; suggested one unless and until it is must. 

 

So, adaptation, cultural interventions, managerial interventions and the exit option and these four 

stages when we are adopting. So, then managers will be able to make the lead the team and 

therefore there can be the effectiveness of the team and work will be there. 

(Refer Slide Time: 14:54) 

 

Now the core problems are its ethnocentrism in the face and then the cultural diversity 

experienced as cultural shock which varies with experience and maybe lesser or greater impact. 

And normally it is the greater impact and course solutions are these adaptation adjustment and 

development of intercultural skills. So, whenever there is a cultural shock is there that is the first 

reaction to the cultural shock will be there that is old. 

 

So, much cultural difference is there. And but what is required the adjustment is a more 

permanent and positive reaction that is the whenever such type of teams are there the rest of the 

team members they should make the adjustments. And developments of intercultural skills are 
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there. Many times, it is also seen by when they there is a productive team. So, productive team 

what it does? And it is they learn the culture of each other, they learn the communication skills 

of each other.  

 

They learn the way that their direct and indirect way to express the opinion, ideas in the; team 

that is also they are learning. So, therefore the cross-cultural managers many times and they 

come out with the more ideas, more productivity, more effectiveness. And as a result of which 

these and what is leader is required? The leader is required to develop that inter cultural skills if 

he is able to develop those intercultural skills and already there is an adjustment is there.  

 

So, this cultural shock will be less and that is how many companies they are starting with the 

orientation programs and in the orientation programs they work on that particular this schedule 

that is the people and they enjoy. They enjoy that diversity and then as our Indian culture is there 

that is the unity in diversity. So, the team is developing that unity in diversity on the basis of 

these intercultural interactions.  

 

And therefore, the cultural shock will be less and there might be but the time period, the time 

period for this cultural shock will be less and the team will be very soon working into the 

direction of the goals. 

(Refer Slide Time: 17:17) 
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The multicultural managers and the organizations are there. The multicultural manager has the 

skills and attitude to relate effectively to motivated people. Now, this is the skill is required. So, 

first, once the person is having that particular understanding that is the yes, there will be the 

different cultural people. So, then he should be skillful and his attitude is to motivate the people 

across the race, gender, age, social attitude, and lifestyles.  

 

For example, even this gender is there. So, therefore in that case the effective leader that we will 

be able to work on this different diversity. He respects and values the cultural differences 

manager and has the ability bilingual to conduct business in a diverse international environment 

has a cultural sensitivity in being aware and interested in why people of other culture act they do. 

It is not parochial in assuming that the ways of one's culture are the only ways things should be 

done.  

 

And as a result of which is not ethnocentric in assuming the superiority of one's culture over that 

of another culture. So, therefore in that case there is no such complexity is there, no complexity 

to that particular person that is the manager will think that is my culture is better than others 

culture, it is not like this. Everybody's culture has been respected. Similarly, the cultures over 

that of another culture there is nothing like superiority is there.  

 

And therefore, in that case everybody is equal and when the everybody's culture is equal, 

everybody's culture is honoured then definitely you can assume that what will be the 

environment. 

(Refer Slide Time: 19:05) 
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The multicultural organization development is a process of change that supports an organization 

moving from a monoculture or exclusive organization to a multicultural is there. So, therefore 

this multicultural organization development. So, in many organizations nowadays it is common 

that find it is the employees are coming from the different countries, and different cultures. So, 

therefore from a monoculture, it is going to be the organization into a multicultural one.  

 

So, what is required the inclusivity is required and the understanding of the diversity and 

equitable that is has to be understood, that is there will be a diverse culture. But we have to 

create the equitability in the organization and the approach requires an initial assessment of 

where the organization is committed to a vision it wants to be in the future. So, and there will be 

the exclusionary organization, the club, the compliance organization, the affirming organizations, 

the redefining organization stage, and the multicultural inclusive organizations will be there.  

 

So, whenever we want to develop a multicultural organization development, we have to 

implement these all six stages and whenever you right from these your exclusionary organization 

to the inclusive of the organization. So, therefore right from that cultural shock to the; becoming 

the effective team. So, unless and until you do not treat the team members respectfully. If you do 

not make them the comfortable you do not make them mean to understand to each other, then 

that the team cannot be developed. 

(Refer Slide Time: 20:52) 
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So, multicultural organization development model Jackson, Hardiman is given this the 

multicultural organization development continuum and monoculture, non-discrimination and the 

multicultural this transformation will be there from the monoculture to the multicultural. So, 

therefore in the blatant exclusion or the token presence of marginalized group members is there. 

So, therefore in that case it will start with the exclusionary. 

 

So, with in this particular stage you what you have to do? In that is the club. So, you have to club 

them you are doing making them to work together. And the marginalized group members 

encouraged but expected to fit in status quo culture, compliance and affirming. So, therefore 

those employees are their active members are there. So, then those who are the marginalized 

group members and the cultural, climate and system experience fundamental sustainable change 

is there.  

 

So, that is redefining the multicultural and inclusive is there. So, always we talk about that is the 

whenever we are talking about the change that it is from the unfreezing and taking to the 

refreezing. So, it becomes very important that is the; you also take the care of the change process 

and here I would like to mention that is compliance and affirming. The leader’s effectiveness 

will depend on this because the most of the members.  
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You see that is some of them will be the totally into the monoculture, some of them those who 

are ready for the multicultural. But some of them they will be in the margin. So, these 

marginalized groups with the compliance and affirming and these steps are to be taken by the 

leader. Leader has to understand, he has to bring the team at a particular competitive level and to 

bring the count team at the particular competitive level it becomes very important.  

 

That is the you are having the compliances is there. Because the club is already there, the group 

has form. But when you are taking into the multicultural inclusive level then in that case you 

have to take care of those employees those who are having at the marginal level.  

(Refer Slide Time: 23:03) 

 

So, the multicultural organization development model based on earlier work by Jackson and 

Holvino provides a useful way. And there is a frame in the initial assessment of where it is on the 

path to multiculturalism. So, you are leading that particular group towards the multiculturalism is 

there and then you decide on a vision of multiculturalism it wants. So, what the multicultural is 

the goal that it wants to achieve and they select the appropriate goals and interventions. 

 

So, here I would also like to take the help of the OD organization development is there. So, 

structural interventions, team interventions. So, these interventions appropriate interventions are 

to be used to support the desired vision, and the exclusionary organizations those are the it will 
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not work. So, there openly maintain the privileged groups, power, and privilege and deliberately 

restrict membership. So, that is the exclusionary is there.  

 

So, is so that is why many times those who are having this exclusionary organizational system so 

they restrict the membership, they do not allow to even recruit the member employees from the 

different cultures. Intentionally designed to maintain dominance of one group over others. And 

therefore, in that case, there will be groupism and the one group will not allow the other group to 

enter. So, over discriminatory exclusionary, and harassing actions go on addressed.  

 

So, therefore in that case the practices in the team that will be a very negative and unsafe, and 

dangerous environment for marginalized group members will be there. Because those who are 

coming from a different culture and there might be chances that is they may feel unsafe and 

dangerous. So, what is required? 

(Refer Slide Time: 24:54) 

 

So, therefore in the club our way to the highway so when it is not the; my way is highway, it is in 

from no way to the; our way or the highway is there. So, here it maintains the privilege of those 

who have traditionally held power and influence. And mono cultural norms policies and 

procedures of the dominant culture are viewed as the only right way to business as usual. So, 

therefore in that case it is not the question of your way or my way it is the right way.  
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So, the dominant culture institutionalizes in policies, procedures, services etcetera. So, here it is 

very, very much important that is the; we have to be very careful in understanding and framing 

policies, processing, and services. The limited number of token members from other social 

identity groups allowed in if they have the right credentials attitude and behavior and therefore 

those who are able to mix up. So, they have been allowed.  

 

So, engaging issue of diversity and social justice only on club members’ terms and within their 

comfort zone is there. So, here you see those who can be comfortable. Here, it is very important 

to point has been mentioned that is about the diversity and social justice is there. So, this will be 

only possible when there are the club members are there and, in the club, members are there so 

then you can create a comfort zone. 

 

So, here it is that is the collective actions will be taken and on the basis of these collective 

actions the decisions will be taken in this particular our way or the highway is concerned. So, in 

the stage two what if what from the; we are moving up? We are moving from the no way that is 

from the exclusion to the other way is there. So, now what is the role of leadership here? The 

role of leadership is the right credentials to identify the right credentials that who will be the 

right person to incorporate into team. 

(Refer Slide Time: 26:58) 
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The third is the compliance organization, the letter of the law. The committed to removing some 

of the discrimination inherent in the club organization. So, therefore in that case this is to be 

taken care of. So, this removal of the discrimination inherent in the club organization that will be 

the; that should be there and they provide some access to some members of previously excluded 

groups. So, it is those who have been excluded earlier they should be given certain access also.  

 

So, therefore no change in organization, culture mission or structure is there. So, ultimately it is 

organizational culture that has to be there and that should not be changed and do not make waves 

are often the challenges dominant group members are there. So, therefore in that case about it 

should be our focus. So, our focus is to be that is the whenever we are talking about these 

challenges there, our offend is there.  

 

So, then there should not be this offend and challenge by the dominant group members should 

not be there. They should not do that. Efforts to change the profile of work force at bottom of 

organization. So, therefore for every team member, for every culture there are certain essentials 

and then essentials are that has to be made. So, efforts are to be made to change the profile if 

somebody is not having.  

 

Token placements in stock positions must be team players and qualified, must assimilate into 

organization culture, must not challenge the system or rock the boat, must not raise issues of 

racism, classism, ableism then the hetero sexism, religious operations and the ageism. So, 

therefore, whatever the reasons are there which are making the suppress the group or team that 

those all issues that they should not be allowed to raise. 

(Refer Slide Time: 28:55) 
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The affirming organizations is there that is we welcome the diverse candidates. So, now from the 

exclusive to marginalized, conforming now we are going to miss the affirming. So, committed to 

eliminating discriminatory practices and inherent advantages are there. So, actively recruits and 

promotes the members of the groups that have been historically denied access and opportunity 

and the therefore in that case that a group has been those who were earlier not selected.  

 

Now the team will provide the support and career development opportunities to increase success 

and mobility is there and it is a responsibility of the leader. The employees encourage to be the 

non-oppressive awareness training is there. So, therefore in that case employees must assimilate 

to organizational culture. And whenever they are assimilating to organizational culture then 

definitely in that case, they will be able to work together in the diversity also.  

 

So, here it is the employee should be always given they should be selected also. So, therefore in 

that case as per the selection procedure of the organization is concerned. So, such type of 

employees should be applicant should be allowed to get selected into the organization and 

whenever they are ready to work in the organization then at that time this type of these training 

programs that can be organized.  
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So, that therefore if there is a very high gap or there is a diversity then here, they will be able to 

perform in us collectively with the help of the training. And whenever this training programs will 

be provided, they will be able to perform.  

(Refer Slide Time: 30:38) 

 

So, redefining organization is our success and daily practices are there in transition and working 

to create environmental values and capitalize on the diversity. So, that is working to ensure full 

inclusion of multicultural workforce to enhance the growth and the success of organization. So, it 

is the beginner to question limitations of organization culture and therefore it is a mission, 

policies, structure, operations, services, management practices and climate is there. 

 

So, this is very important find for the leader is concern that is the leader should go for this type 

of this redefining organization practices and implement the policies and practices to redistribute 

the power and the empowerment of all members is there. 

(Refer Slide Time: 31:25) 
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And finally, the inclusive organization is there. In the inclusive organizations it can be the 

diversity of work knowledge and the perspectives has to be there. So, that they will be here that 

is the fabric of the business of the organization such that is all are working together are there. 

And members of the all groups are treated fairly, they feel included and have equal opportunities 

and represented organizational levels and functions are there. 

(Refer Slide Time: 31:50) 

 

So, these are the on the basis of the above discussions these are the mono cultural transitional 

and multicultural parameters are there and accordingly we can develop the policies can be 

developed. 

(Refer Slide Time: 32:02) 
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On basis of this we will be able to create that environment that is the global environment, 

socially responsible environment that will be developed production services and technology will 

be developed.  

(Refer Slide Time: 32:16) 

 

And ultimately, we will be having the inclusive organization. These are the case studies.  

(Refer Slide Time: 32:23) 
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(Refer Slide Time: 32:27) 

 

This case study and you will be able to answer the questions on this case study. 

(Refer Slide Time: 32:29) 
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And these are the research papers which you can refer and that will help you. 

(Refer Slide Time: 32:34) 

 

And this is the book that will multicultural teams creating and sustaining environment for 

learning from perspective diversity and maximize the team effectiveness is there. 

(Refer Slide Time: 32:45) 
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And therefore, we will be understanding that is how to design the team for the effective 

performance. 

(Refer Slide Time: 32:51) 

 

These are the references which we can refer for the further readings also. Thank you. 
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology, Roorkee 

 

 Lecture - 47 

Building Great Teams 

 

In this particular after this virtual team’s multicultural teams, now we will talk about how to 

build the great teams are there. In this team building four components of team building; team 

building processes. 

(Refer Slide Time: 00:35) 

 

Types of team-building exercise, 12 C’s of team building, laws of team building, 5 behavior 

of cohesive teams turning individuals into team players, the case study, research papers, and 

book recommendations that we will be referring. 

(Refer Slide Time: 00:48) 
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So, team building whenever we talk about team-building, so it is a management technique 

used for the efficiency and performance of work groups, that already we have gone through 

these particular concepts. So, here but what is required it requires a lot of skills and analysis 

and observation for forming a strong and capable team misery. So, it is a skillful job, 

everybody will not be able to build the team and to achieve the organization’s vision and the 

objectives are there. 

 

So, here whenever we are talking about the great team require lots of skills. So, some 

managers specialization team building skills under hired by the companies on this parameter 

is there. The manager responsible for team building. So, he must be able to find out the 

strengths and weaknesses of the team members and create the right mix of the people with the 

different skill sets are there. 

(Refer Slide Time: 01:41) 
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So, whenever we are talking about goal setting, the component is designed specifically to 

strengthen a team member’s motivation to achieve the team goals and the objectives are 

there, and whenever these team members that is a goal-setting. So, what is the goal of an 

individual and at the goal of the individual that has to be matched with the overall goal of the 

team and the overall goal of the team has to be matched with the vision of the organization? 

 

So, that is the motivation to achieve team goals and objectives. So, team members are 

expected to become involved in action planning to identify ways to achieve those goals, that 

is how they can achieve those particular goals are there and therefore, in that case, that 

collective efforts are to be made. So, first and foremost is that is about the goal setting is 

there. The second is that role clarification.  

 

So, it entails clarifying individual role expectations, group norms and the shared 

responsibilities of team member. So, role clarification can be used to improve team and 

individual characteristics. So, that is by reducing the role ambiguity is there what is the role 

of ambiguity? Role ambiguity means that you are playing the two roles suppose you are 

playing the role of a husband and role of son and then there is the wife is saying the different 

decision.  

 

And the mother is saying the different decision and now you have to follow then to whom 

you will follow. So, now you are into the role ambiguity which role? I have to follow the role 

of a husband or I have to roll of a son or so therefore in that case that it is up to you only and 
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you, therefore, that role clarification that rule clarification can be used. So, that is the then 

somebody will tell you that is the; what role is to be played.  

 

So, therefore in that case the work structure by negotiating defining. Then you can go for that 

particular role. Clarification is there so you have to negotiate wherever you can negotiate 

with mother or with your wife, so negotiating and defining is required. 

(Refer Slide Time: 03:55) 

 

Now, the second is interpersonal relations. It assumes that teams with fewer interpersonal 

conflicts function more effectively. So, the teams with the greater number of interpersonal 

conflicts are there. So, naturally, that is the whenever their interpersonal conflicts are less. So, 

interpersonal conflicts where there are interpersonal conflicts are there. As we have seen in 

the multi multicultural teams also.  

 

Maybe because of the diversity cultural diversity is there or there may be the personality 

differences are there. So, therefore that interpersonal conflicts will arise, and naturally, the 

leader what leader has to do, and the leader has to manage those interpersonal conflicts, lesser 

the fear will be the interpersonal conflicts more will be the greater number of the results 

better will be the results are there.  

 

So, the team will be more effective. It involves an increase in teamwork skills, mutual 

supportiveness, communication, and sharing of feelings is there whenever there will be the 

less conflicts and that is understood as a problem solved. This is a very important point is 
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there, normally what happens is that is there whenever we are working in the organization 

you find that there are the certain problems are there.  

 

So, the fourth component emphasizes on the identification of major problems in the team’s 

tasks to enhance the task-related skills. And in it is an intervention the team members identify 

major problems, generate relevant information, engage in problem-solving, and action 

planning, and implement and evaluate the action plans are there. So, therefore always there 

will be the action plans that will be based on and that is how you are the team is able to solve 

the problem. And the leader plays a very important role.  

(Refer Slide Time: 05:40) 

 

That is whenever there is a problem and then what action plan he decided and that will be the 

solving the interpersonal conflicts. Now, what are the advantages? The advantages are the 

first is that we identify the strengths and weaknesses. So, therefore in that case in team 

building we understand the strength and weaknesses, we direct towards the vision and 

mission, develop communication and collaboration establishes roles and responsibilities.  

 

Initiates creative thinking and problem solving, builds trust and morale, introduces and 

manages the change, and facilitates delegation and better productivity is there. So, therefore 

in that case all these advantages whenever you are able to resolve these interpersonal 

conflicts make the team a great team, and the team is directed towards the achievement of 

goals. So, therefore, in that case, it is always we have to understand.  
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That is every individual in the team is a different personality and their thought process will be 

different, from their heritage, environment and in a given situation, every team member will 

act differently. So, therefore you have to understand it is the who will react and interacts in a 

given situation, and accordingly, the assignments of the team is to be given. 

(Refer Slide Time: 07:01) 

 

Now, in what is the team-building process? So, identify the need for team building and define 

the object using the required set of skills is there. So, therefore, in that case, is there any need 

of a team or not? That is a basic question. Now, please understand many jobs can be done by 

a single person, and many times the individuals feel that there is no need of a team and why 

the boss is creating the team.  

 

So, therefore why there is a need for the team that should be justified. Define objectives and 

required set of skills for every particular job which the team has to perform the task has to 

perform. They should have the required set of skills are there otherwise the people are 

making the team but they are not able to do. So, considering the team roles to determine a 

team-building strategy.  

 

Develop a team of individuals who establish and communicate the rules identify individual 

strengths, be a part of a team and monitor performance. And as a result of which then the 

schedule the meetings and dissolve the team is there. So, as we have seen right from the 

forming. So, forming, storming, norming, performing and adjourning is there. So, from this 

forming and then we until it is the adjourning is there that every team has to dissolve. And 

then that will be complete. The total team building process is there. 
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(Refer Slide Time: 08:28) 

 

Now, identifying the need for the team building is there. First to analyse the requirement of a 

team for completing a particular task. It should find out the purpose of the work to be 

performed, required skills for the jobs and its complexity before the forming a team is there. 

So, define objectives and required set of skills are there. So, next comes the checking down 

of the organizational objectives and the skills needed to fulfil it is there. 

 

So, I would like to give the example that whenever we are having the deciding the 

organizational objective for this particular financial year, we will be cutting the cost. Now, 

the team which is working they should have that all those skills. So, that they can contribute 

towards the minimizing the cost. So, that type of the functions which are which are 

performed to be team. So, that has to be aligned with the organizational objectives. 

 

So, therefore in that case this is but, it requires a set of skills a simple example is the energy 

consumption. And in the energy condition if you want to make the less energy consumptions 

and then you have to go for the solar. So, therefore in that case those but working on this 

solar and those particular skills are required for working on those types of the machineries 

which are working with the solar energies.  

 

So, consider the team roles in the various aspect interactions among the individuals, their 

roles and responsibilities, strength and weaknesses, composition and suitability of the 

possibility members. So, therefore in that came who will pledge what role because you are 
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having the number of team members. And therefore, in that case but here it is to be connected 

about the individual.  

 

And then they understand that is who can do what and who cannot do these certain activities. 

So, therefore if yours that strength and weaknesses is properly analysed about the individual 

then you can ascend the role accordingly. 

(Refer Slide Time: 10:29) 

 

So, determine a team building strategy has to understand operational framework well to 

ensure an effective team building. He must even still be assured of the objectives, roles, 

responsibilities, duration, availability of resources, training the flow of information, feedback 

and building trust in the team is very, very important is there. So, therefore in that case the 

leader he should be very clear about the; that what he wants to know why he is developing 

the team. 

 

And therefore, in that case that manager or the leader he will be assured to the objectives and 

roles. That what roles are there and the responsibilities, what responsibilities are to be bare by 

the team members and by himself duration ability of resources. Now, when we; talk about the 

resources, machine, material, money, method, minutes. So, therefore whatever the ability of 

the resources are there.  

 

So, then how it should be available and once resources are provided then the person should 

be able to run maintain these resources utilize those resources. And therefore, the proper 

training will be required, so there here it is also important that we talk about the team is a 
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collective effort. But we have to develop the team of individuals. So, therefore individuals are 

properly trained, because we are having the strength and weaknesses.  

 

So, once we know the strength and weaknesses then we can collect the information and can 

develop them and make familiar with his role and responsibilities. And another important 

aspect is the; communicate the rules. Now many times the leaders they are not able to express 

that what they really want and what are the rules are there. But if somebody violates the rule.  

 

And then they take the action and the team member says I was not aware of this rule. So, 

communicate the rules and therefore here whenever the decisions are taken by the leader. He 

will decide on the basis of this; whatever the schedules are there. And accordingly, the basis 

of the schedules he will ask the team member to perform and when he is able to perform then 

there is no problem.  

(Refer Slide Time: 12:39) 

 

If he is not able to perform then definitely, in that case the manager has to manage all these 

directions. So, identify the individual strength, so various team building exercises are 

conducted to bring out the strengths of the individuals are there it also helps in familiarizing 

the team members. So, therefore with each other strengths and weaknesses also. So, many 

times when in the beginning itself there are the number of the exercises are there.  

 

And by those exercises, they come to know about the each other. So, be a part of the team so 

at this point the manager needs to get involved with the team as a member and not as a boss. 

So, therefore he is the one of them. Making the individuals realize their importance in the 
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team and treating each member equally is necessary and the team members should see their 

managers as a team leader mentor and role model.  

 

So, that role of that particular team member and that will be definitely will be different. So, 

monitor the performance. Next step is checking the productivity and performance of the team 

as a whole. So, because once you identify the strengths and be a part of the streams you 

started working and now whether they are working accordingly the expectations are not. So, 

finding out the loopholes and then but naturally.  

 

In the team process they might be possible that some are able to perform some are not 

performing. So, find the loopholes and the reason for it that is why they are not able to 

perform this step is necessary to improve the team’s performance and productivity in the long 

run. So, therefore in that case it is very, very important that is the whenever we are talking 

about the monitoring performance.  

 

That is always we have to see that is the; it continues many times what happens the team is 

performing in the beginning then; it goes down then again it goes up then again it goes down. 

So, therefore this step of the; monitoring performance that will be creating a problem. So, that 

is to be properly monitored by the leader. 

(Refer Slide Time: 14:35) 

 

So, schedule the meetings, one of the most crucial steps is to behold purposeful meeting and 

from time to time to discuss team performance. Whatever the task related problems and 

discuss the future course of action. Now, you see that is the many times the team members 
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they are frustrated of the meeting. That is the manager is calling the meeting again and again 

but here we have to understand.  

 

That is unless and until the meetings are not organized that proper communication will not be 

there. And whatever the goal objectives feedback is there that will be discussed in the 

meetings only and finally it is a dissolved team. The manager needs to evaluate the results 

and reward the individuals on their contribution and achievement is there. So, therefore the 

fair evaluation is to be done.  

 

Because the ultimately goal has been achieved, that is why the team has been dissolved 

normally. So, therefore the team is dispersed on the fulfilment of the objectives for which it 

was formed. And on the basis of this and that task is completed and the team will be 

dissolved. 

(Refer Slide Time: 15:38) 

 

What are the challenges are the potential pitfall while the team building is there? So, 

managers should avoid the expecting a new team to perform effectively from the word go. 

So, they it is not like right it is a start and then the team will be starting performing, no and 

from the word go it will take some time. Dominating the; work of the team whether they 

intentionally or unconsciously, do not dominate the team members.  

 

Exercising excessive control which may stifle creativity. So, allow to be them the creative 

and do not to make them then on the interference in their work. Overlooking the; influence of 

formal and informal team roles. Now, you see every team is performing certain formal jobs 
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which has been told. But simultaneously there are the informal roles also. For example, the 

supporting each other.  

 

So, supporting each other is the formula also and in that case, somebody is in the problem 

and is doing somebody else is doing his job it is informal also. So, therefore in that case 

manager should not overlook this type of the formal informal roles. Allowing the team to lose 

focus on the task to be completed and allowing individuals to take credit for the achievement 

of the team is there.  

 

So, therefore it is allowing the team these to lose the focus that will that will be a big 

problem. So, the team has to be focused one and that is by the monitoring. Allowing 

individuals to take credit for the achievements of the team, no it is a collective effort. So, 

therefore avoid that somebody takes the credit for himself maybe the leader, leader should 

also avoid. So, being overly dependent on providers of the team building activities this can 

help.  

 

But their role in developing a team needs to be carefully managed. So, therefore in that case 

team building activities these developing and team, that is has to be carefully to be managed. 

Automatically materialize at the end of the team building course. So, therefore in that case it 

is not that is the once the team has formed so they will automatically will start performing 

they will give the results no, that monitoring is required. 

(Refer Slide Time: 17:45) 
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Now, how the team building exercises can be done? So, one is the communication exercise, 

so improve the problem-solving activities data geared towards improving communication 

skills and the issues that teams encounter. The problem-solving decision-making exercises 

are there focus on the groups working together to solve the difficult problems to make 

complex decisions.  

 

So, planning adaptability exercises are there on aspects of the planning adaptability to 

change. And this is important for teams to be able to do when they are assigned complex talks 

the decisions are there, the trust exercises are there. So, involve the engaging team members 

to induce trust. So, therefore in that case; communication problem solving planning and 

adoptability and the trust exercise.  

 

So, therefore in that case whenever we are talking about these exercises and depending on the 

comfort levels of participants are required and therefore in that case you will be able to build 

the building the team is there. 

(Refer Slide Time: 18:37) 

 

Now, what are the 12 Cs of team building? So, clear expectations, context, commitment, 

competence, charter mission and vision, the control, collaboration, communication, creative 

innovations, consequence, coordination and cultural diversity is there. So, we have talked 

about these dimensions also that is the how these dimensions will be affecting to making the 

great team. 

(Refer Slide Time: 18:59) 
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Law of building team law of significance is there; one is too small in number to achieve the 

greatness is there. So, therefore in that case all have contributed. Law of the big picture the 

goal is more important than the role is there. So, therefore in that case achievement of goal is 

that is the we have to focus on that. Law of the position, a sign of a great team leader, is the 

proper placement of people.  

 

Law of mount Everest you do not climb a mountain like yours by trying to race ahead on 

your own, or by competing with your comrades. You do it slowly and carefully by unselfish 

teamwork. So, Sherpa Tenzing Norgay, submitted mount Everest with the Edmund Hillary in 

1953. So, law of the chain the strength of the team is the impinged by the weakest link is 

there. 

(Refer Slide Time: 19:49) 
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Law of the catalyst winning teams have players who make things happen. Law of the 

compass of vision gives team members direction and confidence is there. So, moral compass 

is their spontaneous compass, historical compass, directional compass, strategic compass and 

visionary compass is there. So, therefore and this whenever we; are having this type of 

rebuilding the team.  

 

So, then there will be the morality that is to be taken care of the spontaneously decisions are 

to be done. Then we have to also understand that is what is happening in the past how it has 

been done. Directional compass what will be the future and accordingly the designing the 

strategies and therefore you will be able to achieve your goal, so that is the vision. So, Law of 

the bad apple rotten attitudes ruin a team.  

 

So, therefore attitudes rotten attitude and that should be avoided. Law of the price tag the 

team fails to reach its potential when it fails to pay the price. So, always it is the; whatever 

the work has been done by this particular team and that is up to his extreme potential. So, 

therefore in that case, it will be always better that is we if we explore the potential as much as 

possible. Law of communication interactions the fuel the action is there. 

(Refer Slide Time: 21:13) 

 

So, these are the 5 behaviours of building the cohesive team is there. There is a trust, conflict, 

commitment, accountability and the results are there and on therefore in the case, it is 

building the trust mastering the conflict and that is the constructive debate is to be organized. 

Vulnerability without fear of the repulsions that is to be there achieving the commitment 

clarification and buy-in is there.  
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Embracing the accountability full attainment of the commitments and the focusing on the 

results focus on the collective outcome is there. So, therefore right from the building the trust 

managing the conflicts increasing the commitment developing the accountability and 

achieving the results or goals are there. 

(Refer Slide Time: 21:55) 

 

So, therefore these 5 ways of the building question team is the building the high levels of 

trust and then the productive and well intentioned the conflict is there considered dangerous 

on a team because it can lead to the hard feelings. However, if the team has relationship trust 

members will secure enough to be honest and courageous. If the trust is truly in place conflict 

is constructive attempts, without conflict tend to shut out valuable feedback which can lead to 

the poor decision making is there. 

(Refer Slide Time: 22:24) 
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Strong commitment to the team decisions and standards is required and therefore in that case 

reaching the consciousness means the compromise and compromise might not only yield the 

best result. Compound commitment comes with the clarity of purpose take a problem for 

which they are several ideas are there. With the trust and appropriate conflict, the team 

chooses the idea they will pursue.  

 

And though only one idea is chosen, every member understands why that idea was selected 

and supports the idea both inside the team and when communicating externally is there. 

(Refer Slide Time: 22:54) 

 

When we are talking about the accountability is a typically the most difficult behavior for a 

team to master. So, most will never get to the point where each team member routinely holds 

all the members accountable. Reaching and maintaining the goods course in the previous 
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steps will make accountability much easier. So, therefore it is the how much the work has 

been done and how it has been performed.  

 

So, that will be the previous accountability that will clarify to give the next responsibility. 

Accountability can become part of teams overall dynamic is there. Focus on, what is the best 

for the team results is there. Why the team exists? So, if each behavior is functioning well, 

each member of the team is focused on achieving the team goals and the team goal becomes 

more important than any individual’s personal goals and everyone feels rewarded being part 

of the team results are you there. 

(Refer Slide Time: 23:48) 

 

So, shaping the team players. How to shape? The selecting employees who can fulfil their 

team roles. Now, here you see that is the matching there is a personality job fit. Whatever the 

roles the leader knows that what are the different roles are there and then he has to identify 

who is having that particular strength and weakness and then accordingly there you have to 

give that employee selecting rules are to be given and then he will be able to fulfil those 

roles. 

 

So, this analytical approach of the leader is very much necessary. So, this the team member 

will also enjoy and leader will enjoy. Training employees to become team players. Now, 

sometimes you do not find that particular quality one or two qualities are lacking deceptive 

the qualities are there. So, then in that case their training can be provided. Reworking the; 

reward systems to encourage cooperative efforts while continuing to recognize individual 

contributions. 
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And therefore, in that case, a reward system can be implemented. Some people already 

possess the interpersonal skills to be effective team members. So, when hiring the team 

members, the technical skills required to fill the job, care should be taken to ensure that 

candidates can fulfill their team roles as well as the technical requirements. Can it go under 

training transfer to another unit within the organization without teams? Do not hire the 

candidate there. 

(Refer Slide Time: 25:06) 

 

So, therefore already possess, training is there is an individual accomplishment can be trained 

to become team players. Training specialists conduct the exercises that allow employees to 

experience the satisfaction that teamwork can provide. And they help employees to improve 

their problem-solving communication negotiation conflict management and the coaching 

skills are there.  

 

And finally, the rewards, the reward system needs to be reworked to encourage cooperative 

efforts rather the competitive ones are there. That is to be taken care of. So, it is not creating 

the more conflict reward system should not create the more conflict rather than it should be 

encouraging and motivating. Promotions, pay raises and other forms of recognition should be 

given to individuals for low effective.  

 

They are as a collaborative team member how effective they are as a collaborative team 

member are there. So, therefore in that case it will be very, very important that is the 

whenever we are giving these; any rewards to any individual. So, how they were effective, as 
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a collaborative team member’s that is to be considered. This does not mean individual 

contributions are ignored rather they are balanced with the selfless contributions to the team 

is there.  

 

And therefore, we have to understand that is those who are giving the selfless their 

contribution to the making the team successful and achieve the goal and they should be 

appreciated. 

(Refer Slide Time: 26:26) 

 

As usual, this is the case study growing company manufacture the Columbia corporation. In 

this case study you will find about these questions. 

(Refer Slide Time: 26:36) 
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What issues must be resolved to create an effective executive? And what types of the changes 

are needed in how much leads the team is there? 

(Refer Slide Time: 26:46) 

 

And this is a research paper there is a team building employee empowerment and employee 

competencies and this particular page, the paper view and organizational perspective of 

learning to create a strong theoretical foundation by exploring the effects of team building 

employee empowerment and organizational learning culture on employees’ competency is 

there. 

(Refer Slide Time: 27:06) 

 

So, that organizational learning culture signifies strengthen the relationship of a team 

building an employee empowerment on employee competencies are concerned. 

(Refer Slide Time: 27:15) 
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(Refer Slide Time: 27:17) 

 

So, this is the book, team building book proven strategies for improving the team 

performance and therefore in that case, it will be talking about. 

(Refer Slide Time: 27:28) 
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That is the how this particular context compositions competencies and change and they are 

used for making a very effective team and the book is also supported by these illustrative 

examples and therefore with those examples also that will also help you to how to build a and 

great team is there. So, either leader, members, team consultants, knowledge and skills they 

need to create the effective and high functional teams are there. 

(Refer Slide Time: 28:04) 

 

So, these are the references which you can use further for your studies and this is all about 

that is how to make a big team or the great team in the organization context. Thank you. 
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Leadership and Team Effectiveness 

Prof. Santhosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology, Roorkee 
 

 Lecture - 48 

Experiential Learning 

 

Today, we are discussing an exciting session about experiential learning, the importance of 

experiential learning, principles of experiential learning, and Kolb's experiential learning theory 

and styles. How can online learning help with experiential learning? How do corporate 

companies use experiential learning?  

(Refer Slide Time: 00:41) 

 

Conventional learning versus experiential learning, is experiential learning the future of learning 

and then, as usual, the case study research papers and the book recommendations. 

(Refer Slide Time: 00:51) 
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So, first, we will try to understand what is precisely the experiential learning is there. So, the 

means involved are based on the experience, and observations are there. So, it is the individual 

so many times the, people said it is the whether the MBA is necessary. Some people say no, 

MBA is not necessary. Many people are very successful leaders but do not have MBA, so how 

they have become successful.  

 

So, that is about the experiential learning is there. So, whatever their life is experiences were 

there, they have used as a, and then we said it is a life is like a book, and therefore they have 

used those experiences and taking the decisions based on the past experiences, and this way the 

experiential learning is taken has led the leaders. So, experiential learning is learning through 

experience and is more narrowly defined as learning through reflection on doing.  

 

So, whatever the actions are done, they have made the decisions based on past success and 

failures. So, it is not limited to hands-on laboratory experiments, internships, practicums, field 

exercises, study abroad, undergraduate research, and studio performances; no, this is not limited 

to this one. Only what they have done during this type of this academic learning is there.  

 

They have used tacit knowledge to get this particular learning, whatever the tacit knowledge. So, 

here that whatever they have done the acting. So, act and, based on that act, their decisions. So, 
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therefore those decisions give them specific experience. Just this simple example is to trust or not 

to trust.  

(Refer Slide Time: 02:52) 

 

So, this will be the just indecision and therefore the in when the decisions are very positive. So, 

they will continue, and if they are not positive, they will stop, and that particular act acting will 

be different. So therefore, in that case, experiential learning fosters the development of self and 

organization. Moreover, the strength of experiential learning is this.  

 

Suppose you are working in a particular x company, and there you are going through all these 

literature and laboratory experiments and the primary and secondary data. However, in that case, 

whatever they are having this development of self while doing in that particular department 

section with that particular person and therefore what type of the how Mr. x will behave that you 

learn from the experiential learning is there.  

 

So, therefore what my father will say if I do this so, therefore, in that case, will be the 

experiential learning. In knowledge and skills, breadth and depth of understanding which 

ultimately results in increased self-confidence and esteem, are there. So therefore, in that case, it 

is always becoming a better understanding of the people because that is the first-hand 

experience.  
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It brings about the perfection in the performance of a job, and therefore you become the perfect 

one. It helps employees gain status and enables individuals to move into more prestigious social 

roles and better-rewarded jobs. So therefore, in that case, it will be becoming the very, very 

important or whatever the prestigious social roles are there and whatever the particular person 

has gained the rewards. So, therefore that will make him the learning. 

(Refer Slide Time: 04:52) 

 

It helps employees also. So, therefore in that case, whenever they are they are making this 

particular performance or experience at the workplace, as I was saying, that is the Mr. x so that 

Mr. x is well known to you. So, therefore, in that case, that particular understanding will be much 

more right than any secondary data is concerned. It provides a competitive advantage for 

survival, and the progress is there.  

 

So, within organizations, you know how to handle it facilitates organizational change and 

development. Because of your experiential learning, you know what will be the future of this 

organization and what changes are to be made to be more effective. So, therefore organization 

will develop. It helps maintain better relations with suppliers, customers, and dealers because 

you already have expenses.  

 

Meeting challenges faced by the organization. Now you see, every organization has its history, 

and in that particular history that they have to exercise, they have exercised how that problem or 
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issue has been resolved. What were those challenges, and how the organizations have overcome 

those challenges? That experience you know that experience cannot come that without any the 

whatever the ah efforts are made.  

 

So, you will not gain that experience without whatever intellectual ability, knowledge, and skills 

you put on to overcome that particular challenge and then you have won that particular challenge 

and made your organization sustainable. So therefore, in that case, they, whatever the challenges 

faced by the organization and the team which has worked during those  particular challenges. 

Any other source of knowledge can never compensate them. 

(Refer Slide Time: 06:52) 

 

So, therefore going to the zoo tool, a fascinating example has been given here. Learn about 

animals through observation instead of reading about them and growing a garden to learn about 

the photosynthesis instead of watching a movie about it or hopping on a bicycle to try and learn 

to write instead of listening to your parent explain the concept is there. So, therefore every 

activity like riding, swimming and driving.  

 

So, here we can have that learning by reading from the books. So, therefore for effective 

swimming, you have to enter into the water for practical driving, you have to make practice this 

driving, and for any managerial effectiveness purposes, you have to make a first-hand 

experience. So therefore, in that case, all the first-hand experiences will tell you.  

1142



 

So, therefore in swimming, you will not be able to swim if you are not done or exercise or 

practising earlier, and you are not assuming yourself. So, therefore in that case, by sitting at the 

edges, swimming cannot be learned; you have to enter, and that is becoming this particular 

experiential learning is there. 

(Refer Slide Time: 08:23) 

 

It stands in contrast to the prominent theories of learning, which underpin most traditional 

educational methods like behaviouralism and implicit learning. So, therefore there have been 

many contrasting theories are there. So, experiential learning brings a different theoretical 

perspective, as seen in the following principle. So, focus on the learning process rather than the 

outcomes are there.  

 

So, this is very important, and that is why we often say these students do not focus on the marks 

but the knowledge. Moreover, the what knowledge you gain during your learning in the 

classroom, so behavioural conceptualization of learning suggests you can measure the 

effectiveness of learning by the number of facts or habits a person has learned in response to 

stimulus questions are the conditions are there.  

 

Furthermore, therefore, in that case, this particular stimulus will help the learning. So, whatever 

the person has come across, these elements of thought or ideas are fixed, and the goal is to 
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acquire more of them. So, experiential learning suggests that ideas are not fixed; instead, they 

form and reform through experiences. So, when you join an organization, you are the trainee, 

and you join an organization.  

 

So, you have a different image of the working culture, working practices, and working positions, 

but when you go through that organization's culture, organizations practices, and organizations 

positions, and then you form yours based on your experience, you form the different thought is 

there. 

(Refer Slide Time: 10:12) 

 

So, therefore, in that case, this process of the thought process, which has been developed with the 

experience, also becomes very strong. So, it is the process of learning that is grounded in 

inexperience. Implementing, testing, evaluating and refining ideas exclusively regarding familiar 

experiences does not present an opportunity for learning because experience must violate 

expectations to hold values.  

 

So, as a result, education involves refining and modifying the old ideas and implanting the new 

ones. Furthermore, experience is the vehicle through which this process can occur. So, therefore 

education involves refining and modifying the old ideas and implanting the new ones but these 

new ideas that you have to experience. When experiencing new ideas, you will develop your 

thought process again.  
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Whether this new methodology, new system, and when you will be implementing exercising, 

going to the familiar with your particular experience, only you will be able to understand how 

much it will work or not. So, that is why it is a transactional taking place between the 

environment and the learner is there. The resulting experience and knowledge are applicable in 

the broader context.  

 

Because the knowledge results from testing and refining theories rather than learning by writing, 

it is constantly refining the theories because the new input will come, the research will be done, 

and new input will come. Moreover, in that case, you have to identify what will work in this 

particular context and keep on refining your theories. 

(Refer Slide Time: 11:55) 

 

Kolb's experiential learning theory and learning style are there, and therefore now, there are the 

two parts of Kolb's experiential learning theory. First is that learning follows a four-stage cycle 

as outlined here, and Kolb believes that ideally, learners progress through these stages to 

complete a cycle and, as a result, transform their expenses into knowledge is there. Now, what is 

the cycle is there.  

 

So, active experimentation is their substantial experience, reflective observation is there, and 

abstract conceptualization is there. So, whenever you are talking active experimentation so 

1145



planning or trying out what was the, learn and there whatever the concrete experience is there 

doing or having an experience. So, naturally, as we were talking about, that is the; whatever you 

are planning and then whatever you do.  

 

So, there will be the reflective observations; reflective observations are the experience basis will 

be there, whatever the concrete experience you had. So, that will give you that particular 

reflective experience will be observations will give you on that particular experience. Moreover, 

the abstract conceptualization will be there, and therefore, you are concluding your learning from 

the experiences there.  

 

So, while the second part is about the cognitive processes that occurred in order for the acquiring 

knowledge to be there, in that case, this cognitive part about the conceptualization observations 

and conceptualization is there. Whenever any individual has these observations and then based 

on these observations, you will find that is whatever he conceptualized. 

 

Furthermore, as my experience says, this will work that will not work when the experienced 

people are there.  

(Refer Slide Time: 13:55) 

 

So, what we said is the experience people have conceptualized by doing because they are 

experienced so that we can also learn from the other's experience. So, Kolb's learning cycle is 
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based on Jean Piaget's focus on the fact that learners create knowledge through interactions with 

the environment. So, that is why it is a transactional process. That is, a transaction between the 

individual and the environment is there.  

 

So, this can either be a completely new experience or a reimagined experience that has already 

happened. So therefore, in that case, any experience either will be a new experience will be there 

at least people will be new, the process will be new, technology will be new, or that is the 

experience which is already happening. So, every year you are doing the same thing so, and your 

group has not changed, so people are also identical. 

 

In a concrete experience of each learner engages in an activity or task, Kolb believed that the key 

to learning is that involvement is there. This stage in the learning cycle allows the learner to ask 

questions and discuss the experience with others. So, communication at this stage is vital as it 

allows the learner to identify discrepancies in their understanding of the experience. So, therefore 

concrete experiences are there and easily engage in an activity or task. 

 

While in the case of the reflective organization is concerned that he is allowed to ask the 

questions. It was not in the case of the concrete experiences there and discussing the experience 

with others, so in this stage. So therefore, in that case, the discrepancies between their 

understanding and the experience itself are there because there are the other people involved.  

 

While, in case of the concrete experience is concerned, that is, you are involved. So, the learner 

is engaged in an activity and task. While here, the learner is engaged with the other people also.  

(Refer Slide Time: 15:55) 
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So therefore, in that case, it is the interaction between two, while in the case of the concrete, it 

was the one single learner. The third step is abstract conceptualization. The learner attempts to 

conclude the experience by constantly reflecting on their prior knowledge. So, therefore 

whatever the experience the person is having, there will be prior knowledge.  

 

Using ideas with which they are familiar or discussing possible theories with peers is there. So, 

they will discuss all the possible theories applicable here. The learner moves from reflective 

observation to abstract conceptualization. So, therefore now it is he takes the crus out of that and 

when they begin to classify concepts and form conclusions on the events that occurred is there.  

 

Moreover, they related that whatever the event was there and how it has occurred based on that 

event. So therefore, in that case, the reflective observation is based on that particular phase in 

which the person has passed. Active experimentation is concerned, so this stage in the cycle is 

the testing stage learner's return to participating in a task. This time, the goal of applying their 

conclusions to new experiences is there.  

 

So, they can make predictions, analyze tasks and make plans for the acquired knowledge in the 

future because they have the concrete experience and, therefore, when they enter into that 

memorable experience for the second time. So, they already have the data with them; they 

already know with them they already have the; what worked and what did not work. 
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So, therefore that gets to do's and do not basically. So, therefore it is the; whatever the task is 

there, they make plans for the acquired knowledge and then accordingly, in the future, they will 

be deciding. 

(Refer Slide Time: 17:44) 

 

So, abstract conceptualization is thinking, and active experimentation is doing. So, it is whatever 

you are thinking, and then you will go further doing it, so the converging is there. Moreover, 

whatever you are doing and then you are filling it, the concrete experience is there is a then it is 

accommodating is there fill and do is there. Whatever you are feeling and then reflective 

observation is there; the diverging is there.  

 

Moreover, whatever the reflective observation is there and the abstract conceptualization 

assimilating is there. So therefore, in that case, that is the think, and watch is there. So therefore, 

in that case, all these phases converging, accommodating, diverging and assimilating is 

concerned, so here we always that learning style that decides about that is the how the person, 

with the help of the experimentation and then he can conceptualize the situations.  

(Refer Slide Time: 18:42) 
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In diversifying a substantial experience through reflective observation, this learning style takes 

an original and creative approach rather than examining the concrete experiences by the actions 

taken. Individuals tend to assist them from various perspectives, and now you know there is 

another one more point I would like to add here: the individual's perspective. Now the individual 

perspective will depend on the integer. 

 

So, whatever the personality is having, what type of the experience is having, what type of the 

environment he was having. So, therefore all this diverging cognitive experience will be the 

reflective observation of the actions taken by the individuals will be there. Who are the 

colleagues, and how are they? Because I am talking in the negotiation context, when we talk 

about it, it will be very much based on them when you negotiate with the union. 

 

So, your experience, whatever you are having, the diverging and concrete experience that will 

help you. So, active experimentation highlights the problem-solving in the approach to learning. 

So, naturally, in the past, supposed negotiation or wage agreement, whatever the problems were 

faced, this time, we will try to avoid those problems. So, individuals who prefer this learning 

style can make decisions and apply their ideas to new experiences, unlike divergence. 

 

They tend to avoid people and perceptions, choosing instead to find the technical solutions. So, 

therefore on nowhere do you see that is those who have been successful basically; it is a question 
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of success and failures and those who are successful. So, they apply their ideas to new 

experiences, but those who have been the failed earlier. So, they avoid the people and 

perceptions and then want to use these technical solutions for this particular problem, whatever 

the problem they have faced.  

(Refer to Slide Time: 20:27) 

 

Assimilating the abstract conceptualization reflective observation is there this learning style 

emphasizes reasoning individuals who demand state this learning style can review the facts and 

assess the experience as a whole. Accommodating is their substantial experience or the actual 

experimentation, and this learning style is adaptable and intuitive. Furthermore, these individuals 

use trial and error to guide their experiences, preferring to discover the answers for themselves. 

 

So, therefore they can alter their path based on the circumstances and generally how their good 

people skills are there. So, their accommodating is there. So, if the assimilating is concerned, that 

is the; effects and assesses the experience as a whole. While in the case of the accommodating is 

concerned, they have the concrete experience, and the very much active experimentation is there. 

So, therefore the circumstances generally have the excellent people skills will be there. 

(Refer to Slide Time: 21:25) 
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How can online learning help with experiential learning, so they are now this is very interesting 

that is the what we are doing? So, therefore how this online learning will help with experiential 

learning? So, many of you are having experiential learning and are executives in industries. So, 

you know that is how to work, but this is how online learning will help you. Similar are the 

concrete experiences.  

 

Online learning provides an excellent platform for recreating real-world tasks like case studies. 

All within the safety of virtual reality, these expenses can take many forms within online 

training, such as learning games or game-based learning. 

(Refer Slide Time: 22:07) 
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Provide opportunities for the reflection, so provide ample opportunity within the training for 

reflection. Following a piece of learning as a simulated experience, you could include open-

ended quiz questions that invite learners to consider and evaluate their experiences. So, do not 

forget to give learners the chance to try, try again. So, through simulated experiences, 

simulations are done such reflective questions in social learning, everyone will be eager to try 

out their new skills will be there. 

 

So, learn from each other through social learning. Another critical factor in the reflective 

observation stage of expansion learning is observing learning from the experience of others are 

there. 

(Refer Slide Time: 22:46) 

 

So, therefore how corporate companies are using experiential learning is there. You can consider 

some activities and approaches here known expression learning simulations. So, experiential 

training techniques use electronic, mechanical or software-based activities to simulate a real-

world situation to which a learner must react. Then these case studies are great examples of 

experiential learning based on real-life situations that have transpired in the past. 

(Refer to Slide Time: 23:19) 
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Then role-playing is there; these are the experiential training activities designed to help 

employees appreciate specific work situations from a perspective different from their own. 

Sensitivity training is there one highly effective experimental training strategy to enhance 

employee self-awareness and confidence is sensitivity training. Gaming is an experiential 

learning game that is a popular way to help employees learn by doing.  

 

So, the games can be organized so that individuals and groups play with each other and either 

collaborate or compete like in the real world is there. So, therefore where it is, the simulation is 

there, a case study is there, business games are there, role-playing is there, and sensibility 

training is there. So, all these aspects that will be giving you this experiential learning are there. 

On the job training will give you the experiential learning strategies out there, but the one that 

offers the most realistic training exercises is there. 

(Refer Slide Time: 24:15) 
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So, finally, we will come towards conventional learning versus experiential learning. So, 

conventional learning is a targeted training targeted solved in needs frame because it focuses on 

that particular learning only for the organization's needs. Knowledge transfer is there and 

conferences presentations, etcetera. So, therefore that will be conventional learning whenever we 

are talking about experiential learning; theoretical learning very practical.  

 

Open and flexible for personal growth, knowledge usually develops, and examples of hobbies, 

passions, etcetera are there. 

(Refer Slide Time: 24:52) 
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So, is experiential learning the future of learning? There are eight reasons why experiential 

learning is the future of learning. It accelerates the learning; experiential learning provides a safe 

learning environment because they already have that experience. So, therefore you know this 

time what to do or not to do. Experiential learning bridges the gap between theory and practice.  

 

Experiential learning produces demonstrable mindset changes, and experiential learning 

increases the employees' engagement levels are a concern. It provides accurate assessment 

results, experiential learning enables personalized learning, and experiential learning delivers an 

exceptional return on the investment, and it is the RoI. 

(Refer Slide Time: 25:33) 

 

As usual, this is the case study increasing the employability of Indian engineering graduates 

through experiential learning programs, and the competitive program is there. So, this is a 

fascinating case study. This case study will give us the idea of how this exponential learning 

program and competitive programming can help us. 

(Refer Slide Time: 25:58) 
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So, the implementation of experiential learning programs and computer programming initiatives 

in a private university is highlighted. An experiential learning program title left in lives as part of 

the curriculum is exposed. 

(Refer Slide Time: 26:13) 

 

Courses such as human-centred design concepts on document observations and user experiences 

user need assessments are there. Moreover, robust mapping for Cos and POs, that is, the program 

outcomes are there, and course outcomes inherent in the experiential learning program improve 

the employability also, the progression and the prospects of the students are there. 

(Refer Slide Time: 26:34) 
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These are the this is a detail in the case study. 

(Refer Slide Time: 26:38) 

 

That is the how the experiential learning has been used in case of the industries for in the 

universities that is the how these they can collaborate and they can understand by having the type 

of the particular learning is there. So, this is the research paper, now the experiential learning 

inspiring the business leaders of tomorrow. So, therefore they need to become because what is 

that is the managers who are already experienced.  

 

So, they will be sharing what is for tomorrow. How these business leaders, those who are after 

their education after some years of the beginning of the careers when they become the leaders 
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then how they this experiential learning will be helping them. So, these two into the education of 

future business leaders have never been more urgent. This paper aims to discuss different 

approaches taken by two UK signatories to the UN principles of responsible management 

education. 

(Refer Slide Time: 27:49) 

 

Working with social entrepreneurs and responsible business professionals provides the business 

students with inspirational role models and positive social learning opportunities; when we talk 

about this summer, an intern is there. That is, a summer training is given or that we are talking 

about is involved in the live projects, especially the society-focused life project.  

 

The society focus life projects are those projects where they visit the villages, and when I was in 

(()) (28:20) at that time, we did this type of the number project. So, therefore the students go to 

the villages, and they have to do the social work, and from there, when they come back, they 

share with the class that is the what was their learning is there and  what is the with the industries 

also in the CSR corporate social responsibilities.  

 

So therefore, in that case, students with inspirational role models will work, and therefore that is 

a social learning opportunity, and they avail. 

(Refer Slide Time: 28:51) 
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So, this paper suggests that experiential learning effectively integrates ethics, responsibility, and 

sustainability into the curriculum. However, the research draws on the experience of two schools, 

for the research is essential to explore these findings in other contexts. 

(Refer Slide Time: 29:07) 

 

So, this is the experiential book learning is there and the handbook of the education training and 

coaching by the Colin Beard and then John Wilson, and this book represents a simple model of a 

learning combination log which lists the wide range of factors that can be altered to enhance the 

learning experiences there. So, experiential learning offers skills that can be successfully applied 

to various settings, including management education.  
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Corporate training, team building, a new development for counselling and therapy schools in 

higher education and the unique needs training is concerned. So, this book will help you 

understand more in detail about experiential learning.  

(Refer Slide Time: 29:49) 

 

These are the references you can refer to for your further studies, and this is all about that is how 

the experiential learning that helps a person in addition to learning through online and other 

secondary data or the classroom learning is concerned. Thank you. 
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Leadership and Team Effectiveness 

Prof. Santhosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology, Roorkee 
 

 Lecture - 49 

Action Learning 

 

In this session, we will talk about action learning, and as in the previous sessions, we will talk 

about leadership and the different dimensions of this team's effectiveness. Furthermore, the 

question arises that whenever we are going for this active learning, we also have to understand 

exactly what components are involved in this action learning program. So, therefore in this 

session, the contents will be the components of action learning, a type of active learning. 

(Refer Slide Time: 00:53) 

 

The action learning process includes the principles of the action learning model, action learning 

cycle, learning sets, the four components of these action learning theories, and five tips for 

running the action learning groups. Moreover, there will be a case study, research papers, and 

book recommendations.  

(Refer to Slide Time: 01:13) 
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So, we understand that is from the name itself ; it is evident. That is, it involves a small group 

working on real problems. Now you see the organizations face many problems based on the 

knowledge the employees have. Furthermore, as in the internet era, we find it is becoming 

straightforward to gain the knowledge is there. Nevertheless, when we talk about the efficiency 

or performance, we find that the delivery is not there. 

 

The expected performance outcome is not there. So, that is why to develop that particular group. 

The group, knowledge-wise, is competitive and develops these skills. A small group will be 

taken, and they will be working on the real problems. And then the taken actions and learning as 

individuals, teams, and organizations. This process is also helpful for those who are writing case 

studies.  

 

And then they find whenever this type of this small group of people you are the academician, 

you can also develop these case studies. Furthermore, even if you are on the industry list, you 

can work on these real minor problems by taking action and learning the outcome. It may be 

related to industrial relations may be related to interpersonal relations, or is concerned about 

human relations.  

 

So, it develops the creative, flexible and successful strategies, and so, therefore, in that case, we 

will be able to identify what will work for my organization. Furthermore, this action learning 
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solves the problems and develops leaders. Moreover, now you see that it should be a continuous 

process. If it is a continuous process, you will develop this practice, whatever the problems.  

 

That is the minor problem you are taking at the shop floor level; you are working on that. Then 

you identify specific new dimensions. You identify some new issues or barriers. 

(Refer Slide Time: 03:13) 

 

And then you come out with their solutions. So, it enhances creativity. Nevertheless, the beauty 

of this particular concept is that whenever you have the action learning process, that is a 

customized one. So, therefore you learn from this particular process how to solve my 

department, my sections, my organizations, my groups, and that particular problem on which you 

have done this experimental learning.  

 

So, these processes help a lot because if a manager has any particular problem, he works with the 

group. So, personal effectiveness and the productivity of that particular group or department will 

increase. Similarly, the reflection enhances the learning from personal experiences, as I already 

mentioned in this process. Now you see that is the outcome we are not here that is the focusing 

only on the outcome of increasing the productivity.  

 

Here we also understand that the reasons to be introduced to increase productivity are concerned. 

Then we are also having this personal leadership and soft skill style to work together because it 
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is a group team, as I have mentioned in the previous slide. That group of people will be there. 

Furthermore, therefore, the person who is the coordinator, who is a leader, will also develop the 

confidence, and that is the idea that will be generated.  

 

That will be the self-expressed idea, and naturally, suppose an employee is working with certain 

assumptions, beliefs, and attitudes and then finds that there is no productivity. However, when he 

goes through this action learning process, he may develop different assumptions and beliefs, 

augmenting his awareness about himself and others. Furthermore, that will help us solve that 

particular problem or develop a solution. 

(Refer Slide Time: 05:13) 

 

That may be related to absenteeism, productivity, job satisfaction, or whatever it will be there. 

Furthermore, therefore, this experience will give us the benefit. Similarly, that will be for the 

individual level. Now when we; talk about the organizational level. Naturally, what is the vision 

or focus? The goal was to improve the organizational issues. So, this creativity was developed 

either to increase productivity or develop a new product. 

 

Alternatively, they identified specific HR issues or developed solutions for market problems. So, 

therefore it enhances the business of the organization. So, overall, the purpose of this model is 

not only the individual benefit but also the organizational benefit. Moreover, in this experimental 
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process, you can understand the beauty of this particular concept: whatever the challenges are 

there, collectively, they will identify the solutions. 

 

Furthermore, when we are developing this type of innovative approach ultimately, what will 

happen? If it is a continuous process, it will develop a culture also. So, this self and the culture 

will be my initiation. Initiation by these set strategic directions of the company as itself only. So, 

it will leverage the action learning process for effective succession planning. So, therefore the 

members which whom you are involved in your group and team are also learning. 

 

Moreover, the group and team members might be in junior positions. Furthermore, when you 

carry forward this particular style of the culture and practices of action learning, you are also 

developing succession planning because the team members will also learn. They will have that 

particular experience: how the group and team were formed and solved that problem. 

(Refer Slide Time: 07:14) 

 

And then how this action was taken and as a result of which the overall organizational 

performance effectiveness OE organizational effectiveness and that was improved. So , how 

exactly do we go through this active learning process? So, there are these components of the 

action learning program. Moreover, the first is where the proper steps to solve a problem related 

to the employees are there.  
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As the action learning team, then action learning process, action is taken, and an action learning 

coach is there. Now here, I would also like to mention that we also have to see the organization's 

culture. If the organization culture learns that it is a learning organization, organizational 

learning when the manager has all these issues, he will be able to identify the real problem.  

 

What happens when a manager focuses only on these symptoms of the problems and not on the 

real problems. Therefore, it becomes essential that the person focuses on the real problem in that 

case. So, it should not be the tip of the iceberg on which one will be focusing. Moreover, when 

he can identify the real problem, I would like to give an example of absenteeism.  

 

So, absenteeism is what? It is a problem, or it is a symptom of the problem. Yes, you are right; it 

is a symptom of the problem because we must identify what is happening and why. Furthermore, 

when we talk about why it is happening, we will come to know why absenteeism is there. I 

would like to share my experience. When I was the labour officer, the absenteeism was 20%.  

 

Furthermore, the usual standard absenteeism rate was 14% when it was there in the textile 

industry. So, why 6% so much excess is there? 

(Refer Slide Time: 09:14) 

 

Our workforce strength was also about 6000, and then you can understand when we are talking 

about this 6% is there. So, therefore then we started to identify the problem. So, therefore 
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ultimately, we have to understand that this absenteeism was because of the organization's 

cultural practices. This was the problem, or there was any other problem. Moreover, based on 

this action learning style, I am talking about the 35 years back this exercise we have done. 

 

And then we have found out that a double earning was there. So, a problem can be a work 

project where we have to understand the employees' issues. Furthermore, the employees' issues 

were that is a double earning. Double learning means that there was no shift rotation, and 

therefore those who were into the first shift were working into the night shift of any other 

organization or were the security guards or something like this. 

 

Those who were into the third shift. So, in the morning, they were selling the vegetables and all 

and running that particular shop of the vegetables and working on the others because their 

income was minor. So, therefore they were compensating like this. So, employees' issues 

identified where the double earning was there. Moreover, therefore, we have to identify the 

solution. So, it was an opportunity, or a task is there. So, then we have formed a group of labour 

officers. 

 

And then also the union members, the representative of the workers and then the government 

officers also and therefore, the team was formed. So, a team was formed with the industry, 

academia and government, and these group members participated in this particular process. They 

were all the responsible persons and therefore, this problem was not for our unit only. This 

problem for the nature of an industry that is a textile industry was there.  

(Refer to Slide Time: 11:14) 
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So, therefore we have involved the different stakeholders, and those stakeholders then were 

working and interacting and what type of brainstorming sessions were done. And then we also 

talked to the workers, involved the workers also. That is now this is an organizational problem. 

So, then how it is to be done? So therefore, in that case, it was all stakeholders.  

 

Now please understand that when you identify the problem, you have to involve all the relevant 

stakeholders. So, then you can come out to solve the problem. Furthermore, this is the learning 

process which actions you want to take unless and until you do not. It will be surprising for you 

to know that many organizations at the top management level only take the decisions.  

 

Then they make assumptions; basically, their belief is there that this is the reason. Furthermore, 

this will be the solution that will work. And then if the management is well experienced, there 

will be no problem. Nevertheless, otherwise, a mismatch will be there. So therefore, in that case, 

it must be the team member. Nowadays, we are talking about leaderless teams. So, that is the 

coach designated to control and coach the action learning team members because you also 

involve workers.  

 

Moreover, therefore, you involve these representatives that are a union. Suppose there is a union, 

so the person was working as an HRD representation development representation. It is not that 

different actions are to be taken. So, therefore, in that case, the action learning coach plays a vital 
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role in leading the groups in the right direction. And then when this participative involvement, 

understanding, and the research orientation help the group members reflect on the real problem. 

(Refer to Slide Time: 13:14) 

 

Moreover, accordingly, then we can take the correct type of action. So, here the word that is very 

interestingly used is the acting coach. Furthermore, that action coach will decide the direction of 

that particular team in which the industry-academia and government all three stakeholders are 

involved. So, therefore what will happen? Once a team is there. And then definitely, the team has 

different stages. So, sometimes it is the workers will not support. 

 

So, that is called the storming stage. So, that entire team works on a single project. So, therefore 

in the team project, you have to convince the others to decide on the norms. And then, the 

organization will decide how and who will be the participants in this particular team. And then, 

based on the team's findings, the organization will take action, and the team recommends how it 

is to be implemented. 

 

However, when we talk about the individual is there, so that is a coach is there. So, participants 

will be self-selected, and individuals will take action and implement the solution. Now when to 

take these team project actions and when to take the individual project action is there. Now you 

see that is if it is a responsibility of the one department only 1 section only and you are having 

the small group of people.  
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For example, you will find 5 team members and a leader in the IT industry. So, I will propose 

that the individual project action required by that particular coach or team leader is there. 

Nevertheless, when the organization is an early organization, the large enterprise is there, then 

definitely, in that case, the persons to understand first the characteristics of these fundamental 

problems. So, therefore the representations are required. 

(Refer to Slide Time: 15:15) 

 

Otherwise, we will not be able to reach the right customized solution. So, therefore in that case, 

when the group is small individual action taken can be there. You can go for a team-building 

action learning process when the group is large. It can be involved. Therefore, it depends on 

what the issue is there in that case. It will be issue-based. You have to decide whether a team-

based or an individual-based team will be there for the action learning program. 

 

Once you have formulated the team, then accordingly the three stages of the action learning 

process that is we always know I have discussed with you in the leadership also that is about the 

negotiation. Furthermore, you can make this relationship with that negotiation that is a pre-

negotiation, negotiation and post negotiation. So, preparation, team meeting, and follow-up 

activities will also be there. 
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Moreover, in that case here, our preparation should be solid because we want to take this before 

taking action. So, therefore in organizations, what do we do? We are learning the projects and 

meeting with these buildings and then the cohesiveness that will be developed with the help of 

the building trust. Among the team members, it is imperative is there. So, therefore that rapport 

between the participants and organizations will be developed. 

 

And then accordingly team will be there. Now it is fascinating. That is what team do you form? 

Therefore, the challenge will be that this builds trust and rapport if it takes time for the team 

members to solve any particular problem, such as the union members and the management 

representatives. If there is no trust, more time will be taken to identify the problem. 

(Refer Slide Time: 17:15) 

 

Then the team will have a meeting and take the actions will be there, and the team will have this 

brainstorming session. Furthermore, therefore, they will discuss. So, that is a pre-phase; pre-

phase is very important. Moreover, I would like to suggest here please read the Stephen P 

Robbins book on the group and team. Furthermore, you will find that the pre-phase of the 

particular team building is becoming very important. Moreover, why it is so?  

 

So, therefore if there are certain misbeliefs or misperceptions, for example, the workers against 

management, management against a worker or the management against the government, 

government against the management. So therefore, in that case, all team members who will be 
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having that particular track will be developed. They will develop a common platform where all 

have this same mindset. 

 

So, in the team selection process, for example, when we talk about the government, naturally, the 

government representatives will be from the labour office, or relevant officers will be there. And 

then they will be talking about the labour laws which are required to be implemented by the 

government is their management will be there. They will talk about the organizational culture 

and practices will be their workers will be there.  

 

They will be talking about their issues and the practices there. So, therefore the diverse 

background of the team members is very, very necessary is there. Once this team has been 

formed and the actions selected, then the implementation of action learning teams is their 

solution. So, here again, I will classify it into the pre-phase phase and the post phase.  

 

So, the implementation of the decision is there. Always please be careful before you take any 

particular decision whether that particular soil is ready or not. 

(Refer to Slide Time: 19:15) 

 

So, if your soil is ready, you can take a particular pre-phase preparation stage that must be 

required to be very, very strong if your preparation phases are solid and then definitely, in that 

case, the implementation of this solution to that particular problem that will be becoming very, 
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very easy. Now, what cares is to be taken? We will understand with the help of the principles of 

the action learning model.  

 

At the time of taking action, principles are to be followed. These learning experiences should be 

centred around finding an answer or a solution to a problem in the real world like I was talking 

about double income. Now, this is a real-world problem. What solution will you give if you are 

working on that real-world problem? Because if you stop their earning, that will be not a correct 

solution.  

 

Because if you stop their earnings, then how their family will survive? I remember the 1-day 

payment for the three days of medical leave. At that time, also in labour loss, that particular 

amendment an issue was there. So, therefore in that case, when you involve all the 

representatives, there will be a voluntary process, and the lender must be willing to learn. So, 

therefore those who are the workers should be part of that particular team.  

 

So, therefore action learning, which you are going to the highly social activity you are taking. So, 

you will be developing the individual's knowledge base and skillsets. So, therefore please 

involve those workers or those team members who will be affected by your decision because 

your typical action was a learning program that we will require to (()) (21:07). Now, this can be 

on a trial basis.  

 

It has been mentioned that it is that program that can last between 4 to 9 months. So, you can 

develop a training also. 

(Refer to Slide Time: 21:15) 
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Suppose there is particular skill development. So, we also have to understand that this particular 

action learning may be for the behaviour and skill it can be there. Now, what are the stages in the 

action learning styles? So, here we will talk about a case for the action is there and therefore here 

is a case study as I mentioned earlier only. It will be like a case study will be there developing a 

case study is there.  

 

Furthermore, therefore, it will be a continuous process. Moreover, here you will find planning, 

doing, checking and acting. PDCA cycle of improvement is there. That is, planning, doing, 

checking and acting are there. So, therefore an action case is there, and this is the gain 

knowledge. First, you gain the knowledge and then agree on the new behaviour. Now you see 

that we have to agree to identify a specific solution to this particular problem.  

 

Moreover, therefore, you will apply a planned practice of behaviour. That is what type of 

practice of behaviour you would like to implement here. And then receiving the coach's feedback 

is who that particular coach or the team leader is there? So, when you implement for the four 

months, eight months, nine months, then definitely always there storming will always be there. 

Because always the change is there, a resistance to change is there.  

 

Furthermore, therefore, in that case, you have to refreeze the change according to Levin's change 

management model. So, therefore you will get specific feedback. So, then on that particular 
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feedback, again brainstorming will be their meetings will be their action taken meetings will be 

there. So, therefore the people will be those who are getting affected . They will come out with 

their problems. If you are implementing this solution, these problems will be there. 

(Refer Slide Time: 23:16) 

 

So, therefore that is again in feedback. Then again, the corrective action will be taken, and like 

this, you will find that we will have the PDCA cycle. So, always based on your feedback, 

checking will be there. Again, you have to take the corrective actions that the act will be there. 

Again, you will plan something, which is the organizational life cycle. It goes further.  

 

Here we will take a one by 1 step: how the learner feels about it. There are team members who 

understand the business case for the action. Now, many times those who are team members are 

the convenient members. Convenient members mean they do not know much about that issue, 

which is to be avoided. We have to see that we are taking those members, those who understand 

the business case, to the action.  

 

Moreover, therefore, now you see it is not the internal stakeholders but the external also. So, 

there will be competitors. So, best practices, benchmarking practices, we should know 

benchmarking practices. For example, this rotation of shift. Is it possible or not? Is it already 

practised in other cities, industries, or other places? So therefore, in that case, best practices 

when we identify.  
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And then the financial benchmarks and the customers' voice what we need to improve? So, 

therefore naturally, it is going to affect your financial aspects. Most corporate trainers do best in 

transferring knowledge because the classrooms are best designed to accomplish this. So, 

therefore, convincing gain knowledge is what? That is convincing. Moreover, you are 

convincing them that this particular change is required because this problem can be solved only 

by bringing it. 

(Refer Slide Time: 25:16) 

 

So, therefore these books, websites, primary data, and secondary data you will be using and 

sharing may be in the classroom. Nowadays, we can talk about it will be online process will be 

there and therefore, the people will be easily able to gain that particular knowledge. That is why 

this particular action is required. Moreover, when action is required, they have to change their 

behaviour. So, they have to agree on the new behaviour. 

 

So, therefore, in that case, the intention is the beginning of the change, and the guitar instructor 

may teach a chord of position or the scale on the flat board. That is useless knowledge; it only 

becomes useful when practice is there. Furthermore, another example is that swimming is there 

unless and until you will not enter into the water, you will not understand the swimming. So, 

therefore applying practice, the new behaviour will be there.  
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First, you should have that motivation, that willingness. Yes, this particular change in behaviour 

we want to bring. Moreover, whenever we talk about the shift to the rotation of the shift, you can 

understand how difficult the task will be. So, imaging and learning to play a musical instrument 

and learning any new skill are similar. This team needs to practise problem-solving, and 

experiments will be there.  

 

So, here the team also has to understand how to handle these issues. The role of the sensei has 

become understood as an element of the Toyota culture. A sensei is essentially a personal coach 

and mentor. So, therefore 1 to 1. So, many times there are the issues when you have to interact 1 

to 1 and understand. Like in the case of the ship rotation I was talking about and what was 

important is this. That is the financial aspect.  

 

So, he is the only earning member. And then, he has the responsibility of the parents, spouse, and 

children.  

(Refer Slide Time: 27:17) 

 

So, therefore in that case definitely, they will require a personal interaction 1 to 1 interaction. 

Furthermore, when there is a personal coach, he will understand, and he will be able to bring that 

particular information to the team. That is, these are the issues. These are the workers who are 

facing these particular problems. So, this cycle becomes obvious. After each lesson , learn. Now 

somebody will be having specific medical issues.  
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Then, in that case, we have to learn that everybody has this financial issue. So, the team receives 

the feedback from the coach and then goes on to learn the new next element of development. 

How do you develop a balanced scorecard? Now you see somebody has financial; somebody has 

the social, somebody is having the economic. Now I would like to give another example.  

 

One fitter was there who was newlywed, and then earlier; he was a star performer. And then he 

starts remaining absent. So, what was the reason? The reason was that his wife was from the 

village. Moreover, she was not ready to live alone when the worker was there on the night shift. 

Now, this type of issue will come particular cause will be there. So therefore, in that case, we 

have to find out that the team and their course should map out a series of 10 to 20 steps.  

 

Moreover, that individual will learn and gain feedback and reflection. It is not the instant you go 

there you talk to the people you come back and introduce the strategy. Please do not do that. Do 

not make haste. So, therefore; positive reinforcement from the coach and the natural environment 

will support. So, as the team practice continuous improvement skills, they may have begun to 

impact the actual performance is there.  

 

Furthermore, whenever they have that impact on the; actual performance, a trial is to be given. 

They have to be asked to work for a particular period, and when they are working for a certain 

period, they will be able to come out with that particular solution. Moreover, when they come 

out with that particular solution, the solution will be implemented. 

(Refer Slide Time: 29:17) 
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So, action learning sets will be there, and they will be describing the problem as perceived by the 

action learning and then discussing the problem by allowing each member of the action learning 

set to ask the questions. So, naturally, there will be rounds of the meetings. So, action learning 

sets will be developed. Furthermore, the actions and learning sets that will be explored are how 

this collectively because we have representatives from all the parties. 

 

So, therefore the problems are now identified. In that case, we have to identify the top 5 

problems that we have to focus on because most of the workers have this particular problem. 

Other team members who are having a particular problem are there. So, then you will be 

discussed these particular problems. And then every member because they like the workers , 

especially the unions you have to allow. 

 

Typically what happens many times the leadership style does not allow to participate them and 

does not talk to them is that their real problems are there because there might be that is affecting 

the corporate interest. However, what is required is balancing the imbalances. Furthermore, in 

that case, even what problems they are saying have no concern with the organization many 

times, but those days are gone.  

 

The individual's problem is also part of the organization's problem. So, therefore you have to 

access and discover during the process what has been the actions it should be taken. Moreover, 
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evaluating the outcome that was produced by the solution is there. Furthermore, whenever you 

take out this particular solution, you will have to re-evaluate the problem; as I mentioned, it is a 

continuous cycle.  

 

So, re-evaluating the; problem and solving the method and determining if it is an effective and , 

many times, that solution that you have assumed. 

(Refer to Slide Time: 31:17) 

 

Because you have taken the solutions and the basis are certain beliefs, which may be wrong. So 

therefore, in that case, we have also to see that there are certain theoretical concepts. We are 

supposed to incorporate support whenever we talk about a problem or provide solutions. So, first 

and foremost is a non-technical problem, the behavioural problem must pertain to either the 

strategic or tactical based scenario, or issues are there. 

 

Now you see another example I would like to give off the Covid 19. And then, in that case, you 

will find this is a non-technical problem will be there. Furthermore, the people are working from 

home, and then some of them can work, some of them are not able to work. They cannot reach 

their organizations, especially when we talk about manufacturing. So, what government has 

done? The government has taken very positive actions. 
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And then making the arrangements, allowing them, then having these alternate working like this. 

Therefore one by one, that type of manufacturing process has been started. So, there will be 

social distancing, and all is there. So, therefore this is the entry state for the problem is there. The 

advisor, usually the organization and HR manager, will facilitate the set and present the 

guidelines for the problem-solving process. 

 

Based on this discussion, the team is there, the group has discussed, and then that advisor will be 

there. Moreover, that advisor knows the assessment and the analysis of the problem is there. 

Reflection is the formulation of a possible solution or the hypothesis assumption. Hypothesis 

means what? That is an assumption is there. If we go by this particular solution, we will be able 

to identify the solution to the problem is there.  

 

So, right from identifying the problems related to the client, the person facing this particular 

problem is that he is a client. 

(Refer to Slide Time: 33:17) 

 

So therefore, in that case, HR will be giving the advisor, and the solutions will be proposed. So, 

therefore, in this case, it is essential to sign up for action learning. So, successfully it will be only 

possible because it is a good idea that the process for joining an action learning group be a 

voluntarily one. Now you usually see what happens? Organizations prefer these members to 

those whom the organization likes. So, that should not be the business. 
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So, therefore there should not be shortcuts in perceptions. Furthermore, if there is a shortcut in 

perception, then definitely the individual to whom you have selected if that is wrong, the whole 

process we have talked about will be a total waste. So, therefore the individual should choose to 

sign up for the action learning. He voluntarily comes out and says, " I want to do this and be a 

part of this particular study or the particular identifying the problem and providing the solutions. 

 

Nevertheless, I can understand practically that if no one is voluntarily coming, it is the 

organization's responsibility to fix it. Furthermore, in that case, that will be the individual that we 

will be convinced to take this responsibility is to be and because there is an organizational 

responsibility also. Now here that is too much attention to where we have a meeting. This is not 

an option when you are running action learning.  

 

So, therefore, in that case, please pay attention. We usually do not pay too much attention. 

Nevertheless, what is required is the environment. Furthermore, therefore, if you are having this, 

I will suggest that you visit the workplaces and talk to them if  possible. Furthermore, in that case, 

despite calling them to the board room and the boardroom meetings, that environment will give a 

more formal environment in which we may not come out with the real problem.  

(Refer to Slide Time: 35:17) 
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I will not mind visiting that colony or where these workers live and then what type of 

environment they are having and, therefore, creating the enabling environment. So, if you are an 

excellent enabler, create that particular environment. So, work with a skilled facilitator, and the 

facilitator will not model the skills that others are expected to learn and use. 

 

So therefore, in that case, that facilitator should have the skilled one. So, who knows if, in a 

given situation, he can find out what will work and what will not work because of his 

knowledge, attitude, skills, and experience. Moreover, therefore, it is not the only qualification, 

but the experience is necessary. So, running an introductory session on the dialogues and 

opening the dialogue is a significant responsibility. 

 

If the opening of dialogue is done very effectively, then your team's half problems are solved. 

However, in the beginning, in the dialogue, problems are there that will remain for a long time, 

not forever but a long time. Be rigorous with the time and the time and how you use it critically 

for the success of an action learning session. Everyone must have an equal slot in it, and do not 

be afraid of being upfront about it. Now here you see. That is the yes naturally because this is a 

problem. 

 

We are working on the problem. We are not working on any reward. So, in that case, there will 

be different opinions. Therefore, everyone should be given an equal slot so that he can talk about 

his problem. He can talk about his particular issues on the basis this problem is standing. 

Otherwise, what will happen? If you are not giving enough time, then that problem will not be 

able to solve. 

(Refer to Slide Time: 37:18) 
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So, I am sure that is with the help of these principles' actions learning program, you will be able 

to build the team, and the team which will be working for these identifying the problem and by 

taking these actions, you will be able to solve any problem or you can work on the 

developmental process also in case of these issues of the organizations. As usua l, this is the case 

study to which you can refer. 

(Refer to Slide Time: 37:52) 

 

Furthermore, these are the papers which have been suggested. You go through these papers. 

(Refer to Slide Time: 37:57) 
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(Refer to Slide Time: 37:57) 

 

These papers will help you. 

(Refer Slide Time: 37:58) 
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(Refer Slide Time: 38:02) 

 

Furthermore, these are the book recommendations for these particular aspects. 

(Refer Slide Time: 38:03) 
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These are the references from which the material has been delivered to you. Furthermore, certain 

materials will give you more understanding of this particular topic. Thank you. 
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Leadership and Team Effectiveness 

Prof. Santhosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology, Roorkee 
 

 Lecture - 50 

Development Planning: GAPS Analysis 

 

So, in this session, we will talk about the GAPS analysis's developmental planning. As usual, we 

will talk about what we mean by the GAPS development planning conducting a GAPS that is the 

goal of ability perception standards analysis. Identifying and prioritizing development needs and 

then bridging the GAPS and the five coaching steps will be there.  

 

Furthermore, as usual, we will be discussing the case study research paper book 

recommendation, and the references are there. Now you see that whenever we are talking about 

the GAPS, the goals are there, and it was the first coin by Peterson Hick's leader and coach in 

1996. Furthermore, it is essential for the leaders and the; followers to stay relevant now that we 

become critical. It is an acronym for the goals, abilities, perceptions, and standards.  

 

It is used to build skills, knowledge and behaviour in your personal and professional life. So, 

therefore, in that case, it is essential whenever we are talking about leadership.  

(Refer Slide Time: 01:36) 
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Then when you are developing these teams, you are required to have that particular goal, and 

whenever we are talking about the goals, it is a creation of vision. If you remember correctly, 

then in these vision statements, we have talked about leadership, which is how goals are to be 

created. Furthermore, whenever we discuss creating goals, we have talked about how a leader 

should be visionary.  

 

If the leader is visionary, then he can develop the goals. Here I would like to take the example 

whenever we talk about long-term and short-term planning. So, if you are talking about long-

term planning, there are reasons that will be maybe for the five years nowadays because we 

cannot talk about the ten years and 15 years is there. However, when we are talking about the 

national level, we are talking about the 20 30 20 50.  

 

So, that vision Dr Kalam has given this particular vision, so therefore, in that case, we find that it 

is becoming essential that is what is the leader's vision is there. Moreover, accordingly, he has to 

decide, and the creations of the goals are there.  

(Refer Slide Time: 02:56) 

 

Whenever we talk about these individuals' goals, that becomes particular; it is also part of the 

planning. So, in these, I will advise you to read the essentials of management by coons. 

Furthermore, whenever you are studying these particular functions of a manager so, therefore, in 

the goals so, when creating the goals are concerned, it is a part of the planning is there. 
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Furthermore, the planning is there. Many times, our planning is there. The goals, vision, mission, 

strategies, policy, procedure, rules, and budgeting are there.  

 

So, therefore the first and foremost comes because we are designing the goal. Now you see what 

the goal is there. So, therefore, in that case, it is required that there be measurable goals, and 

there can be non-measurable goals. So, there can be verifiable goals, and the non-verifiable goals 

are there. So, then that is the always we typically refer to the measurable goals.  

 

So, therefore this organization plays me within a certain amount of time because that goal is to 

be achieved in a given time only because organizational aspects are there. Furthermore, there 

will be the specific dimensions or the criteria as we can say that is they are evaluating whether or 

not the goals were the go. So, how should the goals be to be? That is realistic and achievable, so 

flexible also.  

 

Please also understand that these three characteristics of the goals are fundamental. That is, the 

flexible, realistic and achievable are to be there. So, therefore whenever we are doing this 

developmental planning, and then person organizations plan to meet within a certain amount of 

time. Now, you will usually find the development plan includes the time-based benchmarks—

most of the time, the competition.  

 

Whenever we talk about the competition, the competition goes by the period and therefore, when 

we talk about the race.  

(Refer Slide Time: 04:56) 
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Furthermore, in the race, it must be it is not your speed only, but it is also the relevant speed. 

Furthermore, talking about the relevant speed means who is targeting the goal, whether your 

competitor or yourself is there. One example I would like to give is the customer segmentation, 

and whenever we are talking about the customer segmentation, that is who is approaching that 

particular. I want to give the example of the Nano car.  

 

Furthermore, in that case, that particular goal and then achieving it is becoming the one that has 

made it unique. So, when you want to design a goal, it is a beneficial slide where you want to go. 

So, therefore, in that case, what can you do now. So, that is, the abilities are there, and here you 

also have to understand what my career objectives are. So, therefore these carrier objectives will 

be related to my abilities.  

 

And then if it matches, the people are doing the excellent work. So, we must understand the 

match between their abilities and goals. So, if my goal requires development, a simple example 

is that you want to participate in a particular sport and then contest that particular activity or 

event. Then, in that case, you have to develop that ability.  

 

Ability to win that particular event is what your boss or the organization expects. Now here I 

would like to give another support entity about the parents. So, whenever we are talking about 

the Indian context, especially. So, whenever we are talking about our goals and then the support. 
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So, support from the parents is a society parents coach is required. Therefore, in that case, this is 

what is expected.  

(Refer Slide Time: 06:57) 

 

Moreover, when you see that you can develop that particular ability to meet your goals, you also 

have to plan, evaluate, and take the feedback. Whether you have, you can achieve that goal, or 

you cannot achieve that goal is there. So, dear friends, most of us are not very clear about 

whether in the personal or professional role, organization or personal life.  

 

That is precisely my goal, and then you see that there are several mythological kinds of literature 

available in India that talk about what should be your goal; in that case, when we are talking 

about the organizational context, what do you want to be where you want to go with your career 

over the next year or so. So, therefore it is a general question and, in that case, what will be the 

correct answer.  

 

Correct answering, in my opinion, is a development of abilities and the matching the goal is. So, 

therefore if I can develop that ability in one year or two years, how much time it will require, I 

will be ready to achieve that particular goal. That is, whatever these goals are there which you 

are deciding. So, the most critical point is a lot more energy to work on the developmental needs.  
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Usually, people keep these very high goals, but they are not ready to put effort into their 

development and are not developing their abilities. They want that is the career goals can are to 

be achieved with my current abilities itself. So, my abilities are enough. Nevertheless, I always 

say that is who will decide whether abilities are enough or not. So, it is not only yourself . I 

understand you will decide but not only you.  

(Refer Slide Time: 08:57) 

 

That will also be decided by your superior or by your coach. So, we are talking about the 720-

degree feedback whenever the goals are to be fixed. The 720-degree appraisal will give us the 

right direction that what abilities I am supposed to develop. Suppose I alone decide my goal; that 

will be an incomplete process.  

 

The process will be complete when I involve my parents, teachers, and friends and then I realize 

my strengths and weaknesses; therefore, on that analysis, I will be able to identify if this is the 

goal and what abilities are there. Moreover, when we talk about these GAPS analyses, there is no 

gap between the goal and the abilities to be bridged.  

 

So, here, the people bringing several strengths and developments to achieve their career goals are 

there. Furthermore, many times, it is the knowledge and skills that we develop and therefore, in 

that case, we receive the feedback that is then yes, we are the skilful person, and we are the fully 
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developed person, able person. So, therefore that ability that you will be able to get from that 

particular knowledge and skills is there.  

 

Now here you see that the ability, skills, and behaviour also affect the others. So, that is the 

perception is there. So, therefore, in that case, it is essential to do what you perceive yourself. 

You must have seen that cart where the cat is sitting before the mirror, and the seeing itself is a 

line into the mirror. The image of the cat looks like a lion.  

 

So, do you see yourself as a lion, or do you only see yourself as a cat? So yes, after this 

discussion, I am sure you will say that is yes, I can see myself as law and also. Also, even if I am 

a cat today, I will become a lion tomorrow. So, therefore in that case that is the perception is 

there.  

(Refer Slide Time: 10:57) 

 

Nevertheless, the case if you perceive how the cat can be the lion. So, they are the cat cannot 

never be willing the lion. Nevertheless, here, we are not talking in the context of these and 

physiologically. We are talking in the context of the behaviour. So, today my behaviour is like a 

cat; tomorrow, my behaviour once I develop the ability, then tomorrow, my behaviour will be 

like a lion. So, what others are saying about your various attributes are there.  
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However, here also, we should not be into the illusion. Illusion needs to be avoided, so I said the 

goals are to be realistic. Moreover, in that case, what others are saying and their reactions to both 

your strengths and your development needs are there. So, therefore if somebody is not having 

that potential and somebody says it is not, you will become like x and y, so then you have to 

understand please that is the; identify your potential.  

 

I am not saying that the cat cannot be the lion, but the cat has to understand that it has that ability 

that can be converted into the lion is there. Furthermore, that is why the other's contribution will 

be decided. Now the questionnaire describes the difference between the behaviour of a cat and a 

lion, and it is called the standards. So therefore, in that case, the standards your boss's 

organization has for your career objectives.  

 

Now I am talking about not your boss and others; I am talking about yourself. So, when you have 

decided to be the lion for yourself, then definitely like here is the example is given. That is the 

public speaking, delegation, and coaching skill before you can get promoted, so these are very 

important. Because unless and until your soft skills are not developed and tuned up. What is 

important? That is a tune-up.  

 

If you can tune up your skills according to the goal, nobody can stop you from achieving your 

goal is there. However, your goals are very high, but you are not making developing your ability.  

(Refer Slide Time: 12:56) 
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If you do not understand the benchmarking practices, it will not be easy because of those 

standards, those benchmarking practices that you have to adopt. Then that will be the only 

developmental process. However, if somebody has high resistance for the development or ability 

for development, that is to be analysed. Moreover, therefore, in that case, it becomes very, very 

important is there.  

 

Now we can do here one exercise, and then you can from this slide that you can do it yourself for 

this particular exercise before I go further slides and help you do this exercise it is better. That is 

where you want to go and what is your goal. So, please note down what your goal is, what you 

want to do, and how to reset the goal? The goal should be done based on the self-appraisal. That 

is, what is my strength and what is my potential?  

 

And then, if this is the goal, we have talked about the abilities that are so. Therefore, I would also 

like to connect the job description. Because goals in the; organization will be a particular job, 

you have to develop that cache model for that particular job description. So, knowledge attitude 

skills. So, those abilities which you want to develop. So therefore, in that case, those you 

identify, identify those abilities.  

 

I usually keep saying to the research scholars that two skills are fundamental if you want to 

publish in good journals. Your analytical skills and communication skills because why what you 
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analyse and then how do you communicate your analysis interpretation and that is a discussion 

part. So, those abilities are to be developed and based on that, nowhere can be the strength and 

weakness of your perception.  

(Refer Slide Time: 14:58) 

 

How do you perceive yourself? Because whatever you have identified those particular skills and 

abilities you want to develop, if your perception is this that is I can I will nobody can stop you. 

You can merge any time. However, if your belief is this, that is the anyhow, I have just to run my 

bread and butter, and therefore, I cannot develop that particular skill if that perception is 

developed.  

 

Goals are not focused, goals are not realistic, then definitely, in that case, you will not be able to 

reach your goals. So, goals and standards are future-oriented. These quadrants ask where you 

want to go and what your boss or your organization expects of people in these positions are 

there. Now that is also what you have to see. Similarly, here I would also like to put the one 

analogy—an analogy with the family. The family is also expecting specific goals from you.  

 

And then you have to achieve those particular goals, and these goals may be to provide the safety 

to the family that may be the social support that may be the economic support and therefore, in 

that case, those abilities to develop putting those standards and then the helping the people 
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whether you are in the family or whether you are into the organization. So, these abilities and 

perception quadrants are focused on the present.  

 

Furthermore, what is the future is required and how are these attributes affect the others are there 

this is also essential. Because please understand that we are not developing ourselves in isolation 

individually. We are developing with the organization unless and until we do not become part of 

the organization, there cannot be individual development. Those people who believe that I will 

develop myself but not contribute to the organization and they are into the illusion that they are 

blind. Because they cannot understand, they are not able to see.  

(Refer Slide Time: 16:59) 

 

That is, their development only depends on the organizational development is there. When the 

individual grows, the organization will also grow, and when the organization grows individual 

will also grow. So, it is a mutual growth developmental process. So, therefore in that case, what 

is important is this? That particular goal of identifying these abilities creates the perception of 

developing these standards to build a developmental plan is there.  

 

So, therefore these practitioners identify high priority development needs are there. Furthermore, 

I think here is the difference. The difference is the person who decides his goal, and then his 

priorities and development are there no you see there will be much deviation. There can be social 
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deviations, economic deviations, and technological deviations, and as a person, he gets involved 

in these colours when he gets this colourful deviation.  

 

So, his original colours change, so his original goal gets lost somewhere. So, these specific steps 

create a high impact development plan. The first and foremost is the first is a commitment. Dear 

friends, commitment for what? Career and developmental objectives. So, therefore your 

objectives come directly from the goals and give analysis is there. It is where you want to be, 

what you want to be doing, and that is in the case it is the, first and foremost.  

 

Are you clear? It is what you want to be. Do you know the difference between a job and a career 

is there? Furthermore, what do you want to do? Now I find many people involved in the job, but 

they talk about their careers, and I think that is becoming a mismatch or gap. Because the 

difference between the job and carrier is a carrier is something plus.  

(Refer Slide Time: 18:59) 

 

Your knowledge is plus your skills are plus your abilities are plus your habits are plus so 

therefore in that case when that was bridging the gap of the present and that if you can many 

people are going to be the minus. Because you get the position by chance many times, sustaining 

the position and development of that particular position will become a critical issue.  

 

1200



So, therefore, in that case, this goal that roadmap knows it is challenging to work on that 

roadmap. As I said, you will find the number of squares and then there will be the deviations will 

be there, and then the person he will deviate then again, he will join then again, he will deviate 

then again, he will join. So, that journey will be on these gods' blessing only. So, therefore what 

it looks like if you developed a particular skill requires technical expertise.  

 

Another change in the behaviour in your developmental objective is there, and here you can go 

through that cognitive dissonance also. Please understand that your attitude might be different, 

but your behaviour is to be different. Nevertheless, the behaviour supports your developmental 

goal. So, in the software skills such as listening, managing conflict or the building rela tionship 

which I was talking about and that was about this building relationship is there.  

 

So, whenever we have this building relationship, definitely in that case if these relationships we 

are developing with others, and therefore your cognitive ability is becoming very important. 

Furthermore, once you decide it is yes, yes, boss, then the action steps will be taken, and 

therefore in your developmental plan, you are developing the abilities and, on the job, extreme 

steps which the leader is required to be taken.  

 

Furthermore, therefore, in that case, you match your ability with that particular need of the 

individual development and the organizational development plan. Furthermore, these are the 

specific software skills that are the now you see the simple example of managing the conflict. 

Now in managing conflict, you can compete. Also, I have seen. Most of the time, those who are 

very fast in developing their career goals are stopped by conflicts.  

 

Because they develop conflicts because they are not ready to wait, and those who do not wait 

then are not serving the best. So, who will serve the best who waits? So, therefore, in that case, 

now you see all these issues. That is, the criteria for success are there. Moreover, in that case, 

now you see that your goal is in your mind, and therefore you are tuning up your soft skills and 

changing your soft skills.  

 

1201



Furthermore, as I mentioned, yes, you will say so. Is it not a manipulation? No, it is not a 

manipulation. It is an attitude and cognitive difference, and therefore, in that case, in a given 

situation, what is required to behave is expected. So therefore, in that case, action steps, it is 

difficult for leaders to think of the appropriate job action steps. So, whatever the job action steps 

are there, that has to be developed in the given time.  

 

Moreover, if you can develop that in the given time those action steps you are taking, then in that 

case, you will be the criteria for success and your action steps, and that will be matching. Now, 

what are the barriers here? The barriers are the personalities are there, and therefore, when we 

are talking about the personalities and leadership styles. Then definitely in the; they might be the 

conflict.  

 

And not only the boss and subordinate, there might be interpersonal conflict, but there might also 

be the intra personal conflict. So, therefore we want to develop that particular developmental 

plan many times, and we will be confronted with ourselves. Whether I am going in the right 

direction and whether I have decided that goal is accurate or not is there, and the dear friends, 

please believe me.  

 

If you are that GAPS analysis that quadrant, please do not forget that is the goal and abilities and 

therefore, in that case, the perception which you develop and is based on the strong roots. And 

then, if it is based on the strong roots, you will be able to implement those particular action plans 

you are developing for yourself. Now, here again, the action learning will be there.  

 

Please recall that is we have talked about in the leadership also that is you have to match your 

leadership style with the given follower’s maturity level or when in a given situation is there. 

Contingency theories we have talked about and therefore, in that case, the action steps which you 

are required to develop then if it is matching with your criteria for success then definitely in that 

case you will be able to achieve your goal is meeting the standards are there which you have 

talked about.  
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Now here also, it is becoming essential that whenever we talk about these action steps are there, 

it will be the experiential learning is there then if you are doing those steps and then interacting. 

For example, is the relationship with the boss there, and when you decide that is ok from today, I 

will try to develop my relationship with the boss. Now you see the interpersonal relationship is 

based on the two ways.  

 

Therefore, it is less critical and challenging than the intrapersonal relationship.  

(Refer Slide Time: 24:41) 

 

Moreover, therefore, in that case, if you are going for this particular interpersonal relationship, 

then it is imperative to whom to involve and where we have that special relationship is this. Now 

you see in intrapersonal and interpersonal relationships with the bosses that it is becoming 

essential to get it the from and how often you need to get it from others.  

 

Now here it is it will depend on the others also. This, I think, is a critical situation is there. 

Whenever we want to achieve our goals, if our goals are dependent on our abilities only, then 

definitely, in that case, I am sure that most of us will be able to achieve that particular goal. 

However, whenever we are talking about it, our goals are achievement of our goals that depend 

on others.  
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Then definitely, in that case, it will be becoming a very challenging task because to whom do 

you meet. Are you able to meet the person that is the; with whom you are making the efforts you 

are making? That has been it is just liking that is whether your dating will be successful or not. 

So, therefore you will if you are an effort, you are making much effort, but your boss is not 

noticing it. Then, in that case, how you will be able to achieve your goal?  

 

So therefore, in that case, it is becoming essential and not only with our boss if the people with 

whom you are working and they are not improving, and there is no improvement then how you 

can achieve your goal. So, therefore like here, that is team effectiveness. In the team 

effectiveness together everyone I choose more TEAM that we have talked about in our previous 

sessions.  

 

So, therefore you need to do it differently. Do you need to refocus your efforts are there? If you 

are not getting the results, relook it.  

(Refer Slide Time: 26:47) 

 

Moreover, when you can relook your resources, I am sure you will be able to identify whether I 

will be able to achieve that particular goal. Furthermore, therefore, in that case, it is crucial that 

when you relook, then often you are to see that is what are your resources are there. I want to 

mention the management resources men, machine, material, money, method, and minutes.  
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Dear friends, to achieve the goals, these six resources are significant. Do you have enough 

workforce? Do you have the technology? Do you have money for that? Do you know the 

methodology? Do you know that is the; whatever this is the method? Do you have enough time? 

Therefore, in that case, it is bridging the gaps in particular development needs that describe the 

how to steps for a particular skill or behaviour.  

 

Furthermore, therefore, you will be going for that particular resource. Now here, when we; are 

reflecting with a partner, I was mentioning. Who is your partner? Your partners should be; your 

colleagues, subordinates, and boss. So, therefore in that case, what is the reflection with the 

partner is there. The partner's identity is not particularly important as long as you trust his or her 

opinion and the partner is familiar with your work situation and development plan is there.  

 

So, therefore you will be lucky enough to get this supporting partner. Partner means, again, that 

is a superior-subordinate and colleague. So, therefore in your development plan, if your partner 

is very strong and then it supports you, there will be no problem because there is trust there. 

Whenever we talk about the coach and the coach and the trainee learner, if there is trust, then 

definitely that the debt partner is the best partner for your development plan is a concern.  

(Refer Slide Time: 28:40) 

 

The five coaching steps give leaders a good road map and a diagnostic model for improving their 

strengths. Furthermore, therefore, Peterson and Hicks have given that model for the high 
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performers is there, so a forging a partnership is there. Here you see that coaching involves 

establishing a relationship built on mutual trust and respect with a follower. Moreover, that high 

credibility to build a strong relationship with the follower is there.  

 

Furthermore, right from this particular course, we are talking about leadership and team 

effectiveness trust is the factor that builds on the relationship between the leader and the 

follower. So, good listening skills to better understand their followers' career aspirations and the 

motivators are there.  

(Refer Slide Time: 29:27) 

 

Now here, for example, these carrier objectives are there, and therefore here example is taken as 

a carrier strategy are there. Moreover, when these carrier strategies are there, the abilities are 

there. That is the; what development needs will you have to overcome. And then it will be the 

boss, peers and direct reports as I kept on talking about these and here the standards. The 

standards are the benchmarking practices.  

(Refer Slide Time: 29:57) 
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Furthermore, in benchmarking practices here, we have to talk about the expectations that have 

been the part of this particular group or team or the organization 's concern. The subordinates' 

carrier objectives and this process will also help you in 720 degrees at the potential appraisal. So, 

when the leader should be able to identify the potential. It is not only the performance appraisal; 

it is the person's ability which the person has and what future he can develop.  

 

So, the additional information will be there both leaders, and the coach employees will be having 

independently and then get together and discuss whether they have this particular strength and 

identify the priorities the development needs are there.  

(Refer to Slide Time: 30:39) 
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Now the growing skills create the development and coaching plan. Now you see this much part 

is practically possible, but when you go for the growing skills of many people, they deviate. So, 

therefore once the development needs are identified now, it is the developer's responsibility. That 

is the whether they have a high level of commitment at this point; I was trying to mention that is 

the commitment 100% commitment is required when they are allowed to develop their plans are 

there.  

 

In addition to the development plan, leaders must build a coaching plan that outlines the actions 

there. Now you see there is a direction, a straightforward process. So, there is a direction, and the 

efforts are there. So, the leaders must build a coaching plan and then the follower follow that 

plan.  

(Refer to Slide Time: 31:33) 

 

Then definitely nobody can stop achieving success. These promote persistence, helping 

followers stick to their plans, and therefore, the support given is designed to help followers 

manage their irresponsible acts. A more significant part of the coaching deals with helping the 

followers stick to their development plans are there, and that is why you see that is called 

continuity and consistency.  

 

So, once the plan is developed, like a simple example, early morning, I will get up and go to the 

stadium. Now get the consistency, the plan is developed, a discussion is done, and then it is 
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decided that you have to get up early in the morning. However, then in that case, for one week, 

yes that you’re that coaching employee he is ready but next week he finds it raining, the next 

week he finds it is freezing, next week he finds it is too hot.  

 

So therefore, in that case, promoting persistency that will not be there and but yes, what will 

bring success. The leaders can also promote persistence by capitalizing on the coachable 

moment.  

(Refer Slide Time: 32:42) 

 

So, the little leader must be present during winter, cold, and summer. So, transferring skills and 

creating a learning environment is there and always we talk about that is the leader's primary 

responsibility is to create that environment. Because senses, our senses are diverted what we see? 

What do we eat? What do we touch? Furthermore, therefore, the brain workings based on our 

senses and then a control mechanism is required.  

 

What has been told by Lord Shri Krishna in Gita? Therefore, in that case, it is the Gyanendra's 

very important. That is how you get the knowledge and then how you perceive and reflect; if you 

can control your sensor, you can create that environment. This is required in the environment, so 

if you put a child into the playground, you put a child into the classroom.  
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Then definitely, in that case, you will find that particular environment and the way he will get 

involved in that particular environment. So, therefore it is the to do this is (33:53) by making 

leaders and followers development partners, and then both parties can provide regular feedback. 

Now you see the commitment is required from both sides. If the commitment is reduced from the 

other side nowadays in the old days, it is ok.  

 

However, nowadays, if the commitment is lacking in one partner, the other partner will have a 

double lack of commitment. So therefore, in that case, review the coaching plans and see when 

together are there.  

(Refer to Slide Time: 34:21) 

 

And then, I am sure, but while developing these GAPS analyses. So, therefore identifying your 

goals and developing the ability to get the coach. When we are talking about leadership and team 

effectiveness, you see. It is a coach's role when the coach is playing a leadership role and 

providing that environment to develop the skills identifying the potential abilities are identified, 

the perception is positive, and the standards are developed.  

 

And then working on those standards and giving the direction, I am sure that with the help of 

these gaps, one will be able to achieve the goals. Moreover, these are particular supporting study 

materials.  

(Refer Slide Time: 35:03) 
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This is the case study.  

(Refer Slide Time: 35:04) 

 

This is the research paper coaching on leadership behaviour.  

(Refer Slide Time: 35:08) 
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(Refer Slide Time: 35:09) 

 

Furthermore, this is about the book refers to career planning, development and management.  

(Refer to Slide Time: 35:14) 
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(Refer to Slide Time: 35:14) 

 

Moreover, these are the references which you can refer to. So, this is all about the GAPS analysis 

to develop relationships and effective team building by a leader. Thank you. 
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Leadership and Team Effectiveness 

Prof. Santhosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology, Roorkee 
 

 Lecture - 51 

Coaching and Mentoring 

 

As seen in the previous session, coaching and its role in the goal, abilities, standards, and 

perceptions are important. The question arises that whenever we are talking about effective 

leadership or team effectiveness, we have to understand how this coaching is applied. So, the 

Grow coaching model and the Stepppa model are there. 

(Refer to Slide Time: 01:11) 

 

Then how to become a better coach, mentoring in its features/process, mentoring techniques or 

the models, merits and demerits of mentoring, coaching Vs mentoring Vs training, and six things 

great mentors do differently. We will discuss the case studies, research papers and book 

recommendations in this particular session.  

(Refer Slide Time: 01:18)  
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Now the coach, so, in that case, we would like to take the example of three coaches and the 

mentors. So, we will decide whether they were only coaches or only mentors or coaches and 

mentors. So, Lord Krishna and Arjuna, similarly, we will see Chanakya and Chandragupta, and 

then we will talk about the Dronacharier and Ekalaiva. So, in between, we will take them as an 

example.  

 

So, therefore it is designed to assist motivated individuals. Now you see, every word is to be 

carefully understood. Now motivated because many times we create this particular perception 

that the coaching is not giving any result or why coaching is giving not that many results what 

we are expecting even after whether the learner has given the 100% or the coach has given the 

100% but why then there are not the results as they should be.  

 

So, these are individuals whose motivation level is becoming very important is there. 

Furthermore, it is a training method in which a more experienced or skilled individual provides 

an employee with advice and guidance intended to develop individual skills , performance and 

career. Now you see even the experienced person when he is sharing simple example I would 

like to give about in the management institutes you find that is we invite the speakers right and 

those speakers highly experience. 
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And then they give the advice and guidance to these MBA graduates, and that is how they can 

proceed, you know, for their further career development or their job performances right.  

(Refer Slide Time: 03:18)  

 

So therefore, in that case, it is essential that whenever we talk about this coaching, the motivated 

learners are required, and the person sharing that particular experience and knowledge that is 

becoming a and providing the guidance right plays a critical role. So, there are high potential 

prospects for succession planning in this executive development. 

 

Moreover, when we see it, that is the always talk about it. Now we have just talked about the 

goals right, and then the goals and then the there will be the hierarchical organization structure is 

there, and from that organization structure, everybody wants to go up next level and therefore 

that particular that succession planning. So, when that person goes up to the next level, either he 

can perform or is not able to perform. 

 

Because we often see that the people are getting the opportunity to perform, but they fail to 

perform. Furthermore, there was a high motivation for that particular goal right, and then despite 

that high motivation, when the goal is achieved, the sustainability of the goal right is becoming 

challenging. Moreover, in that case, this management development program helps achieve and 

make it sustainable. 
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So therefore, developing the skills to motivate the collective efforts are required. Moreover, now 

this collective, collective means that is about from that particular mentor and mentee or the coach 

and the learners and therefore that motivation is high motivation is required and here is the role 

of the HR professionals are there. Now here, I will not say that it is the HR department's right. 

The HR professionals are the HR professionals, whether finance, marketing, operations, or IT. 

(Refer Slide Time: 05:18)  

 

However, the person is very good at HR skills. So, a finance manager can also be an outstanding 

into as an hr professional right a marketing person can also be suitable as an HR professional is 

there. So, therefore that support. You might not be from the hr, but if you are working in another 

vertical and then in that vertical, the boss supreme boss has that coaching approach. Now you see 

that to be a coach also requires a specific ability, right. 

 

And then in that case on those coaches, they are becoming the world-famous coaches, and they 

are becoming because they are developing the ability to develop right so, that talent right. So, 

therefore, in that case, it is the initiative, although the organization must ensure that such efforts 

do not amount to unlawful discrimination. Now you see every model, theory, concept, every 

practice. Every society has advantages and disadvantages, plus-minus strengths and weaknesses.  

 

So, therefore when the coach is in the position, he should be very judicious. If he is not judicious, 

he may be involved in unlawful discrimination. As a result, the organization will suffer. So, 
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cross-cultural coaching is fundamental is there. Nowadays, we talk about the global, not the 

global I will not talk about the global marketplace. I will talk about it in the Indian context; I 

would like to say it is a global market in today's context. 

 

Furthermore, therefore, when; we are to do the business globally by remaining locally and 

therefore for our country right. So, therefore, in that case, we have to understand the culture of 

other countries, but simultaneously we have to be strong in caring about our culture.  

(Refer Slide Time: 07:18)  

 

So, therefore when we are working on the cross-cultural aspects of interacting with other cultures 

and carrying out our Indian culture, it becomes essential that we become the global coaches 

right. From this book, we have taken this particular model that is the Grow coaching model is 

correct. So, therefore in that case again, every leader and team's effectiveness depends on the 

goal of what is the goal is there. 

 

And then there is a reality is there, and then there is an option, and there is a will there 

motivation is there right. So this was created by Sir John Wetmore and their colleagues in the 

late 1980s and has become one of the most famous coaching models for setting goals. 

Furthermore, whenever we talk about what you want like we have just talked about in the 

previous session and about the goals, right.  
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So, then we talk about the gaps. So, that is the end goals and the abilities, perception, and 

standards. So, ultimately, what motivates a person establishes the goal right and defines the goal. 

You often see we ask the people who design your goal and are not very comfortable designing 

their goal, why? Because it was easy, they led the life the way it was going. 

 

Are they not severe? They are serious about life, but they do not know right because nobody has 

motivated or inspired them that is the what they were to design and develop a particular goal is to 

be there.  

(Refer Slide Time: 09:18)  

 

Now you know you will find it is the how the person will be able to identify that is my goal what 

should be my goal. The first and foremost question to the guru mentor coach will be what should 

be my goal, right. So, that fixation of the goal, as we have talked about in the gaps also, there is a 

fixation of goals will be on the mutual discussion right. Here I would also like to add one more 

dimension, and it is about happiness.  

 

So, therefore the goals are not to be achieved with many confrontations, many sacrifices if a lot 

of sacrifices and many confrontations are there. So, even when you achieve the goal, you will be 

empty hands, and therefore we have to understand the reality and examine the reality right. 

MoreovMoreover, they are causing issues recognizing the strain's qualities and resources that 

may help. That is what I hope, right.  
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Therefore, there will be several options and options for moving the challenge. The individuals 

are a group with the imaginative questions coaching questions will be there that we will see 

further in this discussion. Then the establish the wheel is there. Now that we have a list of 

options agree on the actions that are the what. So, I would like to give my example like I was in 

an industry, and then there was a question of the goal. 

 

And then the answer was academics, and then I shifted to academics when I got the opportunity 

of academics. So, I inquired about myself within myself right, and therefore, the answer is that I 

want my goal to be an academician, so I tend to be the academician. So, the 26 years back.  

(Refer Slide Time: 11:18)  

 

So therefore, in that case, it becomes very, very important that is the whenever you are deciding 

about your these goals. And then identifying that is what is the reality is there and then, in that 

case, it is the what opportunities are options are available to you and based on those options. So, 

you take the actions that are there. Similarly, there was another model introduced in 2003 by this 

Stepppa. 

 

There is a coaching and mentoring model developed, and therefore it talks about the subject's 

target emotions perception plan, pace, and activity. Furthermore, Doctor Angus Maclaur acts as a 
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process by which the context and emotion of situational issues can be used to define an act 

toward the new goals. Now here I would like to have your attention on the new goals.  

 

Now because you see that is the goals, and then last time I have discussed these are the realistic 

and then flexible also. So, when you start your journey and then in the middle of the journey, you 

find that you are to uplift your goal right, and therefore there will be the new goals will be there. 

So, therefore this Stepppa is the subject and target emotions perception plan peace, and the 

action this primary utilizes is a technique when there are the problematic emotions in play which 

need to be the overcome. 

 

Furthermore, the person that a person has to decide how further he wants to go to achieve this 

particular goal and, therefore, this particular model that will help right. So, when we talk about 

the Grow, that is a growing reality and option. So, therefore naturally, we can also develop that is 

the; what will be our goal we want to achieve. 

(Refer to Slide Time: 13:22) 

 

The first and foremost step in this Stepppa model is about the subject; what does the subject 

mean? Subject means the starting point of the coaching session will be to identify and understand 

the subject and context of the discussion is there. A simple example I would like to give is that 

the goal is to achieve a specific target right. Furthermore, therefore, the target may be verifiable 

or non-verified, measurable or non-measurable. 
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For example, I want to achieve a particular position within this period right. So, therefore then it 

will be measurable, that is, whether you achieve your particular goal. In India, typically, you see 

that is the age whenever we talk about the goal the people link with the age is there that by this 

particular age I will be there. The people link with the money that I, by the time of my 

retirement, this much money I will have.  

 

So therefore, in that case, it is the subject in the context of the discussion and from individual to 

individual, and then that will be decided based on what the person wants right. So, therefore in 

their target identification is there; as I mentioned, it is a target that one person wants to achieve. 

So, an attainable, realistic target is to follow this specific measurable, accurate, realistically and 

timely is that there is a smart is there.  

 

So, the goal has to be specific; it has to be measurable. It has to be accurate, realistic and timely 

when the template for the goal setting is there. Here another essential aspect is that the emotions 

are there; they know what drives a person; it is a motivation, and therefore that particular 

motivation the motivator that will be decided is the how the person will going by this to achieve 

this goal on this particular journey.  

(Refer to Slide Time: 15:20) 

 

1222



Now, this perception refers to understanding the broader context of the mentee situation, and the 

goal is there. That is how he perceives things is there it impacts other people's emotions. Now 

you see, especially in an Indian context, that is the social development society deals with 

development in the society, and that carries many emotions. So, right from childhood, you 

should take your parents' responsibility. 

 

You understand it is one of your goals to run the family with this, take care of the parents, and 

maintain this unique relationship in society. So, that is becoming it will open the always there is 

that emotions that will play no people talk about that is even the young generation the current 

generation can carry those particular goals and emotions are not.  

 

So, this is the perception of the individual is there, and it will impact the other people's emotions 

and goals; as I was giving the example of the family similarly will be it will be an example for 

the organization also. That is, the weather that particular subordinate and the special relationship 

is there how it will impact these emotions of the each other and then it will be an open door for 

the next stage of the progress is there. 

 

Furthermore, if it matches that superior-subordinate relationship is good. So, the progress door 

will be open. Now, whenever we are talking about the plan. So, once your goal is decided, you 

are emotionally connected, you perceive that yes, I will be able to it is realistic also achievable 

then definitely, in that case, you will decide that is the necessary development systematically 

organized the first steps along the set path is there.  

 

Now the pace of the plan should be decided by setting time scales and deadlines for the 

completion of each task within. 

(Refer Slide Time: 17:18)  
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For example, at the age of 45, I want to be the CEO then definitely, in that case, that pace with 

the given time that you have to decide whether you can achieve. So, the theory was that 

becoming a better course for your team and becoming a better listener is right. So, therefore 

employees who feel their voice is heard are 4.6 times more likely to feel empowered to do their 

best work; according to this, the sales force survey featured in this is there. 

 

Listening is the often forgotten skill that manages lack. Now you see the person who is in the 

position now. So, he might have a rich experience, and therefore, the person who is listening in 

that case, that mentee, is there when he is not that experienced. So, therefore the experienced 

coach feels that he has better exposure, and therefore, whatever the learner raises, the issues are 

not realistic.  

 

So, in that case, these listening problems may be there by the coach. Reject a premise, get a 

promise; we all have a premise, if you will, that reflects how we see the world, and that premise, 

also called a perspective point of view, is the reason we move towards or stay stuck. So, 

therefore the coach challenges the premise with the words of Nelson Mandela; it seems 

impossible until it is done. 

 

A very motivating statement is there, right. Moreover, in that case, it depends on that particular 

person what is your premises what is your promise to yourself. Now can we extend the 
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premises? Yes, we extend the boundaries, right, and we extend emotional boundaries that we can 

extend, and when we extend the emotional boundaries, that is becoming the promise.  

(Refer to Slide Time: 19:20) 

 

So therefore, in that case, it is whatever we want to do, the role of emotions and motivations that 

play a critical role, so what is this ft and the most significant promise you can keep is to without 

judgment no matter what comes out of their mouths suitable. So, therefore many times, you see 

other people forget about the difference between the criticism and the feedback. So, no matter 

what comes out of their mouths, right? No issue is there. 

 

However, the impulse to correct, fix, and change is substantial for ineffective managers. Now 

somebody is criticizing you. So, how will you respond, right? So, therefore there are two hours 

to react and respond. Suppose you react to that, then you do not have that effective managerial 

ship. To have an effective managerial ship, your maturity is to digest that particular criticism, 

and based on that criticism; you are supposed to take the corrective actions. 

 

When you take the corrective actions, then definitely your impulse to correctives punishment I 

can punish I can correct what is your thought what you want whether you want to punish others 

or you want to correct others because things have been gone wrong that I agree. However, the 

question arises of what your approach is; therefore, the coach should have that that is the 

corrective actions required. 
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Some of the coaching skills for managers are asking questions; active listening is their growth 

mindset is, career development is there, and self-improvement is there, and therefore you see, it 

is a part of the personality and when in the past part of the personality and the person's mindset. 

Now you see a critical point: some people are coached because of their bread and butter. Because 

they had those mark sheets with them, they had those certificates. So, they compete, and nobody 

can bid on their markets, and therefore they become the coach. 

(Refer to Slide Time: 21:22) 

 

Another critical point is this that is the because of that growth mindset because of the soft skills 

because of their perceptions, and they are leading now as a coach is there right. So, therefore 

what from these models, we have understood whether it is a Stepppa or the Grow is there. 

Furthermore, what we understood that is required is that it is required to develop the soft skills 

also so that we can have proper listening and then develop the individuals.  

 

Now we will move to another concept: the coaching is there. So, mentoring is a relationship in 

which a senior manager assumes the grooming engineer's responsibility. Moreover, therefore I 

was giving the examples of the Krishna and Arjuna and Chanakya and Chandragupta and 

Dronachariar and Ekalaiva. So, therefore now it is not only coaching but also a mentoring right.  
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So, that is a grooming of the personality that plays a vital role because the coaching restricts the 

development of those particular abilities. However, when you are clubbing, the coaching with the 

mentoring is there. So, you are developing the overall personality. So, it is not only the 

knowledge and skills but also the attitude and behaviour that the person perceives from his 

mentor.  

 

So, mentoring is reciprocal and collaborative will relationship at-will relationship a beautiful 

word has been used here that is the at-will relationship is there right. So, they have a 

collaborative at-will is there. Dear friends, whenever we talk about this Stepppa of these the 

mentoring process Chanaki Chandragupta and Sri Krishna, Arjuna, Dronachariar and Ekalaiva 

right. So therefore, in that case, the motivation level that becomes very important is there. 

 

Moreover, that most often occurs between a senior indigenous employee for the mentee's growth 

and learning and career development.  

(Refer Slide Time: 23:22)   

 

So, these are in the organization's context, but we can see the analogy with our established 

mentors is there. Now the career functions non-career advancement is that is sponsorship is there 

the exposure, the visibility is there coaching protection, and the challenging assignments are 

there. Now, you see, this is a professional role because these are functions that the position of 

that organization has used.  
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Now you see that is many times who are the mentors, CEOs are the mentors and who is the 

mentee? A mentee is just a graduate; does the postgraduate passed person is the mentee is there. 

Now the question arises: how coaching will be done by such a busy person right for that 

particular refreshment is there. So, therefore what is required is that the coach should be easily 

accessible. 

 

Moreover, therefore then, it is not only the knowledge and experience but also the ability to 

connect with the mentee. The psychological functions of role modelling are that acceptance and 

confirmation are there, and counselling is essential. So, therefore, in that case, that mentee looks 

at the role model as the mentor that one day I will be like this right, and that motivates a person.  

 

So, therefore if the mentee when is attached to a mentor and finds that he is my mentor, he is 

highly frustrated and not happy, and then he is saying why you are coming to this particular role 

and all this thing. So, how he can be the role modelling and the person is learning under that 

particular mentor right. So, this is a big challenge is there. 

(Refer Slide Time: 25:22)  

 

Furthermore, in that case, we have to understand that that relationship and fixing the mentor's 

mental relationship is becoming significant. Now here it is the mentoring the one on one 

mentoring is there, and therefore this the mentoring is the most traditional of all the types of 
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mentoring is; there only the mentor and mentor involved in this type of mentoring is there, and 

therefore, in that case, I think that is the this is becoming a very, very important process of 

mentoring right.  

 

So, mentoring is there when but if it shifted to the group. Now one or several mentors work with 

a group of mentees are there, and then, in that case, it will be a more complex mentoring because 

then you have to identify the CEO in that particular group. Therefore, several mentees are there, 

and then you have to find out who is the right mentee because that one-to-one mentee 

relationship that will develop by selecting from this group mentoring is there.  

 

So, for the whole group, if they are going through the process, it is a group process, not one-to-

one mentoring. So, peer mentoring is there the same role or department or has shared similar 

experiences and whether in their professional or personal lives are there. Furthermore, typically 

what do the people do? People compare themselves with the contemporary their peers and 

therefore the peer learning is becoming very important.  

 

So, therefore in many times, they develop positive strength, develop that special relationship 

with their peers, and learn from each other. So, peer learning that is becoming very, very 

important simple example is in the school days, you find that your friends are there, the 

schoolmates are there, and they are learning from each other because there is no ego. There is no 

hesitation. That is how I can learn from my pair itself , right. So therefore, in that case, peer 

mentoring that is becoming very important is there.  

(Refer Slide Time: 27:33)  
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Now when you are talking about the mentoring techniques of the models, speed mentoring is 

there, and speed dating usually occurs as a part of the corporate event or the conference is right. 

Moreover, that is why now this participation in the conference. So, when you talk about peer 

mentoring, is there right. So, therefore in that case, if you give the mentee a series of one-on-one 

conversation with a set of  different mentors and usually moves from one mentor to the next after 

a brief meeting is there.  

 

So, therefore these conferences have this importance. Often, you find it is for the recess scholars 

that publication of the papers is compulsory. Moreover, in that case, it is even seen there is a 

wish conferences they have attended because when they attend the conference, they see the 

number of mentors. They interact with them or even the person they do not interact with. They 

find that there are mentors who are giving them different messages. 

 

Moreover, when he returns from the conference, he has collective wisdom. Reverse mentoring is 

there whenever we are talking; recently, I conducted one training program on reverse mentoring 

for one PSU. Furthermore, therefore, in that case, the senior professionals mentoring a major 

junior employ junior employment as a more senior professional. 

 

Furthermore, it is common nowadays in the area of technology is concerned. Therefore, the 

senior executives do not know how to operate or understand many softwares or technological 
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aspects, and the juniors who are joined to them have much better knowledge than the seniors, 

and therefore, they give the training to them. For the younger or more junior professionals to 

teach the skills or the new application or technology to the more senior one is there , and 

therefore, the reverse mentoring is there.  

(Refer Slide Time: 29:22)  

 

Now the merits and demerits of mentoring are an excellent opportunity to learn. It may create 

feelings of jealousy quickly through continuous interaction, and other workers who cannot show 

equally good performance are there, and therefore, in that case, it is always. However, I feel that 

it is an excellent opportunity to learn. Moreover, now because of this type of feelings at the 

learning stage at the beginning of the stage, this may be there. 

 

However, with a period, this can be balanced and then they understand that mutual learning is 

there. So, it will make it will not go during the process of man after mentoring it may go up to a 

certain extent but I do not think that is in the process of the mentoring if the mentor is capable 

enough he will control on this type of the issues, and the team building will be developed. So, 

through continuous interaction, people cannot show equally good performances there.  

 

So, here then peer mentoring, we have talked about appearance mentoring. So therefore, in that 

case, I would this demerit that can be compensated by the peer mentoring is there. Constant 

guidance helps the mentee's advantage, is there right. So therefore, in that case, the mentor is 
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always available. From overly strong bonds with beyond track using facilities to good trainees, 

unwanted favouritism may result.  

 

So, if he has a powerful bond with a particular mentee, then definitely, the more benefits will be 

given to him. This can have a demoralizing effect on other workers and negatively affect their 

work performance. So, therefore in that case, what happens often is like relationships. So, 

therefore the relationships, whether it is the blood relationships or the mental relationship, are 

there. 

(Refer to Slide Time: 31:22) 

 

If it is developed, then that will be the demerit. So, the meaning is that coaching is mainly based 

on the present at the goal set by a coach or based on things you can do at present. The mentor can 

be your father, mother or friend or a person who is more experienced than you at a particular 

thing is there right. So therefore, in that case, the coaching is coming more towards professional 

skills development. 

 

While the mentoring is done, it is more towards the social responsibility orientation is the 

particular task in the coaching it is the mentoring that is the relationship between the mentor and 

mentee is essential. Emphasizing the coaching is on the performance because he has to deliver 

the task and achieve the goals, while mentoring is about the career there is a growth, growth, and 

development. 

1232



 

Furthermore, the time horizon is the short term mentoring is for the long term is there. 

Specialization: A coach who imparts coaching has expertise in the field mentor's concern and has 

good knowledge and experience. So, therefore the coaching is becoming a more formal 

relationship with the learner, while when talking about the mentoring, it is becoming the more 

informal relation informal type of the mentoring because that is a relationship is developed. 

 

Moreover, it is not just for the one time is there in the coaching; it is the one time the that the 

learner is developing the relationship and then he has that particular task is accomplished and 

then the there will be the no relationship is there but in the case of the mentoring, but the coach 

can be mentor also, and mentor can be the coach also right. So, therefore please understand that 

it is not in isolation that one is the coach. Another is mentor right.  

 

So, one can be the coach inventor both also and, therefore, ah. So, what will happen is that the 

merits of both will be applicable, and the demand of one that the merit of the other will 

compensate is concerned.  

(Refer to Slide Time: 33:22) 

 

So, training coaching and mentoring are concerned that asking directive questions provides 

information specific answers that are often highly structured. The mentor is the direct questions, 

provides the information sources and seeks that alternate answers structured based on the past 
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experiences. Ask open questions to enable self-discovery to dispel false feelings and beliefs that 

can be applied to any situation that is the future focused. 

(Refer to Slide Time: 33:51) 

 

Six things the great mentors do differently is that good mentors should believe in their mentees 

enough to take the risk for the right. Furthermore, in that case, this is the very important point 

that the mentees can also take the risk for them. Great mentors present challenges and success to 

their mentees, which often means pushing them beyond their expectations. So, if you remember, 

we talked about the premises. We have talked about the promises we will talk about that are the 

emotional premises.  

 

So, therefore the great mentor, what he does, he extends those premises. So, if the person 

believes that no one can go up to this extent, only then does he extend the good mentor extends 

him beyond the boundaries that have been created by the mentee oneself. The great mentors are 

emotionally intelligent. So, therefore open-minded and inquisitive, listening well and reading the 

body language correct correctly right and therefore in that case because they create the 

perception.  

 

As you see, the ten mentees are there, and from the body language you develop, who will be the 

right mentee for this particular mentor is there. 

(Refer Slide Time: 35:04)  
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Have they experienced what their mentees want on the surface? This one probably seems 

obvious; I think many mentees go wrong in looking at this in a general sense rather than focusing 

on the specifics. So, therefore, in that case, mentors know it is what their mentee wants great 

mentors to do, not on these sugarcoat their failings. When you are in a mentorship role, it can be 

tempting to be the all-knowing all-powerful and then being your mentee is you are right.  

 

So therefore, in that case, he understands that there is a solution for every problem. My mentor's 

great mentor says no enforce mentorship situation may find it challenging to set boundaries, but 

in all circumstances, it is the ability to say no that makes a mentor genuinely effective. So, many 

times, the mentor should learn that is this is not possible, and whenever he says that this is not 

possible, he has to understand that is how he can develop that tendency.  

 

The mentee will not be into the wrong impression, and the mentor will say can say no.  

(Refer Slide Time: 36:16)  
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So, this is all about what we have talked about. The coaching and mentoring are there. So, a 

leader develops that special relationship with the mentee as a coach and mentor. So, then who 

can stop them from having excellent team effectiveness.  

(Refer to Slide Time: 36:43) 

 

As usual, these are the case studies we talk about. 

(Refer Slide Time: 36:44)  
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And then you can go through this. This is the research paper on leadership coaching on the 

leadership behaviour right. 

(Refer Slide Time: 36:52)  

 

This paper you can refer to, and this book will help you understand more about the coaching and 

mentoring concerns and be a practical guide. 

(Refer to Slide Time: 37:02) 
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Moreover, as usual, these are the references for this particular study material and your further 

studies. So, it is all about being a great coach and mentor; thank you 
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Leadership and Team Effectiveness 

Prof. Santhosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology, Roorkee 
 

 Lecture - 52 

Women in Leadership Roles 

 

In our previous sessions, we have talked about this leadership, and you see that the leadership is 

to be studied based on the demographic variables. So, we also see those who are young leaders; 

we have seen those who are below 40 right those leaders. Then we have talked about the senior 

leaders also those who are the senior in age and then they have proved themselves as a leader 

right. 

 

Similarly, there will also be the economic conditions and leadership we have discussed that is 

those who were the economically poor and then have become the based on these caboose 

knowledge base organizations they have become the leaders. So, therefore then the third 

dimension, which today I am going to discuss with you in demographic variables, is women in 

leadership roles, right.  

 

So, therefore if you talk about Indian history and so, in India for the freedom fighter, we have 

seen that there have been several warriors like they are Rani Lakshmi Bai from Jansi in India. 

So, therefore there have been several women who have proved themselves as leaders when we 

talk about today's organizational context.  

(Refer Slide Time: 01:52)  
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So, I will be discussing with you that is the what is the women in leadership characteristics of the 

human leadership is there where are the women where do they stand as far as leadership 

positioning is concerned, where are the women in India various women's leadership what are the 

main challenges for the female leaders ten reasons why we need more women in leadership roles 

at the workplace than how can you a workplace better foster gender equity then as usual the case 

study research papers book recommendations and references.  

(Refer Slide Time: 02:22)  

 

So, whenever we are talking about women in leadership rights. So, slowly and slowly, we have 

seen that in entrepreneurship administration education, engineering health, etc., at a very 
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different level, the regional level, national level global levels are there. Here I would also like to 

start a woman in leadership; it starts from the family. So, therefore whenever we are talking 

about that, leadership. So, it is not new for the woman.  

 

In Indian culture, you will find it is the whole family is dependent on the lady of the house, and 

therefore, whenever we are talking about that is the leadership position. So, when we talk about 

society. So, in society, the basics, especially in Indian culture, will find that the woman is the 

leader right and of course, the father of the family is also contributing, but it is more towards the 

economic contribution is there. 

 

As far as the culture is concerned and developing the child is concerned growing is concerned. 

So, that is Mr Sheru Rangneker has written a book on this that is the family management, and 

that is also a leadership position is there. So, break the traditional glass ceiling that bought them 

from entering leadership positions. Yes, of course, that is coming from the outside of the home 

and then becoming the organizational leader, right.  

 

So, that is also not very new, but it still has much scope. The world has witnessed the advent of 

women leaders such as Hillary Rodman Clinton, Indra Nooyi, Oprah Winfrey, Theresa May, and 

Christine Lagarde, to name a few.  

(Refer Slide Time: 04:22)  
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Furthermore, therefore here and I would also like to put some names that are the when we were 

in the banking industry in India, and at a time they were more than 12 chairpersons of the banks, 

and that were the women only in the banking industry, and that was the accurate representation 

of the woman leaders in India. Moreover, that is true in the financial institution and the SBI. So, 

these are the examples where the leaders like some of here are that you see then in the Indian 

banking industry. 

 

We talk about the Arundhati Battacharya, and all those who have given these organizations 

positions are they when the Kiran Shaw Mazumdar. So, therefore when we talk about that, these 

corporate leaders. So, these leaders have proved themselves that is the; yes, whether it is a 

question of the rural marketing, whether it is, a question of the digital marketing whether it, is a 

question of the science, technology, or management issues like I have given the example of the 

Kiran Shaw Mazumdar and therefore biotech when we talk about.  

(Refer Slide Time: 05:40)  

 

So, these are the examples that are the leading, and then definitely you find that is these women 

have proved that is very as I said very successful leaders are concerned. In administration, I 

would like to talk about Indian the Kiran Bedi is there. So, therefore these are the leaders who 

are different in social or political or economic, legal, or technological areas. They have proved 

themselves very successfully. 
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Now, when we are talking about the transformational styles that we had discussed in the 

leadership styles, if you remember when we talked about the theoretical model of leadership,  are 

there the charismatic leaders and transformational leaders we have talked about in the previous 

sessions. So, we women leaders are more transformational than men leaders in there they 

function as a role models for their subordinates, inspiring their team and spending much time 

coaching their team. 

 

Now you see that I will make an analogy with the family here and, therefore, what a mother does 

for all family members? The house lady keeps all the children and the father's relationship with 

in-laws and the parent's relationships societal relationships. So, that is it that is a team she creates 

a team, and they spend much time developing born and brought up of the child is there. 

 

Recently, our Prime Minister Modi is also okay sometimes kept talking about the mother, and 

therefore, we find that is also a leadership and example is there. So, therefore we talk about that 

is its leadership as a transformational also task focus and prefer to work in a collegial that 

particular environment is there.  

(Refer Slide Time: 07:26)  

 

So therefore, in that case, it is always working together. What I found is expected in this 

particular trait is togetherness. Whether it is the family or the organization, nation or globally, we 

talk about this concept in leadership. The very common with the women leadership is there that 
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is Vasudeva come what we say, and that is the global village and leading these this globe is a 

family itself right.  

 

So, they promote cooperation and collaboration; as I mentioned about the team building, who 

can learn the better team-building than the housewife who has to interact and develop the 

different characteristics personality characteristics of the family members are there, and the same 

thing happens at the workplace also. When we talk about the promote cooperation and 

collaboration, right.  

 

So, she gives that freedom that is the expression right. So, therefore she gets more cooperation 

because there is a concern. So, that woman is always concerned for each team member, and 

nationally as a response, she gets the cooperation, and the work together is there. Now they tend 

to participate in possessing a democratic style of leading people because that is a communication 

style right.  

 

So, therefore it is the command and control style practised by the male leaders is more right 

divided the participation and understanding right that that is the woman leaders have adopted the 

communication style is there. Now here it is; self-branding is also concerned. Now you see they 

are the silent partners of the growth, and that is they do not brand themselves very fast. 

(Refer Slide Time: 09:22)  
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And then you will find that the results are there, and then the secret they are the secret leaders. 

Many of them are the secret leaders are there, and that is their contribution is there, but they are 

not that dominating and in the race to prove that this organization is because of me. So, it is not 

my concept of me. Rather than it is a concept of us because us is there. Now you see there is a 

statistics used in fortune 500, and then that is in 2019 it has been reached to the 33 number is 

there right and when we make this trend analysis right. So, definitely in the case whenever we 

are, we see the jump is there, right. So, therefore in that case when from 2011 onwards right and 

therefore, we find that is the if we take the this these nine years before nine years and the after 

nine years is there and therefore the leadership opportunities as far as the fortune companies 

statistics is concerned and that that has been increased.  

 

So, naturally the, it is also a reflection of society in the global society this number which has 

been increased though it is a small number every we are expecting much more number and  of 

course, we see that is these number will keep on increasing. So, therefore, in that case, right, but 

when we see about 1988. So from 1988 to 2019 from 1 to 33, so, if you see, the percentage-wise 

right.  

 

So, it is remarkable growth is there. However, we find it in the fortune 500 companies when 

discussing these global leadership concerns. 

(Refer to Slide Time: 11:20) 
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Moreover, here, as we know, that is the leadership that is required is is is a very highly 

competitive position in the fortune 500 companies we say. So, we cannot underestimate this 

number but expect that much more number is there, but here we find that the academic award 

from 1929 to 2020 is concerned winner for the best director is concerned suitable. So, Catherine 

Bigelow, the only woman director to win in the ceremonies of the 92-year history, is concerned, 

right.  

 

So, like you can see these numbers and then this is progressive, this slide is there. So, therefore 

in that case, in the Catherine Bigelow this 2010, we have found that is the yes, and this is 

becoming the in the history of these 92 that is in 2008 right.  

(Refer Slide Time: 12:24)  

 

So, here we find that is the yes, there are many scopes, right, that is the; we have to give the 

opportunity. So, therefore, society, we mean the society and the business world, are changing. 

Now and then, we find it is the yes women are occupying the leadership positions is concerned. 

So, 7.2% of the CEOs in the corporate leadership after 36.  

 

So, therefore while in the case of fortune 500, what is it say it is a board is 22.5% is there 

correct? Furthermore, whenever tower and top outs of this will be 11% is there and when we talk 

about these solid jobs in the top 1000 companies, which is a 25%. So, naturally, this particular 

percentage shows that the issued jobs to the top companies are increasing. 
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If we talk about the corporate leadership reserve, academic leadership is concerned. So, therefore 

the full professes are the 32% which is excellent, and they call a college president the 30% of 

women who are the women of colour right. So, presidents who are the women are 5%, and those 

who are the medical school deans with a 16% are there. So, yes, we find that is the in the 

academic leadership if we compare the corporate leadership with the academic leadership .  

 

So, the academic leadership positions percentage is higher than the corporate leadership is there.  

(Refer Slide Time: 14:25)  

 

Now here I would also like to mention another dimension, and that another dimension is this that 

is the hypothesis only you know which is that is the yes, in the academic field the women 

leadership are getting the more opportunities. Now here I would like to, not only the education; it 

is the service industries you will find. In the service industries, the percentage of women leaders 

is, compared to earlier, increasing. 

 

Moreover, now we know this is the in this era 21st century, we find that is the service industries 

are also doing almost equally pleasing to the manufacturing industries, or maybe some industries 

are ahead of their manufacturing. The companies act 2013 makes it mandatory for India to have 

at least one woman on company boards, but the increase in gender representation and paper must 

translate into practice and culture is their rights. Moreover, therefore, that is this compulsion.  
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Now I would like to mention that is how these compulsions are why these compulsions are 

introduced. These compulsions are introduced because they were not the representation . So, 

therefore that is why the following sentence we have used should not be only in the paper, but 

rather it should be in practice and culture. Seventeen% of the board positions in corporate India, 

but only 11% of leadership roles are there.  

 

So therefore, in that case, from the board rooms to the CEO's room, debt is still required to have 

much scope. India fares better than its Asian counterparts. Diversity in executing non-executive 

roles in the corporate boardrooms is there. So, executive chairs 10% 2.6% 5% in Asia, 23% of 

large company boards in India average at last three women are from the 10% in 2018. So, these 

figures are how this 5% is increasing right. 

(Refer Slide Time: 16:25)  

 

Furthermore, whenever we talk about the role of women in India, that has been the continuous 

efforts made by society and the country to give them more presentations. The country is ahead of 

the global average in a woman working in senior management positions and ranks third globally. 

So, definitely, yes, there is always a scope to go to the first position, right. 

 

However, yes, this is also a counselling position is there. Representation of women in corporate 

India has increased from 21% five years ago to the 30%. So, therefore this is a good jump. With 
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the higher representation, non-technical roles are at 31% over the technical roles are at 26% is 

there. The study by management consulting firms now in collaboration with Intel India has 

shown this percentage has been represented reported. 

 

However, only 11% of the senior leaders are women, compared with the 20% in mid-level roles 

and 38% in the junior roles. So, this person checks that that is required to be reached the top 

positions, and consultancy from the Grant Thornton also claims over 98% of businesses in India 

have at least one woman in senior management right. So, therefore is against the global average 

of 90%. 

 

Moreover, here and then it is this is a matter of pride that is the here the percentage of business in 

India where the women representation and it is becoming the very, very high compared to 

instead the that the global averages of the 90% only. So therefore, in that case, these senior 

management positions have been occupied by these women in the business right. So, that has 

been increasing. 

(Refer Slide Time: 18:25)  

 

We also have to understand that this is not that easy; however, this percentage may be looking 

the less, but when we talk about the barriers, these percentages are not equal to the men's 

leadership. So, therefore there are specific barriers are there. So, what is that barriers are there. 

We have talked about the indifferent leadership theories: behavioural and contingencies theories.  
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So, that is the qualities of a leader as well as the part to watch leadership roles are still primarily 

based on an outdated male model that shuts the woman out and therefore, in that case, it is the 

cultural practices we which is to be focused right and then to develop and change that particular 

culture right. So, two things are essential here; one is that leadership and leadership in the 

organization are concerned.  

 

So, leadership in the family is already the ladies are having the almost 100% I will say in but as 

per is these are corporatist culture right. So, therefore that is with the old stereotypes and that 

men have been leaders for so long. The trade associated with the leadership is often thought of as 

masculine and not viewed as favourable even exhibited by the woman; in that case, you see that 

management concept of leadership, which is the force.  

 

So, the days that had gone when the; structures were top-down, or the bottom of approaches now 

is a circle. So, therefore in the circle, whether it is not the question of this top-down leadership or 

the bottom of leadership, it is everyone.  

(Refer Slide Time: 20:25)  

 

So, there are now talking we have discussed in the previous session that leaderless groups are 

there, and therefore there is no question of masculinity. So, fewer connections men still suppress 

women in having the network to learn about the opportunities and find mentors and sponsors to 
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champion their advancement. So, therefore that networking because what is important now; we 

have discussed this that is about exposure. 

 

Exposure will come to any person with the help of networking, and therefore, in that case, when 

the resources are provided simple example is the spending the money there is for the education 

of the girl candidate. So, therefore when we say that he is, she will also have an equal education 

compared to the boy is concerned. So, therefore it is not the choice between them; that is, the boy 

is going to a very high modern school, and the girl child is going to a school where there is not 

much exposure.  

 

So however, this concept is now becoming minimizing but not, but that also gives an 

understanding of the ex-world. So, therefore better the exposure better will be the networking, 

and the better will be the networking where better will be the opportunities. So second is the 

bias, and discrimination is there. There is sexual harassment and a hostile work environment 

right. So, this type of issue, however, the government of India has taken many initiatives and the 

legal protection, and here we find that the woman is likely to move into the leadership roles 

faster than before. 

 

Lack of flexibility is there. So, work and family lot of research work has been done by two 

students have done on this is the quality of work-life and work-life enrichment.  

(Refer Slide Time: 22:25)  
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So, therefore this is the balancing. Balancing this work and family is always a question, and in a 

country, like India, where it is the there are specific roles and responsibilities are the fix for the 

women of the lady of the house only, and the male does not contribute right, a simple example is 

like the cooking is concerned right. Moreover, in that case, because of these types of issues, 

networking exposure going outside of the home becomes challenging.  

 

So, what are the significant challenges there? The first and most obvious challenge is that most 

people in the room are men, but this creates an opportunity for women to stand out and create a 

long-lasting impression in the office there. So, you see that every weakness has an opportunity, 

and every strength has a threat right. So, therefore, in that case, it is always that whatever the 

limitation is there, that limitation is in the opportunity itself.  

 

So, a scenario that appears repeatedly resolves around building a supportive network in a space 

where males dominate. So, using this chance to seek both men and women as the connections 

and mentors who will help you along your career path is there and therefore, in that case, and 

the, whether it is a male, or the female is a man woman. So, then, in that case, you are looking 

for a chance. 

 

Moreover, the chance is there through the connections only, and when you get the mentors right 

and then you will find that is the whenever there is a suitable match that we have talked about the 
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mentorship earlier, there is a mentor mental relationship and whenever there is a mentor mental 

relationship and this glass ceiling is not there.  

(Refer Slide Time: 24:25)  

 

So, therefore in that case, if the right mentor has been in connecting with the mentee whether the, 

whether the mentor and mentee are respective of their genders, then definitely there will be the 

successful leadership. So, what are the main challenges for the female leaders is there. There is 

often a full-time role coupled with the additional stress of raising your own family, and it can be 

hard to juggle work alongside personal life is there right from the beginning; I am saying this a 

cultural issue, right.  

 

So, therefore she is a leader, but she is a leader more toward the personal life of every member of 

the family right. So, therefore it is the question of whether this is the way to develop that 

leadership. So, if the pandemic has taught us anything to create a healthy work balance, is there 

right. Furthermore, I will also like to talk about it as a work from home in the further slide that is 

how this pandemic has given me the opportunity.  

 

So, because when it is started with the work from home practices. So, this said nature for many 

women is that expectations can often be set lower, which is self-belief. So, that is that belief in 

self-belief about whether I can be a global leader or not. So, therefore the benchmarking 

practices you see we always talk about are what you said for yourself irrespective of gender.  

1253



 

So, women are used to setting their priorities as the family is. We wish that the equal priority will 

be set by the lady of the house for her contribution to society. So, a woman can often be 

perceived as a more emotional and more minor decision than men, but this is because the 

researcher does not have this type of finding, and they are more emotional and less about this 

issue than it is reverse. 

 

Bringing more diverse physical, mental, and emotional experiences to the everyday conversation 

is there, and with this particular dimension, this has been proved.  

(Refer Slide Time: 26:32)  

 

So, here are some benefits women can bring to leadership roles. There is a woman leader who 

will paint the future. You know who is currently not in a leadership role can be a daunting 

practice transparent entering such a high profile role right that with the current stigmas that may 

be attached in turn this could push away the younger generation from striving to break down the 

various is there. So, therefore definitely becomes more important that is the how we can make 

the more leadership roles for the women are concerned. 

 

Furthermore, naturally, whatever the barriers are there, those present like we were talking about 

the 38%, we have talked about the 27% 25% right. So, therefore in that case simple example, I 

would like to give up academics. So, in academics, when we find that more women are in the 
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leadership percentage, it is better because they have pushed away these barriers and invited the 

younger generation. 

 

So, unique transformational ideas will be brought to the front of the meta-analysis comparing 

male and female leaders, identifying that female leader were more transformational and 

demonstrated. So, therefore they have. So, because we are, we know the leaders and leaders give 

their male leaders credit to their mothers that is whatever the transformation is there, they say 

that it is because of their mothers.  

 

So, they demonstrated more contingent reward behaviour than the two-dimensional actions of 

active and passive management presented by the central leadership is there. So, therefore always 

that unique transformational idea is not like this that is the women are not having. Women have 

this unique transformational idea, so we have the world's transformational leaders.  

(Refer Slide Time: 28:25)  

 

So, therefore the primary route is the women only. So, here we the third dimension, we talk 

about enhancing teamwork. So, in India, it is a collective family culture; however, it is the, and 

nowadays, because of these dual-income practices and because of the global village, you can say, 

and it is the families, not that much a collective family is not there, but the essential culture is 

their collectivism only.  
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So, there is no doubt that we have seen women demonstrate passion with enthusiasm and the 

capability to command a situation when needed. So, there are several examples of dear friends in 

India, and there you will find that is the women who come across the adverse situation and have 

taken the family's leadership position. Moreover, I am not talking about the last 20 years or 30 

years; I am talking about the Indian culture.  

 

So, therefore in that case, and whenever such an adverse if even situation is there and they have 

got the leadership position, they have proved that is the yes even in that case they have the 

patient enthusiasm and capability in the favourable situation of course is. So, women 

demonstrate the superior leadership values in their research into social and demographic trends 

survey 2050 adults rank women better than or equal to men in seven of the primary leadership 

threats assessed throughout the survey.  

 

So, business-wide communication can be announced. So, the question arises that is the then, 

what stops them. So, it is business-wide communication. So, therefore that is the when whenever 

the opportunity is given then, it has been seen that is the whatever a strong woman's most vital 

skill is communication. Moreover, if she uses this power to enhance meaningful conversation 

with the employees, co-workers, and partners, who can stop the organization's success. 

(Refer to Slide Time: 30:31) 
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Achieving a better financial outcome is there. Within a more diverse workplace, the more likely 

creative ideas will be presented, which helps fuel growth and helps create more sustainability 

within an organization is concerned. Then this is possible only when we are talking about how 

this is ultimately the goal and objective right and the incentives are concerned.  

 

So, therefore this is whenever we want; that is the what will be the motivation. So, naturally, 

becoming the financial outcome outcomes is one of the motivations that help the growth and 

create more sustainability within an organization is there now the fresh new law outlooks. The 

perspective is concerned that woman leaders will properly bring skills, different perspectives, 

and innovative ideas to the table, but these combined will help create new perspectives that lead 

to better decision-making for the business.  

 

So, whenever the skills scales mean, that is the all the skills whenever talking about that is about 

the taking the family together or the communication or the collaboration skills . So, collaborative 

skills and team-building skills are there, and then creativity. So, therefore when the l when she 

brings this collaboration with creativity, it becomes a significant lead to a better decision-making 

process that can provide better mentorship and mother with the role of the mother.  

 

So, we know who can be a better mentor than the mother. So, their role models cannot be 

overlooked of a person's gender; all people need someone who will guide them to progress in 

their careers, and all of us have gone through that particular phase when right from our school 

days when the first time when we have entered the learning centres and then there was the 

mother only you know who was holding our hand and from there we have started our journey 

(Refer Slide Time: 32:34)  
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So, therefore that is this type of strain will lead her because already these capabilities exist in 

nature has given these capabilities. The ability to wear many hats is a significant role a woman 

plays; the different wearing hats within their roles is often a common occurrence. Often 

balancing careers, household and taking up the mental and the parental guidance and the many 

other expenses are there. So, if you go to the whole day routine of a lady of the house and these 

all roles we keep on learning in the MBA education.  

 

Whether it is the change management, whether it is stress management, whether it is conflict 

management, whether it is team building right or whether it is the leadership roles are there. So, 

combined, she plays all these heads from day to night, and the woman in leadership roles can 

close the gender pay gap. So, what can often be overlooked is that the gender pay gap can be 

transformed into a gender opportunity gap. 

 

When males and females start their progress from scratch, that has been seen. Men are usually 

offered more opportunities leading to higher-paying positions are there. Now we cannot escape 

from this particular point, right. So, therefore that whenever they progress, they start from this 

scratch are there. So, then definitely, in that case, even many times you see there is a woman 

because of these colourful hats. 

 

Here, they find that let men of the house go ahead and sacrifice women.  
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(Refer to Slide Time: 34:26)  

 

Because that makes them the more that the playing the different heads may be the cause behind 

this particular decision-making process. So, how can your workplace better post-gender equity? 

So, commit to regular pay audits analyzing compensation by gender and race. Thus, nowadays, it 

is not possible. Maybe in very few places, it is earlier it was much practice. 

 

The compensation for the male was more for the same job than the female was there right. So, 

there, but now that understanding is minimized as much as possible, I think. So allows the 

companies to identify inequities because now we live in the era of talking about equities. So, 

therefore iniquities are if it is there and any lady brings into the knowledge, then definitely there 

will be the equities brought by the organization.  

 

So, commit to a culture of fairness and equity and build it into their core values. So, they need to 

review their hiring and promotion practices right. So, when we talk about now, we have seen the 

percentage. So, the percentage is that the board members' percentage is better than the CEO's 

position. So, here, we have to review our promotional practices, and when we do not have those 

biases and assumptions, that is how the woman will handle this challenging task.  

 

So, then this particular bias, when we remove it, will find it is yes, we can give the promotions 

opportunities to the equation to the female also. And then whenever an equal opportunity has 
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been given, they will be the fairness and having them better fostering equity is there. So, what do 

organizations have to do organizations HR policies?  

(Refer to Slide Time: 36:27)  

 

So, organization policy should support these aspects where fair and equal promotional policies 

are available. Adopt the practices and policies to encourage salary transparency, and the job 

description should include salary brand bands for each position enrolled within an organization. 

So, basic secrecy policies that punish employees from discussing or inquiring about devices 

should be abundant.  

 

So, therefore in that this is the; if somebody asks, you want to know that I am also in the same 

position and what my opposite gender is getting right. So, therefore irrespective of the person; of 

course, another legal issue will be there of personal rights and all, but yes, the payments are the 

same. There is no discrimination on the base of the payments are concerned. And then, the 

evidence of using salary history to set wages perpetuates the gender pay gap because it assumes 

that the priorities were pretty established.  

 

So, if the organization continues this type of practice, I am sure that it is in this digital era. So, 

then it is not that possible to hide that gap because if the gender pay gap is there, it is definitely 

against the law. Ensure workplace flexibility so that the women and men can better balance their 

home life demands with their jobs. 
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I was talking about this: the work from home is concerned and therefore for those who have this 

responsibility of home right. Then definitely they can make a better contribution at the 

workplace also because of the work from home. So, good parental leave policies are right now in 

India; now, there are six months of maternity leave, and paternity leave is also there. Thus, 

family caregiving is there.  

(Refer to Slide Time: 38:27) 

 

So, therefore we find that is the yes, the initiatives are taken then, but still, many initiatives have 

to be taken because they still do not reach the equity right. Moreover, remove our biases and give 

them opportunities to bring them as per their competency, which the women leaders deserve 

then. Definitely, in that case, they will not be that many barriers to what we are talking about 

today. 

 

Moreover, of course, in the speedy first-year growth, the women leaders in the organization will 

be there and corporate CEO positions and leadership positions.  

(Refer Slide Time: 39:18)   
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This is the case study we usually talk about that is the in this particular case study is there, and 

then you can go through this case study and find out that is the how this is there right. 

(Refer Slide Time: 39:22)   

 

(Refer Slide Time: 39:24)   

1262



 

 And then these are these the research papers are there stereotyping and women's roles in the 

leadership positions are there, and therefore this particular research paper will talk about how the 

leader's position with the help of this literature review that is how excellent leadership skills are 

provided. 

(Refer to Slide Time: 39:43) 

 

Conclusion and these papers' findings are that women are more capable of being the top 

performers, still not attaining the top-level leadership positions right. So, this paper will consider 

some of the reasons as we have discussed them and some of the more this paper will be talking 

about. 

(Refer Slide Time: 39:58)  
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This book recommends women and leadership most powerful women some of the.  

(Refer Slide Time: 40:08) 

 

So, that is a conversation, and definitely, this will help us to understand more and create more 

opportunities for women leaders' rights. 

(Refer Slide Time: 40:09) 
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Moreover, as usual, these are the references you can refer to; thank you. 
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Leadership and Team Effectiveness 

Prof. Santhosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology, Roorkee 
 

 Lecture - 53 

Building Effective Relationships with Subordinates and Peers 

 

In this session, we will talk about building an effective relationship with the subordinates and 

peers because whenever we talk about leadership effectiveness, that is successful leadership, you 

know this is a critical dimension. It says what type of relationship we have with our subordinates 

and peers working with us.  

(Refer Slide Time: 00:52)   

 

So, in this session, we will talk about the supervisor-subordinate relations, components of a good 

relationship, responsibilities of the supervisor, why do peer relationships at work matter, 

communication and leadership in the workplace, how to build good work relationships and then 

these Graicunas theory on this span of management, 14 tips for improving your relationship with 

your boss and as usual the case study research papers and the book recommendations with the 

references. 

(Refer Slide Time: 01:17)   
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So, the way it is the many places becoming a very crucial that is a what type of the relationship 

you are having I have mentioned that is earlier that is the people employees they do not leave the 

organization they live their bosses because they do not have the good relationship with on their 

bosses. So, a supervisor-subordinate relationship should be clearly defined in your workplace. As 

a manager, you should be responsible for building and maintaining a good working bond with 

each employee. 

 

You usually see that whenever we talk about the two sides' relationship. Then the question arises 

who will initiate first, and here it has been mentioned is who is this supervisor or the superior 

then senior executive. He is supposed to take the initiative and primary responsibility for 

building and maintaining a good working bond with each employee. So, good relationships at the 

workplace make work enjoyable and productive as we know that the work environment plays a 

vital role in the employees' output. 

 

Moreover, whenever good relations are there, there will be a good work environment, and when 

whenever there is a good work environment, there will be more productivity. According to the 

Gallup organization, the people who have their best friend at work are seven times more likely to 

be engaged in their jobs. So, therefore that is a socialization process. 
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At the workplace, if you have that cohesive environment and the people like to come on the 

work, and they enjoy the company of their colleagues, and they do not feel like they are working 

as an employee rather than they feel that is the yes this is the place where I can come and spend 

my time, and I can make my life more pleasurable.  

(Refer to Slide Time: 03:20)  

 

So, therefore, in that case, it is becoming critical that the workplace should be attractive. 

Furthermore, this work will attract you with the help of those working with very supportive 

employees. Furthermore, these peers are becoming just like a friend. A good work relationship 

requires trust regarding self-awareness, inclusion, and open communication.  

 

So, naturally, there cannot be a good relationship if there is no trust right. Trust is the root of this 

good relationship here, and whenever there is a high level of trust, the bondage will be much 

more robust; as usual, the respect is there, but respect can be an attitude that might be harmful 

behaviour might be optimistic. So, a person may be giving you respect. 

 

Nevertheless, he is giving them respect because of your position, or it is because by the by his 

heart then definitely that will always be there will be the maybe there may be the difference is 

there right. So, therefore, in that case, mutual respect is valued, and one another's input, and then 

the solutions are based on collective insight, wisdom and creativity. So, whenever you are 

developing this type of this, mutual respect and trust are there at the workplace and then 

1268



definitely, collective wisdom will be developed. So, two minds are always better than one 

whenever we say. So, therefore it will be creating this the encouraging the more and more 

creativity is there.  

(Refer Slide Time: 05:06)   

 

So, here we will find that self-awareness is essential whenever we talk about this good 

relationship. This means taking responsibility for your words and actions and not letting your 

own negative emotions impact the people around you. We all have talked about the attitude and 

behaviour and, therefore, even the leaders when they are into negative emotions. 

 

Their mind is into negative emotions, but the people around them will not let them know that 

negative emotion is their right. So, it is always they are having this inclusion. So, do not just 

accept the diverse people and these opinions because you see there are different personalities in 

the workplace. Every personality has his heredity environment and situational factors, and 

different active attributes will be there.  

 

So, welcome them even if they have these diverse opinions because, as we see, there is a 

conflict. Conflict is not always negative many times; a functional conflict is there. When your 

colleagues of a different opinion from your factor, their insights and perspective or the cultural 

aid in your decision-making are there, and something new will be added.  
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So, what is required the orientation of inclusion is required. Open communication all good 

relationships depend on open and honest communication. So, here in communication, I would 

also like to mention the selection of the words. That is what type of word selection you have. 

Furthermore, whenever you have these words and interaction, the people will be happy. 

 

Whenever there is honest and open communication with the appropriate selection of words, then 

definitely that communication will be helping you for the in by making a better relationship is 

there.  

(Refer Slide Time: 07:12)   

 

So, keeping in mind all these dimensions now, we will try to understand that what is the 

responsibility of the supervisor is there. So, a supervisor's responsibility includes the manager 

managing the workflow. So, naturally, he is responsible for that ultimately what he is managing? 

He manages the organization's business and the organization's business, which is the workflow 

he should try and then the training of new hires.  

 

So, that is about these those who are whoever have been these new hires are there the recruitment 

is done and naturally, they are new to the organization they do not know the culture they do not 

know about that what are the practices are there. So therefore, that special training is required. So 

they can be a part of the organization. Creating and managing the team and schedules are there; 
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time management and what is expected from them that requirement will be communicated to 

them.  

 

Reporting to the HR and the senior management is there that is he has joined and therefore and 

the supervisor will report to these the HR and senior manager about the employees joining 

evaluating the performance and providing the feedback is there. So, those who have joined the 

organization and their evaluation will be done performance will be evaluated and then they will 

be provided the feedback will be provided. So, identifying and applying the carrier and 

advancement opportunities are there and, therefore, supervisor after joining the new employees.  

 

Therefore, in that case, he is creating and managing the team schedules and then, according to 

this, is reporting to HR and starting with these supporting approaches. Furthermore, that 

supportive approach will be how the performance is evaluated and how that support is required 

based on the feedback that is to be provided.  

(Refer Slide Time: 09:11)   

 

So, why do peer relationships at work matter? So, a good relationship with peers offers several 

advantages not only for the individuals but for the entire organization also. So, it increases 

productivity and performance. Gallup research found that 30% of employees say they have a best 

friend at work, and that percentage of workers is reportedly seven times are likely to be engaged 

in their jobs and produce the higher quality work is there.  
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So, therefore, in that case, this percentage of workers, which is the seven times, is there and 

naturally, they will be able to produce a higher quality of the work. Whenever it is not applicable 

only in the workplace, b, So, whenever we want it, our family members are to be engaged and, in 

that case. Usually, we talk about that particular type of commitment is required. 

 

Boost your attention, and you want your best employees to stick around for the long haul. So, 

therefore they will not leave the organization if they are dissatisfied are uncomfortable. So, 

naturally, they will leave the organization very soon while here, and then they will try to be a 

part of the organization for an extended period. A mere relationship improves the team's morale, 

and a final relationship at work keeps your team's spirits high. 

 

Furthermore, therefore, it becomes essential that an interpersonal relationship is strong. So, that 

the employees those who are working with the bosses. So, they have that orientation to have 

these team models, and they will like to work together for a long time.  

(Refer Slide Time: 10:57)   

 

So, communication leadership in the workplace will help retain the employees and get the 

productivity from the employees, and that is why it is the leadership skills that what style of the 

leadership skills are adopted and that that is becoming to be very, very important is there. 
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Furthermore, we have discussed those leadership skills much in detail in the earlier sessions and 

then have to be a productive, effective manager. 

 

Because you know that is what type of leadership practices are required in a given situation. It is 

not enough to be knowledgeable about what you do. You must also be able to share your 

knowledge with the people you manage. So, many times, many supervisors feel that they should 

be the best and that they should not be known to others that is how they are the best. 

 

However, that is not the right approach according to the literature; whenever we are talking about 

that, whenever people feel there is not enough knowledge, they must be able to share knowledge 

with the people on those who are managing. So, leadership style affects the employee's morale, 

productivity and retention and the good social binding that will ask the leader to continue with 

the organization. 

 

Good communication skills help ensure that your staff members understand your instructions and 

that the expectations are there to develop the communication skills. Furthermore, the 

subordinates are often unclear about exactly what their bosses want. So, therefore, in that case, it 

becomes imperative that whatever the message is, there that will be having the excellent 

communication skills of the leader and naturally, in that case, he will have that particular 

instruction from the clear-cut instructions from the boss. 

 

And then whatever the expectations are there, those expectations will be fulfilled by the 

subordinate are there and there, and the boss's expectation is also clearly mentioned to the 

subordinate. 

(Refer Slide Time: 12:56)   
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The communication leadership in the workplace that empowers employees is there. Empowering 

employees involves giving employees autonomy and allowing them to make some decisions 

concerning their work, as explained by the leadership choice is there. So therefore, in that case, 

this empowerment. We have talked about leadership and empowerment, leadership and 

delegation, and therefore, in that case, this empowerment is giving the autonomy and allowing 

them to make some decisions.  

 

Whatever the positions you see, there is an organizational structure, and in the organizational 

structure, every employee is responsible for certain acts. Moreover, in that case, that has to be 

explained by this by the leadership choices there. Recognize the achievements good leaders 

understand their employees are not only motivated by money but by recognition for their work . 

So, this should not be the perception that everybody is working for money only and money will 

motivate. 

 

Furthermore, I will give them money, and I will motivate the person not necessary because many 

of them are working for the recognition for their work because they have made the contribution 

and contribution are well appreciated. So, therefore that is the motivation is there. So, praise 

employees at staff meetings and write them notes taking them for their efforts. So, always on the 

superior should appraise the employees and write to them thanking them for their efforts.  
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So, be a role model. So, the leader does not just tell employees what to do. So, leadership in the 

workplace means showing employees how it should be done through excellent role modelling. 

So, definitely in these, that supervisor is always a leader. Furthermore, that is how it is done 

through an exemplary role. I also want to be like my supervisor, and then we find that that 

mentor-mentee relationship is a style of this leadership. 

(Refer Slide Time: 14:56)   

 

Moreover, that is becoming very important because these are the subordinates they want to be 

like their bosses. So, to build good work relationships, we can use steps to improve our 

relationships with our colleagues. Identifying your relationship needs is there. Do you know why 

you need the others, and do you know what they need from you? So, understanding these needs 

can be instrumental in building a better relationship.  

 

Now you see every relationship each develops with the fulfilment of the needs because if there is 

no need, there will be no interaction; if there is no interaction, there will be no relationship. So, 

therefore to keep that particular relationship that first, we have to identify why there is a need for 

this relationship and when the needs are clear and mutually understandable , then definitely, in 

that case, that bonding will be the powerful bonding will be there because they understand what 

the other person wants from them.  
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So, here it is always this type of these needs those which are the instrument for the better 

relationships; focus on your emotional intelligence by developing your EI in you will become 

more adept at identifying and handling the emotion and needs of others. Now you see in 

emotions also there is a given take. So, if anybody is making you responsible for a particular 

position, then definitely that is the expectation that you will fulfil that position's duties and 

therefore you will be making the satisfaction to your boss.  

 

So, therefore the fulfilment of that those duties is proper. So, that that is always that is emotional 

connect is there. Furthermore, whenever there is an emotional connector, that person will be 

responsible for this aspect. So, therefore this handling of the emotions and needs of the others 

will become part of how this relationship continues into the organization. 

(Refer Slide Time: 17:02)   

 

Now, mindful practice listening is there. So, with mindfulness, people respond better to those 

who listen and genuinely listen to what they have to say and therefore, the dimension of 

mindfulness which we have kept that understanding in our last part also. So, therefore that 

mindfulness will give you precisely what is the requirement of your subordinate. Schedule time 

to build a relationship. Is there a possibility you could ask a colleague out for a quick cup of 

coffee? These little interactions take time but let the groundwork for a strong relationship is 

there.  
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So, we usually talk about the tea club if there is a coffee club. Furthermore, this type of tea club 

and the coffee club is developing these relationships. So, when we develop this strong 

relationship, then definitely in the productivity as we have seen the employee satisfaction 

enhanced. Managing your boundaries, but you see that every coin is always at two sides.  

 

So, therefore when you are developing a relationship, it should not be a hurdle to another 

person's privacy. So, make time but not too much. Sometimes a working relationship can impair 

productivity, especially when a friend or colleague begins to monopolize your time. So, therefore 

in that case when you are busy, and then you are not able to spend the time, and somebody is 

disturbing, you have to tell the person that is that this is the time for your work and then he 

should excuse you.  

 

So therefore, in that case, managing your bondage is there. And then be positive; that is 

contagious, and people gravitate to those that make them feel good. So, therefore this type of 

these attitudes is there. So, then that attitude is the positive attitude is there. So, we can now 

develop this good relationship with a positive attitude at the workplace. So, every friend, from 

your boss to the intern, wants to feel that their work is appreciated, and therefore everybody 

wants the appreciation and genuinely compliments the people around you when they do 

something well. 

 

Furthermore, you see always whenever we have the admiration right. So, from a child also you 

can understand. So, when you admire a child, the child repeats the behaviour. So, there is a 

reinforcement of behaviour. So, therefore appreciation also having the reinforcement of 

behaviour, and there is a repeat repetitive behaviour will be there, and that is the psychology of 

the human being is there.  

 

So, we should always appreciate the people for their excellent work. So, they will repeat that 

good work, and the develop your people skills. So, therefore indicate that a good relationship 

starts with good people skills and HR skills are there. Furthermore, what are these HR skills that 

are the interpersonal dynamics relationships in that is a trust respect friendliness. So, this will 

develop these skills people skills, which will develop a great relationship. 
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Now avoid gossiping; that is the office politics, and gossip can ruin the workplace relationship; if 

you are experiencing conflict with someone in your group, talk to them directly about the 

problem. Furthermore, I also personally feel that from my experience, it is the yes whenever 

there is a conflict, you should be able to resolve that particular conflict. So, you can directly talk 

to them about the particular problem. 

 

Furthermore, when you talk to them about a particular problem, there will be a mutual discussion 

and based on the discussion, you will find out that some solutions are emerging. So, that is based 

on the little talks.  

(Refer Slide Time: 20:56)   

 

So, therefore in that case, if your talks are crossing the boundaries, then definitely that particular 

interaction will become a negating negative for you for your impression and productivity. So, 

please always avoid gossiping but have a positive interaction. V. A. Graicunas, a French 

management consultant, studied superior-subordinate relationships and developed a 

mathematical formula to analyze relationships.  

 

So, he suggested that the number of the possible relationship increases with the number in the 

with the number of subordinates correct. So therefore, in that case, that is the that this possible 
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relationship always increases when you are increasing the number of subordinates. So, Graicunas 

has identified three kinds of superior-subordinate relationships in every organization. 

 

Moreover, he talked about how whenever there are these specific kinds of relationships; there 

will affect the supervisor-subordinate relationship. So, first is, a single direct relationship is there 

easily recognized by the individuals who are his immediate subordinates; they are equal to the 

number of subordinates supervised. So, therefore in that case always, they will be the limited 

numbers that will be there with the boss and with those bosses with those particular employees, 

the boss will be able to interact. 

 

Furthermore, always understand that an equal number of subordinates can be supervised. So, 

suppose we have this one superior and the five subordinates are there. So, all these five 

subordinates will be equal to the number of subordinates and five. So, therefore, in that case, the 

relationship will be direct will be there.  

(Refer Slide Time: 22:58) 

 

So, that number also has to be restricted if the number is restricted, you find that the relationship 

is also working very well. Now direct group relationships are there. This means the group 

relationships between the superior and each possible combination of subordinates are there. So, 

for example, a manager having three subordinates would have three direct relationships. So, n 

represents the number of subordinates there.  
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So, whenever we are having this, the three subordinates. So, and therefore, in that case, we have 

to find out what type of relationship is there. So, mathematically also, you can find out that this 

particular formula that works for the identity identifying the relationship is there. So, cross 

relations are the mutual relationships among the subordinates necessary for working under the 

same superior.  

 

So therefore, in that case, many times when there is an excellent mutual relationship then they 

with the under the same supervisor, there will be a good relationship among the followers. So, 

Graicunas has developed the following formula to give the total number of all the three kinds of 

relationships where n is equal to the number of subordinates. So, n equals two and x to power 

two, and n plus 1 is there. 

(Refer Slide Time: 24:20)    

 

So, how we can develop our relationship with our bosses? So, here is how to strengthen your 

relationship with your bosses and put yourself in your boss's shoes. Now many times, you know 

expectations. So, expectations spoil the relationship, but when you have realistic expectations. 

So, how you will have the realistic expectation that whatever the challenges you are facing, your 

boss will encounter, be prepared to offer the solution is there. 
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Furthermore, in that case, even if there is a different type of relationship, they always the boss 

will be there to offer you the solutions. Furthermore, when the solutions are offered because the 

boss put himself, that is what your requirement is there. The Well show the value that is they 

hired you for a reason. So, make sure that you add value to the organization under your position 

there. This is very, very important.  

 

If you justify your position by your contribution and it is not because of just making the boss 

happy and doing no work, that will not be the condition that does not condition here. Here we are 

talking about it: those hardware concerns are committed to doing their jobs right. And then, 

therefore, they make sure that is then they are adding value to the organization and or their 

position is there.  

 

So that their decision-making styles and the way they are working are supported. So, when they 

are they are supporting these, the organization also with their different colleagues are there to 

whom they support and then they also support the people e from the outside of the organization. 

So, therefore that you will be able to add value to the organizations.  

(Refer Slide Time: 26:16)    

 

So, knowing when and how to communicate with your boss and, therefore, when to commit and 

how to communicate is becoming very important. So, employees need to learn how their 

supervisor likes to communicate and receive communication that requires intense observation 
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later. Furthermore, once you understand your boss's personality and communication, you tune 

upright according to your boss's expectations and, therefore, that communication will build a 

better relationship. 

 

Get to know your boss personally, and bosses are human. So, communicate with them on a 

personal level, and therefore, they will often share with you if there is any family problem or 

whatever their achievements are there what are their rewards are there. So, what are their gain 

and losses because they have developed personal and interpersonal relationships, right?  

 

So, maybe they may share the professionally only in what type of the relationship they are 

having, but that will always help for a better relationship. Then ask for the feedback; do not be 

afraid to ask your boss for the feedback. So, whatever the work has been done, you always see 

what the feedback does? Feedback helps you to make things better. So, no one is perfect, but 

whenever we are getting feedback, we and then can improve our competency.  

 

So, when we improve our competency, we will be based on the feedback, there will be better 

feedback, and we will be successful. Offer to help you should ask your boss if they need help on 

any projects are there and therefore in that case always you see that is the whatever the help that 

the boss needs right. So, you often see that he may not tell you that I need this particular help 

right. 

(Refer Slide Time: 28:12)    
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And then but if you identify that is that he requires a particular help, then you can provide 

particular help they keep your supervisor informed no ones like suppressor surprises. So, if you 

are experiencing challenges in your work, communicate those. So, therefore in that case, if you 

find something difficult, there are certain surprises in your work that were not expected, then 

definitely please communicate to your boss and keep your supervisor informed; stay above office 

politics and the gossip is there.  

 

So, there is avoid the gossiping we have discussed this in the previous slides also that is it is 

very, very important that is we should be communicative but not gossiping we should be friendly 

but not friends. So, therefore it is better to never engage in gossip about your boss or anyone else 

for that matter is there. So, whatever the relationship may have, the boss fear or subordinates 

always avoid gossiping because the gossiping may create a negative perception.  

 

So, under-promising over delivery is there that is the never do like this that is the put your best 

for food forward to exceed your boss expectation is there. So, therefore never say which is not 

possible to do that task or whatever the reasonable time is required that you have to mention that 

is this will require this much time. So, there is nothing like an over delivery is there and whatever 

you can deliver say that yes, I can. So, there will not be the under-delivery.  
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So, here that is they ask for the help and advice as we have talked earlier also that is whenever 

you find that is just a certain subject’s matter is causing you trouble right. So, do not hesitate to 

ask, ask for this help. So, either your boss may help himself, or then he will ask the experts, and 

then those experts will help you do that particular task which you are facing the problem but do 

not forget to share. 

(Refer to Slide Time: 30:20)   

 

Do whatever it takes to make your boss look good, and naturally, what is essential? Who is the 

Boss? The boss represents the organization. So, the organization will be happy, which means the 

boss will if the boss is happy. So therefore, in that case, everyone cares about their work 

reputation or at least they should. So, therefore do not worry it is whatever your boss is on 

looking for a particular help, then go ahead to provide him with their particular help. Establish a 

line of open communication.  

 

So, if you are honest and communicate openly with your supervisor, this will help build 

transparency and trust in the relationship. Furthermore, as we are talking, trust is the fundamental 

dimension that needs to be developed into the interpersonal relationship . To build trust that is 

honesty and transparency are very important. When you have honesty and transparency, you will 

be able to build trust. 
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Show your boss respect and be authentic. Now, this is also very, very important there is be 

authentic in your approach; that is the yes, I know my job, and I can. So, therefore your boss will 

be also happy with your work. 

(Refer to Slide Time: 31:30)   

 

Now, this is the case study that will be talking about how these problems have been faced. And 

then how to develop making this particular personal problem and that is the becoming the 

ultimately the business problems are there and how to solve that. 

(Refer to Slide Time: 31:50)   
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Furthermore, the research paper suggested that the superior-subordinate relationship and the 

climate of innovation on psychological empowerment are mediated. So, that will be discussed. 

(Refer Slide Time: 32:04)    

 

Then the exogenous variables under study were autonomy in openness, and then this was 

discussed with the astonishing number of this sample was there and as a result of which this 

interpersonal relationship that you can find out that is how that can be developed. 

(Refer Slide Time: 32:22)   

 

This is the book the power of friends at work, and this will be 40 stories about trust, loyalty and 

communication, which you may find very interesting. 
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Furthermore, these are the references as usual for your particular study from this particular topic 

and the additional learning also, thank you.  
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Leadership and Team Effectiveness 

Prof. Santhosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology, Roorkee 
 

 Lecture - 54 

Fostering Followers' Satisfaction 

 

In earlier sessions, we talked about leadership and team-building members' attitudes and how the 

leaders are to be effective. Now significantly less work has been done on this; it is a on the side 

of the followers that is precisely what is the foremost important factor which is affecting the 

followers' reason to follow the leaders and therefore in that case in this context, this particular 

important session has been introduced that is the fostering the follower's satisfaction is done 

right.  

 

So, first, we will try to understand what follower satisfaction is? Then, how the satisfaction is 

linked among the leaders and the performance. 

(Refer Slide Time: 01:08)   

 

Then we will talk about what followers want to get satisfied, the personal traits followers look 

for in their leader and the theories of follower satisfaction, that as the affectivity theory, 

Herzberg 2 factor theory and organizational justice. Then we will talk about the global facet and 
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life satisfaction outcome of followers and, as usual, the research paper, case study and book 

recommendations. 

 

We will also suggest specific references for this particular study material and additional readings.  

(Refer Slide Time: 01:38)   

 

So, whenever we are talking about follower satisfaction, the goal of many leaders is to get them 

to think more highly of the leader is there right. So therefore, in that case, it is influenced 

because we understand the definition of these leaders; that is, they influence the behaviour of 

others. Whenever we are talking about the influence on the behaviour of others, then definitely 

more and more people are getting influenced, and when they are getting influenced, they are 

thinking, thinking more highly of the leader is there.  

 

So, therefore the goal of a great leader is to help people think more highly of themselves. So, 

here is a thought process. Now you see that is the way the follower thinks it is igniting the brain , 

right. Furthermore, therefore, in that case, if people think highly of themselves, they identify 

their self-awareness about their potential, they get the knowledge about their career goals to 

know about what they can do what is the future career planning and related to all.  

 

So, whenever we are talking about igniting the brain to know oneself highly of themselves, then 

definitely, in that case, that will be the goal of a leader. So, in ancient Indian literature, also we 
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find that it has been mentioned that it is the know yourself . It is who are you, what are you, why 

you are born, and what is your contribution to this world, right. Furthermore, therefore, that 

leader is helping. Helping in the exploring, exploring oneself by thinking more and more about 

themselves is there.  

(Refer Slide Time: 03:21)   

 

So, whenever we talk about follower satisfaction, it is necessary first to understand what 

satisfaction is there. So, we have a good feeling when we have achieved something or when 

something we wanted to happen does happen. Now, whenever we talk about satisfaction. So, 

satisfaction is the feeling that arises for any achievement of the individual.  

 

So, whatever the one targets to achieve and when he can achieve that particular target, he will be 

satisfied that I did it right. So therefore, in that case, it might be possible that it is not of his 

performance. However, he wishes there would be a sure thing that will happen, and that happens. 

So, his wish will be to have that particular occurrence of these happenings. 

 

Moreover, as a result, that is what this person is expecting to gain, and again, he is deriving the 

satisfaction. Second, it is then when we connect satisfaction with the follower. So, employees are 

happy to be content with their leaders, and the work environment is concerned. Now here usually 

what is the concerns of these employees are. Whenever we are talking about the follower, we are 
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talking in the context of the organization, and that is why we are using here what is the 

employees are there.  

 

So, therefore the leader-follower relationship, which is the employer-employee relationship or 

the superior-subordinate relationship, is there and in this context when we talk to what will be 

the factors. Moreover, the first and foremost is the leader. Whether the follower is getting 

satisfaction from the leader, and that leader is giving this particular satisfaction based on what 

knowledge or gain is there. 

(Refer Slide Time: 05:23)   

 

The second one is that it is a work environment. So, what is the work environment is there. Now 

we talk about freedom, flexibility, autonomy and delegation empowerment. So, all these are the 

mechanisms. So, when we are in the work environment, this type of opportunity is available to 

the follower, then definitely, in that case, there will be the follower's satisfaction. Some 

researchers have shown that satisfied workers are more likely to continue working for an 

organization.  

 

Here I would also like to mention the satisfaction we are talking about, the self-satisfaction and 

the job satisfaction. So, therefore when we are talking about it is a satisfied worker ah. So, as 

soon as we connect the satisfaction with the worker or employees, it is related to the job. So, 
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whatever the job an individual is doing, then definitely, in that case, he is having that particular 

the satisfaction of contributing to the organization is there right.  

 

So, this is to engage in organizational citizenship behaviour. Is there an OCB? Moreover, we 

have talked earlier also about the OCB, which is about the rights and duties of the citizen? The 

citizen who follows the constitution and we usually talk in the context of the nation who follows 

the nation's constitution, but when we talk about in the context of the organization, it is there is a 

following the citizenship of the organization is there. 

 

There will be dissatisfied workers in their relationship with the leadership is there, and many 

times, this is a diverse sort of this counterproductive behaviour will be there when there is a 

mismatch between the leadership style of the leader and the followers is there. As dissatisfaction 

is a key reason why people live in organizations right that is the imposing factor to leave the 

organization, and that is about the dissatisfaction of the worker of himself from the job itself is 

there. 

(Refer Slide Time: 07:23)   

 

Moreover, we keep on talking about how whenever you want to create your knowledge base 

organization, your followers must have that particular satisfaction. However, as I mentioned, that 

is in the following satisfaction, here we will talk about why the people leave the organization 

because of this dissatisfaction.  
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Now every employee who contributes right so, there are the stars employees are there those who 

perform the best and then there is limited recognition, and the praise is there the opportunities. 

So, whenever the employees feel that is there is a lack of opportunity for the growth, and then, in 

that case, they start searching the other organizations, then there will be the company 

compensation will be there that is about the whatever the rewards perk they are getting from the 

organization whether they are satisfactory or not.  

 

Now here, in this case, we have also to see that is the whenever we are talking about the 

compensation, compensation can be monetary or non-monetary, both are there then the, as I was 

mentioning about the empowerment, delegation, and use of authority, but whenever there is the 

limited authority then definitely the people will like to leave the organization is there. Then the 

poor organizational culture influences the performance of the employee. 

 

Furthermore, when any star performer when finds it is because of organizational culture that he 

is not able to deliver, then, in that case, he will leave the organization is there, or the nature of 

work is the repetitive work is there. Now here, why do people this state the employee retention 

strategies are there? So, therefore long-term employment is their exciting work, and the 

challenges are their fair pay; here, they encourage fun, collegial relationships, and supportive 

management.  

(Refer Slide Time: 09:20)   
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In both the columns, you will find that the employee does not need to have all the reasons. There 

might be some the reasons there. Like when we talk about that is why do they stay, and the long-

term employment is there not necessary nowadays in the young generation that may be the 

reason of their satisfaction is there too long stay is there. But for some of them, yes it.  

 

So, therefore why the person stays or why the person lives in the organization depends on the 

individual's priority is there and accordingly, he will decide to continue or not to continue in the 

organization. Satisfaction is linked to leadership, and performance is concerned whenever we 

talk about it. So, naturally, leaders' behaviour proper use of motivation techniques are there 

always talk about monetary motivation and non-monetary motivation is there. 

 

Moreover, in the case that is the whether we are providing cultural opportunities, rewards 

incentives, or there will be the monetary benefits related to the parks related to the different 

facilities, that will be the motivation techniques that will make those followers perform. When 

the follower is performing, customer satisfaction and loyalty will also increase. 

 

Furthermore, as a result of which, there will be team performance. However, when we talk about 

the follower's job satisfaction is concerned then in that case, he can match his personality with 

the organization's citizenship is there. Followers' retaliation is there then; in that case, when the 

job satisfaction is not there, there might be retaliation, or the following turnover will be there. So, 
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that follows job dissatisfaction they might cause that is the how he will be able to perform 

whether in favour of the organization or against the organization is concerned.  

 

Moreover, these are the indicators whenever we find it is the employee's leaving turnover is 

increasing may be related to a specific department section or with the particular boss then 

definitely in that case that will be the indicator, indicator of the job dissatisfaction. Moreover, 

therefore, the organization should take care of this.  

(Refer to Slide Time: 11:29)  

 

So, there is a purpose for discussing this issue is that it. We have to see that is the what is the 

factor of satisfaction, but we have also to be careful that is if the employee is dissatisfied and 

especially those who are these just performers then. In that case, the organization has to face 

many problems. Now what followers want to get satisfied variety in work task significance 

autonomy role specificity work time flexibility reward recognition career growth is there .  

 

Now, these are the norm. These are the typical job characteristics where the individual wants to 

get the satisfaction is there, but with the period, you will find that easy. Now the organizations 

are more towards the service organizations, and when we talk about the service organization, this 

group and organizational characteristics are increasing. Now the activities are not only the 

individual based activities whether you take the hospital or you take the hotels, but you also take 

the IT industries and therefore the most even in the manufacturing.  
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Now that is because of the change in your manufacturing process and system; it is becoming 

more and more over the group characteristics. So, whenever we talk about the group and 

organizational characteristics, that environment is essential. For example, participative 

involvement in group integration and cohesiveness organization climate and structure is 

concerned with communication practices. 

 

Furthermore, another side is what the leader's characteristics are required. Now here, this 

relationship leader rewards behaviour. In the previous slide, we have seen that one of the 

significant reasons for satisfaction is motivational techniques. So, what are the rewards and that 

matching the leader-member reward behaviour is significant? Alternatively, now the leader's 

punishment behaviour is there.  

(Refer to Slide Time: 13:25)  

 

Now we know the punishment theory through the reinforcement of behaviour. Whenever we are 

talking about the reinforcement of behaviour, it is essential whether it is appropriate or not and 

therefore, that is the justice you know the justice of equity. Moreover, in that case, whatever type 

of misconduct is done by the follower and then whatever the punishment is given, that has to be 

the appropriateness. 
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If there is appropriateness, then definitely in we will say it is following the principle of natural 

justice. Now personal traits followers look for in their leader are fairness and honesty and being 

fair and honest with all followers. Moreover, in this case, as I was talking about, that is the 

reinforcement of behaviour. So, whatever you do, whatever the rewards you share, you are 

followed in the performance of these. 

 

Moreover, therefore, in that case, the leader often has the non-verifiable goals and whenever 

there are the non-verifiable goals, remaining to be the fairness and honesty that will be a 

challenge for a leader is there. Now then, respect and trust are there, which is a very the 

evergreen trait which has been the followers look for in their leaders. The dependability is there. 

Now, naturally, why the; the follower follow the leader? Because he is dependent on specific 

dimensions and those dimensions to be taken care of by the leaders. 

 

He should be having that particular fulfilment of those dimensions then the collaboration it is 

team building is there and therefore in that case working together that contributes ideas and 

solution generation more solutions brainstorming sessions all these will be creating the more 

collaborative approaches there. Genuineness is there when we talk about fairness and honesty, 

and therefore, with their bosses and their families, they do not want a phoney.  

 

So, employees sometimes spend more time with their boss than without their families right. So 

therefore, in that case, they must be getting the leader's influence. 

(Refer to Slide Time: 15:21)  
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Appreciation is there, which we have talked about; we should always have this the 

appropriateness right, and therefore, in that case, that appreciation is there. So, we learn that is 

the thank you and sorry. So, therefore in that case, when we; talk about the appreciation and the 

way you say thank you, that itself will be a satisfaction to the follower. Here much theoretical 

work has been done. 

 

So, I will share with you the theories of the satisfaction that is Maslow's hierarchy of needs 

achievement, orientation, goal setting theory and empowerment and the operant approach is 

there. These are some of the theories already discussed in leadership and motivation, and here, I 

would like to talk about the affectivity of  hiring happier people. It is an exciting point, and I 

would like to highlight this point that whenever we are talking about hiring the followers, right 

the employees. 

 

Thus, I will suggest that it identifies their happiness index, and I will tell you that this is a 

significant factor when recruitment is concerned. Your employees are not happy they are 

forceful. Often, you find it is the employee selecting a job not because of his choice because that 

is the only way of his bread and butter and then, in that case, that will not be a happy employee. 

 

Furthermore, when the employee happiness we have talked about the happiness and 

performance, and when there is no happiness, then there will be no contribution is there. Related 
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to this, Herzberg has also done much work that is this two-factor theory and interestingly, it talks 

about the satisfaction, dissatisfaction and no dissatisfaction, which is very interesting. So, 

whenever we are talking about the no dissatisfaction, then in that case, what will be the 

performance of that follower and what will be the level of satisfaction of that follower. 

(Refer to Slide Time: 17:20)  

 

And then you will find that is the under these theories whenever we are talking about this herb 

theory or this affectivity theory that is it is an approach. The approach of these you are that 

follower, right. Now you see that many people are satisfied with the little gains, and many are 

dissatisfied with the significant gains. So, that is an approach is there. So, effectivity refers to 

one's tendency to react to stimuli.  

 

So, I always give the examples that whenever we travel and at the platform, we find it is these 

children coming from the low-income families, laughing, playing and happy, and the child who 

is sitting in the first AC and then he is not happy. So, it is what it means that it is a tendency to 

react to stimuli in a consistent emotional manner. Furthermore, therefore, that approach that talks 

about whether the person will be satisfied or not, this affectivity will be a crucial factor.  

 

So, it will be the negative effectivity unhappiness will be there and therefore likely to focus on 

the downside or disadvantages of a situation he will never be happy with. So, whatever the 

situation, he will find certain lacunas, and therefore, that is called the FFO Fault Finding 
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Officers. So, fault finding offices focus on those activities where the person is weak and, 

therefore, as a result of which, the person is demoralized and dissatisfied. 

 

Nevertheless, when we talk about this creation, that is what is to be created at the workplace: 

positive affectivity and the happiness index. So, I will always suggest identifying those 

dimensions at your workplace. How you are followers will be happy about what their need is 

there because you see it is a team-building ultimately in the organization. So, unless and until 

they do not match there, leaders and followers will be no output.  

(Refer to Slide Time: 19:23)  

 

So, they must be happy, and that happiness index creation is the leader's responsibility. So, these 

indices of forwarding satisfaction will be increasing. Now I will advise it is they always try to 

identify, and that is the happiness index of their follower, and as a result, you can imagine the 

satisfaction index also. The people with a cheerful, effective disposition tend to see a cup as half 

entire people with a negative effective disposition are more likely to describe glass as the half-

empty is there.  

 

Here I would like to say that the half-full glass and half-filled with the air are there. So, 

whenever we say it is not empty, it is not an empty glass it is a filled glass that is there because 

there is water also and there is an air also again, this is a question of your approach that is how 
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what approach do you have and accordingly based on the approach whether you how do you 

look at a given situation is there. 

 

Furthermore, if positive effectiveness is there, you will be happy with that also. However, it is an 

ancient saying, but it is efficient, and therefore, in that case, now can we have this negative of 

activity related to the job satisfaction and vigorous activity in which job satisfaction is there. 

Now, what is our responsibility? Our role is to convert this negative affectivity into positive 

activities there. 

 

Furthermore, a leader's role is there and therefore, in that case, as we have seen the leadership 

style leadership theories earlier for building the team effectiveness and those practices if we 

adopt then definitely, we will have the job satisfaction. Such research suggests that leadership 

initiatives may have little impact on a person's job satisfaction if our affective disposition is 

either highly positive or negative is there naturally whenever we are talking about the initiative 

by the leader.  

(Refer to Slide Time: 21:23)  

 

So, how much leader will be influential? A leader will be influential up to a certain extent only 

because of the original approach of that particular follower; if it is a negative approach of the 

follower is there, the leader will not be able to influence much more as far as the affectivity 
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theory is concerned. Now, so similar research was done by Herzberg, and then he proposed the 

two-factor theory, which is called the hygiene factors theory. 

 

The hygiene factors theory is the absence and presence right. So, high dissatisfaction and no 

dissatisfaction, an example is a salary. So, for the first month, the person is motivated by the 

salary, but the next month, it is repetitive. So, therefore, in that case, that salary will have no 

dissatisfaction because if there is no salary, then there will be higher dissatisfaction. 

 

Nevertheless, giving the salary is not creating the motivational factor right, and that is why you 

see that the employees keep saying that he deserves that it is his right. Furthermore, therefore, in 

that case, that is not becoming the motivational factor. So, these are the specific examples that 

have been given, and it is supervision, working conditions, co-workers, pay policies, procedures, 

and job security that is a concern. 

 

Moreover, motivators are the achievement, recognition of the work itself, advancement, and 

growth. Now here you can compare this theory with Maslow's theory also, and then you will find 

in the neat theories of achievement find it is I hygiene factors are concerned with the 

physiological needs, safety needs, and some parts of the self-esteem needs are concerned. 

Nevertheless, whenever we talk about this, some part of the self -esteem and self-actualization 

needs are there, becoming the motivators factor. 

 

A leader has to continuously evaluate the strategies, policies, motivational practices, and whether 

they are giving and challenging. 

(Refer Slide Time: 23:23)   
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Moreover, as we have seen in the previous slide, the challenging task is what followers need. 

The follower needs with the continuous challenging task are there, and when you can provide 

that continuous changing task, they will be successful. So, organizational justice is based on the 

premise that mistreated people are less productive, and the satisfied and committed to their 

organizations are there.  

 

So therefore, in that case, you see that it is a mechanism. So, organizational justice will be done 

only when the organizations are heavily mistreated, other less product productive, or their debt 

premises are there. So, here first, we will talk about the out of these three justices, there is an 

interactional justice. People are given information about different reward procedures and are 

treated with dignity, and respect is there. 

 

So, definitely, in that case, it is the international justice, and people are looking forward to their 

rewards; therefore, it is always is the goals which you decide will go they will be going to 

achieve that, the particular goal when distributive justice is their followers' perceptions of 

whether the level of reward or punishment is commensurate with an individual's performance or 

inter infraction is concerned. 

 

So, it is always preferred to know the perceptions in that case. Perceptions of that you follow 

whether it is what level of the perception is there and then accordingly he has to decide. This 
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satisfaction occurs when followers believe someone has received too little or too  much reward or 

punishment, and in this case, whenever we are talking about this, distributive justice is there. 

 

Furthermore, now it will depend on the leader that many times he may share the too much with 

someone or it will be the two lesser with the someone is there that balancing between these the 

distribution of these reward distribution of that empowerment or delegations is concerned and 

that that has to be normalized.  

(Refer Slide Time: 25:23)   

 

Moreover, therefore, in that case, whenever there is an appropriate, and the job satisfaction is 

there, they will be the having these particular aspects. Organizational injustice does fairness 

matter; the perceptions of the independent procedural justice involve the process by which 

rewards or punishments are administered, and if someone is to be punished, followers will be 

more satisfied if the person being punished has been given adequate warnings and therefore, in 

that case, the opportunity to explain his or her actions are there. 

 

Furthermore, if the punishment has been administered in a timely and consistent manner, then 

definitely, in that case, that is the procedural justice they will create the solutions to that 

particular the follower's behaviour is there. Moreover, if these three justices, when we talk about 

distribution to the followers, are concerned and it is judiciously done, and justice is followed, 

then definitely, in that case, we will find it is the follower satisfaction that is become the higher.  
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So, research has shown that these three different components of organizational justice are related 

to satisfaction with the leader, organizational citizenship behaviour, counterproductive work 

behaviour is there if it is not their pay promotion, and the job itself is there.  

(Refer to Slide Time: 26:30)  

 

When we talk about the motivation process to satisfy followers as a concern, we have talked 

about the need is concern that is a need motive behaviour is there. Moreover, whenever we 

identify the need for this, we have talked about motivation and leadership. Also, there is how this 

need leads to the motive being there, and once that motive has been achieved, then there will be 

the behaviour will be reflected accordingly.  

 

As a result, we will find that it is a natural occurrence of employee action reinforcement theory, 

which will decide the follower's satisfaction. And then again, but it will be applicable for some 

time as after a certain period, suppose a person is into the A1 category then he goes to the A2 

category then again in that category this whole process of motivation will change. 

 

Because of the A2 category they will, the need to change motive will change behaviourally, 

consequences will be changed, and satisfaction levels will change.  

(Refer to Slide Time: 27:30)  
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So, when we talk about these particular job satisfaction concepts, we talk about the global 

satisfaction facet satisfaction, and the life satisfaction is concerned. So, global satisfaction is the 

overall degree to which employees are satisfied with their organization and jobs. So, therefore 

definitely, in that case, it is the total satisfaction there in the facility satisfaction is the degree to 

which the employees are satisfied with the different aspects of work means. 

 

They are the partially somewhere they pay benefits promotion policies working hours and 

conditions all they are satisfied while the people may be relatively satisfied overall but still 

disappeared with certain aspects of work is there. So, and the life satisfaction is concerned that is 

the concerned attitude about the life, in general. Is there an ultimate goal? What should be the 

leader's goal whenever we discuss satisfaction?  

 

So, it has to be this in the life satisfaction and that that should be the major the consideration by 

the leader. So that the employees will be able to perform. Here we also have to see that the 

people with a longer tenure in higher positions tend to have a higher global and facet satisfaction 

than those newer lower in organizations concerned.  

(Refer Slide Time: 28:41)   
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So, therefore ultimately when, the sum when we are making the summary of different variables 

correlated with job satisfaction is there. So, these are the variables related to job satisfaction. In 

that case, we will find that if this motivation is becoming positive, the strength of a relationship 

is that is the that has been found the moderate is there. So, here we see different variables related 

to job satisfaction. 

 

And then if the relationship is positive, we can identify the strength of the leadership is there and 

if it is this in the direction of the relationship is the negative is there then in most of the cases, it 

is a moderate or like. Now here to also understand that is how the follower perceives and then if 

he is perceiving that the variable later job satisfaction which is negative then definitely that will 

be having the decisive influence on the follower's satisfaction.  

(Refer Slide Time: 29:41)   
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So, the satisfaction and motivation are significantly correlated because the reflection with 

supervision was also significantly correlated with motivation managers being advised to consider 

how their behaviour affects the employee satisfaction. So, managers can potentially enhance 

employees' motivation through various attempts to increase job satisfaction. 

(Refer to Slide Time: 30:02)  

 

Furthermore, this satisfaction in organizational citizenship behaviour is the. Now, what is the 

OCB also is following the rights and duties are concerned. And then when there is satisfaction is 

there my beyond the call of the duty and manager certainly would like employees to exhibit this 

behaviour is there. So, therefore it is showing employee engagement also. So, this is a meta-
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analysis covering 6746 people, and 28 separate studies revealed a significant and moderately 

positive correlation.  

 

So, between organizational citizenship behaviour and the jobs, job satisfaction is concerned 

because, as we have seen, the other variables are there, and some are positive. At the same time, 

some of them are getting a negative impact on their motivational level. Additional research 

demonstrates that the employee citizenship behaviour was determined more by leadership and 

characteristics of the work environment by the employee's personalities are concerned.  

(Refer Slide Time: 30:55)   

 

These are additional studies; for example, here is the research paper; mindfulness and leadership 

communication are behavioural correlations of leader mindfulness, and their effect on the 

follower's satisfaction is there. I am sure that this particular paper will give you a dimension to 

think about the leadership relationship is concerned.  

(Refer to Slide Time: 31:18)  
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So, this is about this paper, and this will be the findings of this paper. 

(Refer to Slide Time: 31:23)  

 

Moreover, this is a case study. Kindly refer to this particular case study, and then you will 

understand how in the practical aspects when we have to un identify, and that is the type of this 

satisfaction that the follower requires is concerned. Moreover, here you will find the parameters 

that managers should introduce for the satisfaction and the increase the performance of the 

employees concerned. 

(Refer to Slide Time: 31:54)  
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This is the book, the art of followership, and it is about how great followers create great leaders 

and organizations are concerned. 

(Refer Slide Time: 32:03)  

 

(Refer Slide Time: 32:08)   
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Furthermore, these are the different references you will be able to refer to for this particular 

study and suggest for your further studies. Moreover, you will be getting all ideas about the 

follower satisfaction and dimensions to be taken care of by the leader.  
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Leadership and Team Effectiveness 

Prof. Santhosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology, Roorkee 
 

 Lecture - 55 

The Art of Communication 

 

In leadership and team effectiveness, the other crucial dimension that makes your leadership 

more compelling is the art of communication. The way the leader communicates with the 

followers and then gets motivated and their performance is affected.  

(Refer Slide Time: 00:48)    

 

So, we will talk about the importance of effectual communication, Examples of effective 

communication, inspirational communication, how inspirational communicators examples of 

inspirational communication, and supportive communication. Then the eight principles of 

supportive communication examples support; then we will take specific examples with this, and 

then, as usual, we will talk about the research paper, and case studies in the book 

recommendations are concerned.  

(Refer Slide Time: 01:08)    
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So, communication is the language of the leadership, and I always emphasize that whenever we 

are talking about the behaviour, behaviour between any two persons is concerned, then definitely 

the bridge, the bridge is the communication is there. Communication is not only the mode by 

which they communicate the message, but in addition to communicating the message, it also 

reflects your emotional state. 

 

Furthermore, therefore the persons perceive the way you communicate what you communicate 

are you can use the communication as a mechanism to influence the behaviour of others or not 

because you see communication influence a lot. Furthermore, therefore, it is not only verbal 

communication. Even non-verbal communication is also concerned; you will find that it is also 

affecting you.  

 

So, I will give you an example of the workplace when you find that is your boss though he is not 

having any verbal communication, his body language and the way he interacts with you, the way 

he reflects on your behaviour that all will be decided based on that is the how this 

communication has been placed by between the follower, and the leader is concerned.  

(Refer Slide Time: 02:46)    
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So, we know that effective communication is the information exchanged between individuals 

through a standard system of symbols science of behaviour is concerned, and it is a degree to 

which someone tells others something ensures. So, I will not go into much detail about this 

because it is an essential communication process, and I am sure this much communication 

knowledge you have about the process of communication is there. 

 

We will see the behavioural aspects of this effective communication. So, it involves the ability to 

transmit this information with a high probability that the intended message is from sender to 

receiver. 

(Refer Slide Time: 03:22)    
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Now, whenever we talk about the examples of effective communication. So, that is where we 

will take Google's CEO motivational speech that is a Sundar Pichai is in the 2017 keynote 

address. So, these are the salient features like that: the use of humour, clarity about the ideas, and 

then the nonverbal actions that affect the followers. Body language, use of visual aids, moderate 

pace of speech, and the use of the whole stage continuous movement make him the giving a 

message. That is how active and energetic the leader is. 

(Refer Slide Time: 04:04)    

 

When we talk about what inspirational communication is concerned with, one of the dictionary 

meanings of inspiration is communication to the spirit is concerned. So, this inspirational 
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communication comes from the heart, not the head. Now you see the way whenever you 

communicate with your team members. So, that is how you express your thought process, and 

that is becoming inspirational is there.  

 

So, therefore if the leader if he is very vibrant and energetic, communicates, and the high goals 

are set, the priorities are decided, and planning is done. So therefore, in that case, the surprises 

and then it sensitizes the followers' brains. So, if you are slow or the leader is not that much 

taking an interest in communicating with the followers is concerned, or it is not that the active, 

energetic and vibrant, then definitely your followers the brain what will your brain, the brain will 

sleep.  

 

So therefore, in that case, it is essential that is the involvement. Involvement of the leader is a 

must, and that is why it is said it is more brutal than head and more engaging than informing is 

there. So, that engagement, engagement of your team members that are very, very important is 

there. So, inspirational communication is all about creating that energy and motivation to get 

people to do what you want them to do and follow your lead.  

 

So, therefore always it is essential that is the energy and motivation so that people will perform 

in the best manner. 

(Refer Slide Time: 05:48)    
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Now finding the inspirational side, the most significant and essential feature of something that is 

the inspiration is in the story's underlying message. So, you use a powerful belief that moves the 

audience and, therefore, your authority and authority on your belief. So, therefore it is not that 

you are supposed to motivate your followers, which is why you are motivating your followers. 

 

Now whatever you communicate, the follower will feel motivated. So, it should be the intrinsic 

process rather than the extrinsic process. So, in a sense, the belief behind your story is what 

makes your communication speak to the spirit is there. Furthermore, that is why it should come 

from the heart. Something people can believe in; not every belief will work though it must be 

something your audience can directly relate to.  

 

So, it is also essential to make the underlying belief of your story something believable is there 

correct. Be uplifting and empowering is there always you see that is the in inspirational 

communication what the person will perceive that he is the how I can be afflicted how I can 

make my horizon wide and expanded. So, therefore, in that case, that is uplifting, and the is 

there, and the empowering is there. 

 

If we are giving that empowerment, we will find that the yes, the person can have, the better the 

inspirational communication. Articulate your vision; now you see that articulation of the vision 

because what a leader does right from the beginning, we are talking about is he is creating the 

vision and directing the followers to achieve that particular vision and goal. 

 

Furthermore, that competency mapping is also the part of your articulation of the vision is there . 

So, inspiring belief is just as important as the belief itself . 

(Refer Slide Time: 07:48)    
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Moreover, if you have that belief in yourself, you will be able to direct your team members 

towards the achievement of that particular goal. Furthermore, here is an example of inspiration 

communication: the three lessons that are the Indra Nooyi we shared in speeches now, please be 

a lifelong student and do not lose that curiosity is the continuous learning process. 

 

Moreover, therefore, in that case, the day the person thinks that I have enough knowledge and 

the person is intellectually dead. So therefore, in that case, the leader, leader has to pursue he or 

she should never stop and always try to get that is the whatever his experience is there whatever 

he is learning is where the sharing of knowledge sharing and then in that case that that in that 

knowledge sharing the people find many things to learn.  

 

So, there is curiosity is there. So, that is the ok I have to go as I mentioned about the motivational 

needs also level 1, level 2, level 3, level 4 and then this level is the non-ending level is there. So, 

that curiosity remains to be always there for the next level. Now whatever you do, throw yourself 

into it, throw your head, heart and hands into it. I look at my job not as a job; I look at is a calling 

as a patient is there. 

 

Furthermore, this is always you find it is every successful leader is saying, even the doctor 

Kalam said that is it is not that I am doing the job. So, I am just what I want to do. I am fulfilling 

my hobby, and as a result, I am getting my salary. So, in that case, it is a passion; it is a hobby 
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and not a job somebody is doing. The day you think it is my job which I am doing to earn money 

and then, in that case, your involvement and engagement with that particular job will be shallow.  

 

So, helping others rise to greatness comes not from a position but from helping build the future; 

all of us in positions of power must pull others up, you know. Furthermore, this is a message that 

we are always talking about that what the leader has to give. 

(Refer Slide Time: 09:51)    

 

The leader has to give this particular message that he is not doing the leadership for his self-

interest; he is doing the leadership for the upliftment of others. Like in India, we find it is our 

prime minister he which is always whenever talks about the upliftment of the society, and 

therefore we find it is not it is a person who is behind the position; instead, the position is an 

instrument for the appointment of the society is there.  

 

So, team building communication here the example for the Chak de India movie. So, we find it is 

where the leader talks about that you have the 70 minutes only exemplary and in the 70 minutes 

that is at the do or die situation is there. So, no matter what happens, whether you win or lose, 

nobody can take these 70 minutes away from you. So, therefore you have to give your best, and 

your whole life is like this drama.  
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So, this stage where you are having the particular number of years are there they are fixed and 

therefore in that year that is the nobody should take away those minutes or the years from you 

and therefore you have to do your best. As a result of which, you find it is the end of the day 

right then we find it is the yes, we have performed our role, and that is the satisfaction there is 

the satisfaction which comes from ourselves, within.  

 

So, therefore I am not going to tell you how to play this game; instead, you will tell me by 

playing the game. So, therefore it is the demonstration. Demonstration by doing it is not the 

demonstration just for the purpose or to do the demonstration it is not for the doing sake rather 

than it is for the perceiving this that particular goal. So, if every player in this team plays the best 

jockey of our life, you will find it the person will be able to achieve the goal or what we can say 

the satisfaction is there. 

(Refer Slide Time: 11:55)    

 

So, in supportive communication, another dimension is supported communication. So, we have 

seen inspirational communication, and now we will talk about supportive communication; 

interpersonal communication helps you communicate accurately and honestly. Now you see that 

your honesty in your communication should reflect right, especially in the difficult 

circumstances, and it is not that I am with you; I am with you. 
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Moreover, the person who has to be with you in a difficult situation is there. So, without 

jeopardizing the interpersonal relationship is concerned and then if the situation demands, the 

one should be present. It is not hard to communicate supportively to express confidence, trust 

and openness when things are good and when people are doing what you like. So, therefore you 

can judge there is no need to take any survey or like this. 

 

Furthermore, therefore whenever your confidence is there, it will be expressed the trust; trust is 

how do you in the communication that the communicate the trust itself is the reflecting. 

Moreover, the way you talk to the other person, the person understands whether the person has 

the trust in me or not. However, when you have to correct someone's else behaviour, when you 

have to deliver negative feedback or when you have to point out the shortcomings of another 

person communicating is a way that builds and strengthens the relationship is more difficult is 

there. 

 

Now here, we have to understand the role of communication here. So, therefore, in that case, 

whenever we have to take the correct actions right, it is not the question of punishment it is a 

question of that is that we want to correct the behaviour of others and then, in that case, the way 

we communicate. So, instead of saying that your weaknesses are this rather than there is a scope 

of improvement in you in this particular area are concerned. And then definitely, in that case, 

that will be the communication support is there.  

(Refer Slide Time: 13:48)    
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So, dear friends, whenever we are talking about business communication, which is true in the 

supported communication, we have to follow these eight principles; the first principle is that 

supported communication is based on congruence, not the incongruence is concerned. So, 

therefore it is always the congruence communicated verbally and non-verbally that matches 

precisely what you are thinking and feeling. 

 

You see, people understand in your behaviour what you are saying and what you what do you 

mean and therefore in that case if you mean and you what you say and what you did then in that 

case definitely if there is a consistency there is a correlation. Then you will be able to develop 

that particular support for communication, and therefore there is no incongruency. 

 

So, as a result of this, always it is better that is the whatever in the team building specialists and 

when we are working with our followers then definitely whatever is in our mind that we should 

create a particular environment where the supportive communication is there. Now the two kinds 

of incongruence are possible; one is the mismatch between what we are experiencing and what 

you are aware of. 

 

Furthermore, therefore there is a deep-seated anger, sadness, or fear and somebody asks you why 

there is something that seems to be wrong right, and then the person says no, there is nothing, I 

am ok. So, therefore that is incongruence is possible second is a mismatch between what you 

1323



think or feel and what you communicate. So, feeling guilty about one's thoughts or thinking them 

to be inappropriate or wrong is there.  

 

Moreover, therefore, in that case, always pleasant, especially in the team building and working 

with our superior we should have the congruence and not the incongruence because as soon as if 

you are having these this type of these inappropriate or wrong the communication or the 

mismatch is there then definitely that it will affect the interpersonal relationship with your 

supervisor is concerned. 

(Refer Slide Time: 15:48)    

 

The second is that supported communication is descriptive and not evaluative. So, evaluative 

communication makes a judgment or places a level on other individuals or their behaviour. So, 

you are doing it wrong; you are incompetent, messed up, and therefore, in that case, the 

evaluative communication is there. So, always please try that is you are not that harsh that is in 

your communication that is you are always the evaluative judging others right.  

 

So, therefore it is not advisable that if we talk about whether you are incompetent or messed up, 

you are doing it wrong because you see what you have learned. So far, there is leadership in the 

followers and communication that has to be the part of building the relationship. It should 

provide that your communication should not be part of breaking the relationship. So, often the 

leader, because of their stress and because of the job demands, there is a task demand.  
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So, what they do is that their communication is distorted and whenever that is this or not non 

fulfilment of the expectations is there and where the failures are especially. So, in that case, that 

it is that time of communication right and then that should not be the evaluative communication 

is to be there right. Furthermore, that evaluative communication is required to have you approach 

the positive. 

 

It will reduce the tendency to evaluate and perpetuate a defensive interaction. So, it involves 

three steps describing the event behaviour or circumstances objectively, focusing on the 

behaviour and your reaction, not on the other person's attributes and the, focusing on the 

solutions and avoiding discussing who is right or wrong. So, always now, despite focusing on the 

person, it is better to focus on the event that if anything has been gone wrong, then why it went 

wrong. 

 

Furthermore, therefore we have to try to understand, analyse and take corrective actions. So, 

focus on the behaviour and your reaction, not the person's attributes. Moreover, usually what 

happens you see is that whenever there is a failure, the person attacks the ego of others and, 

therefore, that is a blunder. So, it will never create this team building is concerned because the 

people may forget when you are physically attacked. 

 

Nevertheless, whatever the verbal you are taking, they will never forget. So, therefore, in that 

case, be very careful about this, focus on solutions and avoid discussing who is right, who is 

wrong and why it happened. So, because you see the progressive leaders, they do not know to go 

for the post mortem right. So, in that case, it is corrective action, and there is a difference 

between the feedback and there is a difference between the criticism is there.  

 

So therefore, in that case, it is always better that we give the feedback and the follower leader 

both understand that if they want to deliver the desired goals, then the next time, these corrective 

actions are to be taken. 

(Refer Slide Time: 18:58)    
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Then supported communications are problem-oriented, not person-oriented. Therefore, in that 

case, focus on the individual and what is the characteristics and not the event focus on this will 

be the person-oriented communication that is to be avoided. So, what is required to focus on the 

problems and the solutions rather than on personal traits? Now you see that it is always better for 

a leader to understand that whatever the failures are there, why these values are there; once you 

understand the why, I am sure that almost 50% of problems will be solved. 

 

This is the problem rather than you are the problem and the illustrates the difference between the 

problem and the person's orientation is there right and therefore task event the failures right that 

is to be discussed and not it is a that who is responsible for this. So, therefore yes, for the 

performance, the accountability has to be there, but when the account has failed, you have to find 

out that it is a why and where is the gap.  

 

So, in building positive, supportive relationships, problem-oriented communication should also 

be linked to the accepted standards or the expectations rather than to personal opinions are 

concerned, and therefore what is essential for your expectations is to be realistic. So, many times 

we keep very high expectations. Now so, any parent, if any parents have that very high 

expectation from their child which he cannot perform. 
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Then what will be the outcome? The outcome will be that the failure is the mismatch will be 

there, and therefore, in that case, there will not be any part of this communication which will be 

helping the person. So, supportive communication validities rather than the individual 

individuals are there. So, validating communication helps people feel reorganized now, which I 

was trying to mention in the previous slides. Also, whenever there is a failure, discuss the event 

and then give the direction.  

 

So, therefore you can reorganize. So, well, getting the communication is there understood 

accepted and valued is there and understand exactly. Why does it is happened, and then they 

accept that yes if the child is not able to perform, he will not be able to perform? So, whether you 

make them cry, you make the hue and cry, and you create the benchmarks and all these things. 

So, therefore that we have to accept and value it. 

 

The value to the child is the why the child is now. Similarly, in leadership and team 

effectiveness, we have to understand. However, I understand your question that is the where will 

be the barrier; there will be a limit where the end of the scope, and that debt is to be decided 

between the leader and the follower by understanding the limitations and the students the each 

other.  

 

The communication invalidates negative feelings about self-worth, identity and relationships 

with others. It denies the uniqueness of the importance of other individuals, which is very sad. 

So, you can invalidate people in the four main ways: superiority oriented, rigidity in 

communication, indifference in communication, not acknowledge persons existence or 

importance, and the imperviousness not acknowledge the feeling or the opinion of the other 

person concerned.  

(Refer Slide Time: 22:28)    

1327



 

So, then in India, what is to be done that is a respectful egalitarian communication is there 

opposite of the superiority-oriented communication. When a person with a higher status interacts 

with a person of lower status, it is there also to have to understand. That is the many times that 

ego and many times that is the excellent empowerment feeling and that may lead to this type of 

the issues we have discussed in the previous slide.  

 

So, therefore please understand that is the who is who. Moreover, flexibility in communication is 

essential for two-way communication; the fourth way to express validation based on the 

agreement is to identify positive behaviours, attitudes, and the positive consequences—the 

supportive communication is specific and not global and non-useful. So, the more specific the 

statement is, the more effective it is in motivating the improvement.  

 

You have trouble managing your time is too general to be valid, whereas you spent on 

scheduling meetings today when your assistant could have done that. So, therefore, in that case, 

you see that delegation and empowerment will help you many times. So, those who are helping 

you, those who are supporters. So, provide specific information that can serve as the basis for 

behavioural change. 

 

The global non-useful statements are usually extremes and absolute that lead to the 

defensiveness of the disconfirmation you never ask for my advice; you have no consideration for 
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others' feelings; you either do what I say, or I will fire you. So, therefore these are the sentences 

we which are for the forever; this is not like that is the ones you will say and the period will be 

over, and the person will forget.  

(Refer Slide Time: 24:21)    

 

So, therefore be careful by using this particular communication is concerned. So, supportive 

communication is conjunctive, not disjunctive. So, there is a concern to the previous message 

somehow; it flows smoothly, and it is disconnected from what was stated before. Supportive 

communication is owned and not disowned, and therefore take responsibility for the statements 

you have given. So, the idea is yourself and not another person or group.  

 

So, many times it happens, that is a leader, whenever there is a success, they take the ownership 

when there is a failure they live to others. So, that is to be avoided. You use the third person first 

person play rewards we think they said or one might say, and it is our task is there. 

(Refer Slide Time: 25:00)    
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Supported communication requires supportive listening; no one-way message delivery is there. 

Therefore, all focus on message delivery of the initial communication, but another aspect of 

supporting a combination of listening and responding effectively to someone else's statement is 

there. So, Maier, Solem and Maier stated that in any conversation, the person who talks the most 

is the one who learns the least about the other person. Furthermore, the excellent supervisor must 

also become a good listener.  

(Refer Slide Time: 25:31)    

 

So, this is an example of the supportive communication should know how to manage the failure 

that Dr APJ Abdul Kalam mentioned; we thought we were ready for launch; four minutes before 
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the satellite launch, the computer began to go through the checklist of the items that needed to be 

checked. One minute later, the computer program put the launch on hold, but I bypassed the 

computer, switched to the manual mode, and launched the rocket. 

 

In the first stage, everything worked fine; in the second stage, a problem developed. Instead of 

the satellite going into orbit, the whole rocket system plunged into the Bay of Bengal.  

(Refer Slide Time: 26:01)    

 

Thus, how to manage the failures in this case that a professor Satish Dhawan had called a press 

conference about my failure, but instead, he took responsibility for the failure as the chairman of 

the organization is concerned. In July 1980, we tried again to launch the satellite and this time, 

we succeeded; again, there was a press conference professor Dhawan called me aside and told 

me you conducted the press conference today. 

 

I learned a vital lesson that day when a failure occurred, the leader of the organization takes that 

failure when success comes; he is getting to his team. Furthermore, this is a beautiful and very 

realistic example that gives us a lesson on how to work with our team members as a leader in the 

true sense. How one can be an inspirational leader like Dr Kalam. 

(Refer Slide Time: 27:03)    
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Here we will talk about these; as usual, the research paper conceptualizes communicative 

leadership and analyses and develops leaders' communication competence; it talks about right. 

(Refer Slide Time: 27:18)    

 

Furthermore, you will find that this leadership eight principles of communicative leadership 

which we have talked about how they are making the applications. 

(Refer Slide Time: 27:26)    
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As usual, this case study finally refers to this case study and the answer to  the questions given at 

the end of the case study. 

(Refer Slide Time: 27:34)    

 

Moreover, this book may help you understand more about communicating like a leader, 

connecting strategically to coach, inspiring, and getting things done.  

(Refer Slide Time: 27:44)    
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So, this is about the book; these are the references for the study material and future readings. I 

am sure that interpersonal relationships with your team members with this learning through this 

session will be very effective; thank you.  
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Leadership and Team Effectiveness 

Prof. Santhosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology, Roorkee 
 

 Lecture - 56 

Setting Goals and Providing Constructive Feedback 

 

 

We are coming towards the end of this particular course, leadership and team effectiveness. So, 

finally, we talk about how whenever a leader sets the goals right and works with the team, there 

should be constructive feedback if any corrective actions are to be taken. So, again there will be 

the setting of goals. So, action, feedback, and corrective actions will be there. So, this will be 

how this process works that we will be discussing today.  

(Refer Slide Time: 00:57)   

 

So, setting the goals specific and observable attainable but challenging goals commitment and 

the feedback is there. Here are some examples of the real-time taken that is Ratan Tata's goal 

related to the Tata Nano car then the constrictive feedback and the essential elements six 

elements of the constructive feedback are there. Moreover, what is expected from the leader and 

the team members listen before giving feedback and respond to the feedback we will talk about. 
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Furthermore, as usual, we will talk about the research paper, case studies, and the book 

recommendations with the references.  

(Refer Slide Time: 01:34)   

 

So, this is the first code when a man does not know what harbour is making for and no wind is 

the right wind is there. Then how we will get the results? Therefore, in that case, it is essential 

that if the efforts are made, they are made in the right direction.  

(Refer Slide Time: 01:54)   

 

For this purpose, setting goals in developing plans of action there are essential for individual and 

for the groups is there. The whole organization is working for a particular vision, and the data 
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vision has to be matched with the objectives, goals, strategies, policies, and  rules. So, in that 

case, that direction is provided by the particular vision statement of the organization. 

 

Furthermore, when this vision statement has the matching with the goals. So, therefore the 

leader's essential job becomes setting the goals. So, and then accordingly, the plan is to attend 

them so that the ultimate objective of the team's formation is achieved. Whenever the team 

members are accomplishing a personal or group goal is also essential is there. Because, unless 

and until any individual or employee does not find any matching with his personal goals with the 

organizational goals, he will not continue in the organization for a long time.  

 

So, that must be the all the individual goals, team goals organizational goals should have the 

expected share of the goals. And then every member of the team is working with this particular 

understanding that is the when he is helping to achieve the organizational goals simultaneously 

he can achieve his own goals. So, these are setting team goals that should be an inclusive 

process.  

(Refer Slide Time: 03:33)   

 

So, it has been seen that earlier, the leaders felt that it was the leader's responsibility to set the 

goals. However, now we see that the inclusive process is there. Moreover, whenever we talk 

about the inclusive process, all members' opinions are considered, and then the ultimate 

responsibility of fixing the goals will remain with the leader.  
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Nevertheless, whatever goal will be decided by the leader, that goal will be with the mutual 

consent of every member. Whenever any goal is decided with the inclusive process, that will 

help minimize the conflict and maximize the team effectiveness. Now, when the goals are to be 

very specific, observable, realistic, and achievable. So, therefore in that case, when the leader 

leadership creates this inclusive process should be very careful. 

 

He should find out that is the basis of his experience. He should be able to identify whatever the 

goals are to be decided, what will be the strengths and weaknesses of that particular goal is there. 

Moreover, whether they are achievable or they are not achievable is there. The goals can be 

verifiable and non-verifiable; the leader should take responsibility for verifying the goals. 

 

Now, here again, the question will arise: how this process of the fixing of goal is to be carried on. 

Now there should be any time limit to be there. And then, if the time limit is there, what will be 

the time limit for accomplishing these particular goals are there. So, naturally, we have discussed 

the number of cases there. We have found that any project will be accomplished with the given 

quality time, and the cost is there. So, every goal is also associated with this quality time and 

cost.  

(Refer Slide Time: 05:34)   
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So, very clear that a road map has to be designed by these leaders. So that the milestones of this 

road map can be achieved timely, each member knows what the time limit for achieving their 

particular goal is. Now the fascinating case study is taken that is the case of the Tata Nano is 

taken. And then you see that it is not only a commercial project; it is a dream's fulfilment, and 

the dream is like the car that drives the one billion dreams.  

 

So, therefore in that in that case, it is becoming imperative that is then when we have the goal 

fixation exercise then how we will ensure that your goal has that extraordinary quality and that 

particular achievement which the organization is looking for. For that purpose, there should be 

the idea generation, and therefore, for any goal right which you fix, there should be having the 

dream is to be there.  

 

Furthermore, when there is a dream and then changing that particular dream, the employees or 

team members will make their 100% efforts. So, therefore it is the riding around on scooters with 

kids standing up and the mother carrying a baby and sitting pillion and decided to do something 

about it. It started as a quest for an affordable transportation solution is there. The goal for the 

Tata Nano was to sell the world's cheapest car without compromising on safety, quality and 

environment is there.  

 

So, these were the parameters, these were the dimensions and based on these dimensions, this 

was decided that whatever the product will be developed has to be very safe, and one lakh rupees 

does not mean that any quality can be compromised. Furthermore, another factor that has been 

very clearly mentioned was the environment.  

(Refer Slide Time: 07:35)   
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So, it should be the environment friendly; it should not be that is the when you are reducing the 

cost of the car, and then it is becoming hazardous to the environment. So, the goal should be, in 

that case, as I mentioned that is attainable, but yes, attainable does not mean that is they are the 

just a formality of other loyalty, or they must pass as it should be a break with their ideal 

reflecting insufficient motivation it should break their insufficient motivation is there.  

 

So, this insufficient motivation will be to break it is required it should be challenging; otherwise, 

there will be no movement. So, if any but the loftiest goal were set yet to be worthwhile, a goal 

must be realistic. Furthermore, the corollary to the primary point is that the goal should also be 

challenging. So, until the goal is not challenging, not much effort will be made.  

 

If this is in human nature, if anybody finds it is a goal that is easily achievable, then it the natural 

that the person will be relaxed, and therefore, in that case, the quality may be get affected. So, 

therefore it is very much important that the person be motivated. Motivated by that particular 

challenge does not result in high-performance levels. So, a higher level of performance comes 

about when goals stretch and inspire people to do more than they thought they could. 

 

So, if fixing the goal is not, that will be very highly performance-oriented. So, for that purpose, 

they must require that they could stretch themselves to achieve that particular goal is there. So, it 
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is always said that it is the not low aim one should keep always it should keep the very high aims 

there.  

(Refer Slide Time: 09:35)   

 

Furthermore, now in this particular case study, we see that easy to make the cheapest car in the 

world, and the developers had to make many innovations while considering to keep the car have 

the five people capacity is there. Furthermore, the R and D team did many innovations for the 

car, like two pistol engines for the call car and wheel drive with the natural replacement of the 

engine; this is about that particular case study, and the minimum possible cost was the real 

challenge was there.  

(Refer Slide Time: 10:03)   
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Furthermore, we have talked about leadership, employee commitment, and employee 

engagement. So therefore, in that case, whenever any goal is decided and when it is a 

challenging goal, as we have discussed, the goal has to be challenging; then, in that case, the 

exceptionally high commitment of the employees is required. If the employees do not have that 

hundred per cent commitment to their goal achievement, the projects are often failed.  

 

So, there is nothing magical about having goals, and therefore many people will find it is they 

are appearing in us very competitive examinations, but they are not successful because just 

appearing in the examination will not be enough. So, similarly so, only fixation on the goal they 

did does not give a guarantee of success. So, it has to be real human commitment, and that 

commitment by these team members, especially now, will lead to the data path of success.  

 

So, goal statements are mere words and many times, we find that we visit the organizations and 

there. Are the statements there. Furthermore, when we interact with the organizations, it is not 

there. There is no match between those words you have written on these vision-mission 

statements and what the employees are doing exactly. So, therefore top leadership needs to make 

clear that it is willing to put its money into a goal, and therefore, in that case, there is an 

investment, and it is not only the case of the money, it is also the case of the emotions.  
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So, whenever the leader in fixing any particular goal, as we have seen in the case of the Nano car 

that is it was not the question of the investment of money, but it was the question of the dream 

achievement by Mr Ratan Tata for the creation of such a car which will be helpful for this typical 

size and the class of the families.  

(Refer Slide Time: 12:03)   

 

When top leadership sets goals, it should always be provided with the right directions. 

Furthermore, therefore, in that case, whenever the proper directions are provided, and with the 

help of the concerning the all the members are, the project managers project team is there. And 

then definitely we will find that is the commitment of the employees then that has made this 

particular project successful. So, first, they set up the plant in Singapore, West Bengal, but the 

project faced massive opposition from the displaced farmers.  

 

So, therefore then political support by West Bengal then, the position party thermal congress and 

various environmental activists were involved, and as a result of which, just before the launch, 

they were compelled to close the plant, and Ratan Tata blamed agitation by that time of the chief 

minister and the supporters for the pull out the decisions is there. Nevertheless, the group 

remained committed to attaining the goal. 
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Furthermore, they decided to shift the plan to Sanand Gujarat after the warm welcome from the 

CM of Gujarat, Narendra Modi, was there. So, it took 14 months to build a new factory in 

Sananda Gujarat compared to 28 months for the old single factory.  

(Refer to Slide Time: 13:16)   

 

So, therefore this particular commitment was that this car is to be manufactured by this Tata 

group and under the dynamic leadership of Mr Rathan Tata. So, therefore one of the most 

effective ways to improve any kind of performance is to provide feedback about how closely a 

person's behaviour matches some criteria. Furthermore, the research shows that performance is 

much higher when goals are accompanied by feedback than when either goals or feedback are 

used alone.  

 

So, therefore this is always a continuous improvement process and whenever behaviour matches 

some criteria. So, then definitely, in that case, the goals are accompanied by this particular 

feedback goal that is specific observable and time-limited is the condition for ongoing 

assessment, and performance-based feedback is there. Furthermore, these leaders and their 

followers should strive to provide and seek regular feedback.  

 

Furthermore, when you have continuous constructive feedback, the leader has a vision based on 

the feedback. If any amendment is to be taken or any changes are to be made. So, if the feedback 
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regarding goals is not taken care of, that disgusting effect will be there furthermore, because you 

see that many times, for example, I mentioned the parameters of the time cost and quality.  

 

Furthermore, if there is an alarming situation where the cost is to be increased, then if the debt 

feedback is not noticed, we can see that is what happens to the project, and we already know 

many projects because whatever the feedback was coming that was ignored and as a result of 

which the project is half done, and it is not completed. So, it becomes very, very important, and 

it is the before we go to the complete failure of any particular project, it is better that is we 

understand that is what are the reasons are there for which we can take the corrective actions.  

(Refer to Slide Time: 15:20)   

 

So, they were the feedback ignorance, then there were the fire issues in Tata Nano, and then 

there were unsafe perceptions. Furthermore, therefore the ignorance of the marketing feedback 

was done. So therefore, in that case, it is that image building of this particular case that has been 

considered. 

(Refer Slide Time: 15:44)    
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Therefore, what is essential is constructive feedback is important. So, feedback is information 

about the reactions to a product or a person's performance of a task that may be used as a basis 

for improvement. So, we have been talking since the beginning that it is about the corrective 

actions, and in the corrective actions, then, that is the performance that has to be used as a basis 

for improvement.  

 

So, constitutive feedback is meant to help improve the performance of an individual or a team, 

and it should not be used to tear them down is there. It is to be understood that there is a 

difference between criticism and constructive feedback. So, whenever we are talking about 

constructive feedback, it has been communicated, understood, and implemented in such a way.  

 

So, therefore the team is not let down. So therefore, in that case, the team members and leaders 

should be conscientious while interacting with each other so that they do not criticize rather than 

go for constructive feedback. So, sharing information or perceptions with another about the 

natural quality or impact of that person's behaviour and getting helpful feedback is essential to a 

subordinate's performance and development.  

 

Similarly, when the team members are giving feedback to the leader. So, a leader will take the 

correct action; the leader will also give the feedback to the team members and their performance 

where they are required to develop, then essential steps will be taken. So, without feedback, a 
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subordinate will not be able to tell whether he or she is doing a good job or whether her or his 

business is turning people off and hurting her chances for the promotion is there.  

 

So, naturally, it has been seen in the organizations that are for the Taylor planning is concerned 

promotion is concerned transfer is concerned. And then, in that case, the boss has not 

communicated anything to the subordinate, and then his decisions come as a surprise to the 

subordinate is there.  

(Refer Slide Time: 17:46)    

 

So, why did it happen that this superior has not given any hint, or we can say the feedback in this 

context to the subordinate that is the way he is working that is required to be changed , or their 

improvements are required. So, keeping in mind this type of motivation and demotivation both in 

the presence and absence of constructive feedback, these six elements are to be noticed. 

 

The first one is the help is there. So, an excellent example is given I got better scores when I was 

going through this program than you just did, and this seems to be a complex area for you; what 

can I do to help you master it better. Moreover, in that case, you will find it is the approach, and 

it approaches to helping others, and therefore, in that case, we have given the feedback also and 

simultaneously we have communicated that is to improve your performance how I can be helpful 

to you. 
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Then the direct is another element; it is essential that we also speak loud enough to be heard in 

meetings. So, we should be able to put our points firmly, and I had difficulty hearing you in the 

meeting because you spoke in such a soft voice. So, therefore, in that case, direct constructive 

feedback is there, which is to be told. So, many times, there are team members and other leaders 

whose voice is so low or, therefore, the message is not communicated correctly.  

 

So, and especially in the case of the meetings are concerned. Furthermore, since you come to 

work for us, your work has been good. I like the initiative and resourcefulness you should in 

solving our scheduling problem is there. Furthermore, therefore we can find that you must give a 

message specifically. So, therefore there is no doubt that is how the person will be, you know, 

working and taking the actions.  

(Refer to Slide Time: 19:49)   

 

So, now the descriptive type of the element in the constructive feedback is that I am getting tired 

of your rudeness and this interest when others are talking ah. So, you were not looking at anyone 

else when they were talking, which gave the impression that you were bored is; that how you 

were feeling. So therefore, in that case, the message is given. Nevertheless, the way the message 

is given despite the criticism that you are looking at the rudeness and disinterest. 

 

It seems that you were bored and that how if that was how you are feeling. Another critical point 

is that it should be time before it becomes too late. Timely we are giving that particular 
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constructive feedback is there. So, Mr J, I need to tell you about an impression you made on me 

in the stop meeting last month, right, and Joe, do you have a minute? I was confused by 

something you said in the meeting this morning is there.  

 

So, therefore, in that case, you see that is, and if we are giving them constructive feedback and 

then, in that case, you are also protecting the other person's ego. Moreover, when you protect the 

ego of the other person, then things will be more clarified, and the team building will not be 

affected. Moreover, the last element of the constitutive feedback is that it is about flexibility. So, 

although feedback is best when it is timely, sometimes waiting is preferable instead of giving 

feedback at the earliest opportunity.  

 

So, many times you also have to see the time, the place, and the manner of communicating that 

constructive feedback is there. So, therefore you have to be flexible; you should not be dead 

direct; there is an immediately you are giving the feedback is there. So, therefore in that case, 

when we take care of the six elements of the constructive feedback, then definitely in that case 

those feelings and emotions of your team members will be strong, and they will have a little 

better understanding. 

(Refer Slide Time: 21:48)    

 

Now we will talk about the role of listening before giving the feedback is there. Furthermore, the 

systems view of communication emphasizes that effectiveness depends on transmitting and 
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receiving information. It is not only the one where that is the transmitting, and then you are not 

sure that is the in the other person has received the information out because in the 

communication process we know that is a sender-receiver and the feedback is there.  

 

So therefore, in that case, if receiving the information is not done, then it will be challenging to 

listen to this before expressing once feedback to others is there. Furthermore, many people are 

very fast in first giving the feedback, but what is essential is let us have some patience and listen 

to the other person. Our feedback might be a different dimension than what reality is.  

 

So, people in leadership roles are only as good as their information, and much of their 

information comes from watching and listening to what goes on around them. So therefore, in 

that case, it is essential that is whatever the information right. So, therefore that has to be more 

correct and then in that is the leader should be also very careful in the watching and listening to 

others. 

 

Not into the sentence nonverbal behaviour, we have talked about in communication earlier that 

there can be verbal and nonverbal messages. So, much of the social meaning in a message is 

conveyed nonverbally, and when verbal and nonverbal signals conflict, people often tend to trust 

that the non-verbal sickness signals are there. So, therefore always use your body language, tone 

or pitch of voice and the way your kinesics is there body language is there.  

(Refer Slide Time: 23:45)    
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And then accordingly, the person will receive your feedback rather than verbally you might be 

saying that is I trust, but if your body language is this that is whatever you are saying and 

whatever you have in your mind is not matching, the person will have the doubt. So, listening 

before giving feedback is essential when demonstrating nonverbally that you are listening is 

there. Make sure your non-verbal behaviour show that you have turned your attention entirely to 

the speaker is there.  

 

So, put aside mentally and physically other work they may have been engaged in. So therefore, 

in that case, that is why many times you find in the meetings, and we have taken the examples 

also in the previous slides. Whenever the leader finds that the member is not taking an interest 

and then, in that case, the way he is communicating, that becomes very important.  

 

So, that may be the mentally or physically your team member who requires different suggestions. 

So, therefore, in that case, they should be engaged in communicating the appropriate 

appropriateness of the message and interpreting the sender's message. So, the essence of active 

listening is understanding what the centre means. So, we need to keep our minds open to the 

sender's ideas.  

 

So, good listeners withhold a judgment about the sender's ideas until they have heard the entire 

message. This has been seen practically that those who are the good listeners are there. So, 
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therefore they do not give immediate judgment; they think about it, and they learn they 

understand that is the message behind what has been told and what has not been told.  

 

So, they have heard the entire message this way. They avoid sending the message that their 

minds are made up of and avoid. So, jumping to conclusions about what the sender is going to 

say. So, many times even the people are not allowed to complete your sentence or the what the 

leader wants to talk about because they have certain perceptions and biases, and as a result, they 

jump to the conclusion that is to be avoided. 

(Refer Slide Time: 25:46)    

 

Use paraphrasing words to ensure mutual understanding. I am, for example, given that I am not 

sure I understand what you mean. Is it right? So, do you mean, so, what I hear you saying is it 

seems you from your point of view as you appear to be feeling you think, correct me if I am 

wrong, but I get the impression? So, therefore, in that case, you find that these are the ways to 

communicate, and when you communicate like this with these sentences, it will create a different 

impression.  

 

So, make sure that you have to ensure that you are using the paraphrasing verse whenever you 

are having this type of communication. So that the mutual understanding between the sender and 

receiver does not disturb, and then they both can maintain that understanding is there. Moreover 
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yeah, these are particular art that will build a better relationship amongst the team and among the 

team members and between the team members and the leader. 

 

It has often been seen that people become defensive right because if the constructive feedback is 

in the form of this criticism, then definitely, in that case, the people find it is the and somebody is 

attacking. So, defensive behaviour is more likely to occur when someone feels threatened; that is 

the message given to him that says that if you do not improve, you will not be a team member.  

 

So, therefore when becoming defensive and criticizing defensiveness, a person's ability to 

constructively use the information is there. Now you see that when the person becomes 

defensive, he becomes careful. Furthermore, when the person becomes careful, it affects his 

ability. 

(Refer Slide Time: 27:43)    

 

Because then they whatever suppose simple example he wants to take a particular risk. So that 

the project can be completed in time, he will not be able to do that particular project. So, 

therefore what is the response type of the feedback is required. So, then again, there is a question 

of R and R: whether you react or respond. So, therefore in the case of the whenever there. Is 

feedback there? You have to respond to that feedback people do not know they are being listened 

to unless you make some of the responses there.  
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A simple example is the nodding of the head, is there, or the verbal confirmation is there, or the 

return confirmation is there. So, the people understand that what has been told has been released 

to you. This can be simple eye contact and nonverbal responsiveness such as smiles, nods, and 

eye contact that can also be possible. However, when we coach or consult someone, we must 

also select a reporter for verbal response alternatives that clarify the communication and 

strengthen the interpersonal relationship.  

 

So therefore, in that case, whenever you are supposed to respond, you can use advising, deflect 

probing and reflecting. Furthermore, therefore, in that case, the responses can be articulated and 

designed. So, this is the appropriate response when you have this articulation and designing. For 

example, the advising is concerned. So, whenever there is a need for the advising, we have taken 

the example.  

 

In the case of the helpful and the case of the helpful video advice, that is whether I can find it 

helpful to you or how you can use your resources. So, therefore here, you will find that this type 

of these response they will be taken very positively. In advising and deflecting, and in the case of 

the deflecting, that will be creating the more on this communication which we which will be not 

having the direct approach. 

(Refer Slide Time: 29:44)    
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Furthermore, therefore, in that case, whenever the response is given by the leader to the team 

members right then, that might be the deviating, and therefore that may be away from the 

original problem, or the original statement is there. So, it is indispensable as we have taken in the 

six elements of this feedback about the direct. So, we should avoid deflating, and we should be 

very much direct.  

 

So that the person to whom we are giving that particular response can connect with his activities, 

and if these types of direct responses are given despite this deflecting, then definitely the 

members they will be having the more and more the positive approaches are there. Now, when 

we; may substitute our own experience for that of the other person, something similar happened 

to me or introduced an entirely new topic that reminds me of the time. So, then, in that case, you 

are making the deflection is there.  

(Refer to Slide Time: 30:46)   

 

Now probing response, ask a question about what the other person just said or about the problem 

he or she has shared. So, a probe intends to acquire additional information to help the other 

person say more about the topic is there. What he has just said to help you become more 

empathetic with more insight or to help you develop more appropriate responses are there. And 

many times, the people probe.  
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So, that was thereby probing, and they get more detail about that particular point the speaker was 

talking about. So, that is the elaboration is there. Clarification or the repetition or the reflection 

will be there is there.  

(Refer to Slide Time: 31:22)   

 

Now in the case of this reflecting is concerned, the primary purpose of the reflecting response is 

to mirror back to the communicator the message you heard and to communicate understanding 

and an acceptance of the person. Furthermore, in that case, a message that reflects the message 

may be the different words allowing the speaker, because then he is talking or responding in his 

term to listen to understand and be free to explore the topic in more depth. 

 

So, we should keep the following rules in mind when using the reflective responses avoid 

experiencing agreement or disagreement with the statements, avoid repeating the same response, 

avoid mimicking the communication word, respond to express filling before responding and 

respond with empathy and acceptance is concerned.  

(Refer Slide Time: 32:06)    
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So, this will be the direct response that and the non-direct response is generally applicable when 

the counselling is there. So, therefore, in that case, you are taking care of the person to whom 

you are giving this particular response, right. So, it is always directed to the non-directive 

responses of the close to open responses. It is always preferred it is there have to be open 

responses compared to the fast responses concerns.  

(Refer Slide Time: 32:32)    

 

So, as a result, these are the research papers and the books we will talk about the effects of the 

goal-setting and feedback on manufacturing productivity in a field experiment is there. You can 

go through this research paper. 
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(Refer Slide Time: 32:46)    

 

Similarly, this is the case study the River Bank Case Study is there. Furthermore, in that case, 

that is a during the training program, how this type of communication process and the feedback 

process have been used. 

(Refer Slide Time: 32:59)    

 

Furthermore, therefore, whenever there is a feedback process, it can be positive or negative, as 

you can see by reading this particular case study. 

(Refer Slide Time: 33:08)    
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These are the book's recommendations. Feedback Skills for The Leaders is there. Furthermore, 

building constructive communication skills up and down the ladder is there.  

(Refer Slide Time: 33:18)    

 

So, that is about you will understand how we can provide constructive feedback. 

(Refer to Slide Time: 33:22)  
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These are the references for the study material and your future references; thank you.  
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Leadership and Team Effectiveness 

Prof. Santhosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology, Roorkee 
 

 Lecture - 57 

Enhancing Creativity Problem Solving Skills 

 

Now very very interesting and topic which will give you the opportunity right. So far, we have 

discussed and discussed this particular leadership and team building effectiveness, but now this 

topic will allow you to practice at your workplace, think of yourself based on all these,  and 

design your model. So, therefore, there. It is creativity. 

 

That is how we enhance the creativity and solve the problem; now you see many times we find it 

is the many people find some same problem is complicated and challenging. While the other 

person with this same status finds that this problem can be solved, and then he accepts the 

challenge and the work on that particular challenge. So, exactly why is the one person.  

 

So, personality characteristics that make this individual difference are creativity. Dear friends, 

you will find that if you want to solve any particular problem, you need not go through the only 

whatever has been let down principles, but then you can implement your model on thought 

process your trial and error practices. So, that will solve your problem is there.  

 

Maybe the interpersonal problem and maybe the personal or professional problems are 

concerned. So, how we can use this particular creativity trait personality trait that we will be 

discussing in this particular session is there. So, first, we have to understand that it is a problem-

solving everybody understands that is a problem has to be solved.  

(Refer Slide Time: 02:14)   
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So, what is new is the creative problem solving we will try to understand. Then if there are the 

core principles of creative problem solving, this problem creative problem-solving learners 

model steps in the problem-solving convergent versus the divergent thinking the creative 

problem-solving process tools and strategies want to be more valuable in your career. 

 

Then how to be more valuable in your career and improve your creativity skills, and five ways to 

sharpen your problem-solving skills as a result of the case study research papers, book 

recommendations and the references are concerned.  

(Refer Slide Time: 02:53)   
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Now we have first to understand that can be taught the creativity. So, the creative education 

foundation first developed creative problem-solving in the 1940s. So, along with the term the 

brainstorming and Sid Parnes, he developed the Osborn-Parnes creative problem-solving 

process. I have discussed these techniques and tools in my earlier subject, which is about the 

training of trainers that is always gone for these brainstorming meetings and the group 

discussions. 

 

Furthermore, this type of this process and the work culture are helping you develop new 

solutions. Furthermore, therefore whenever we are talking about creative problem solving, it is 

an approach that identifies unique solutions to issues through problem identification, and the 

resolution planning is there. Now, this is another aspect like the many people are getting 

involved more in the symptoms of the problems. 

 

Furthermore, therefore, they cannot identify that is what the problem is there. Furthermore, when 

the problem is not identified, how you can give a unique solution to that problem is there. So, the 

first and foremost requirement is problem identification, and once you can, I can identify the 

problem. Simple examples I always give about that is the productivity and absenteeism is there. 

 

Furthermore, many people start working on this, but these are not the problem of the problems; 

these are the symptoms of the problems. So, often the tip of the iceberg is only what we try to 

work on, and we overlook that is the root cause. Furthermore, therefore, in that case, it is always 

better that we go for this problem identification first. 

(Refer Slide Time: 04:53)   
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Furthermore, once we understand the problem correctly, we can attempt to solve that particular 

problem. Now here, when there can be the different ways of the traditional methods and 

traditional ways are there. Here we will talk about the creative problem solving is there. So, first 

and foremost, which is essential, is staying informed. Many leaders are unaware of what is 

happening at the ground root level.  

 

Furthermore, therefore, in that case, the information process required to be very strong is there. 

Once that is the complete information, he will recognize that there is some problem based on that 

first acceptance. If there is a problem, then problem identification will be there. So, unless and 

until the one disagrees that there is a problem, there will be no, problem identification will not be 

there.  

 

In the previous sessions, we talked about idea generation and creativity. It is how you can 

enhance that creativity and ideas as much as ideas to generate as much as possible. So, therefore, 

in that case, you know that is about the brainstorming group discussion meetings and then what 

we you say that is out the collective wisdom, and that will be used to make the decision making 

will be there.  

 

Moreover, whatever the decision will be there, which will be having the plan crafting, the 

decision must be implemented. Furthermore, you also have to be a risk-taker in implementing 
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that decision. So, therefore if you are a risk-taker, you will take the lead, and if you take the lead, 

you will be the champion. So, to become the champion, it is necessary that whatever the 

planning you are suggesting planning you can implement. 

(Refer Slide Time: 06:53)   

 

Furthermore, when you are making the implementation, you will be able to solve a particular 

problem because that is implemented. Moreover, once implemented, you can take the feedback 

and then go for further development as the solutions for that particular problem are concerned. 

The core principles for this creative problem solving that is the, first and foremost is divergent 

and convergent thinking, must be balanced. 

 

Now you see that many people will give the solutions whenever you have a brainstorming 

session. Now what type of solutions they give are realistic, achievable, or not, or just going to be 

the divergent right, and when they are going just divergent, there will be no solution because 

practical debt will not be possible. Some people will go very traditionally, and therefore, in that 

case, they will be different in what has been said by these divergent people is there.  

 

So, therefore it question of arises when to practice each one is there. We have to go by the 

divergent or go by the convergent. So, ask problems as questions; when you rephrase and 

challenge open-ended questions with multiple possibilities, it is easier to develop the solutions. 
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So, therefore brainstorming session is to be ignited. So, when you ignite the brainstorming 

session with the open-ended question is there.  

 

There is no framework, no boundary, and therefore, in that case, as soon as you ask the open-

ended question, every individual, based on his experience based on his education knowledge, 

will try to give these solutions to he will give. So, asking this type of open question generates 

much rich information while asking close questions that receive short answers such as 

confirmations or disagreements.  

(Refer Slide Time: 08:51)   

 

So, therefore in that case, what are those short answers are there will be these solutions to be 

these particular problems. So, therefore that will depend upon the structure of the brainstorming 

done by the leader and members. Defer or Suspend judgment is there; as Alex Osborne learns 

from his work on brainstorming, judging solutions early on tends to shut down the idea 

generation.  

 

Now you see many times the people very fast they very first conclude that this is the decision 

which is to be taken, but then, in that case, many ideas are shut down. Instead, there is an 

appropriate necessary time to judge ideas during the convergent stage is  there. Moreover, 

therefore, in that case, it is often not a divergent right; instead, you have to go by the convergent 

stage.  
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When you go by, the convention stage is there. So, therefore you will be taking the help of each 

person, and the approach will be very positive. And then, in that case, the decision made by this 

particular group will help when the leader also wants to make the decisions. Focus, you know, 

focus on yes and rather than no but so; therefore, it is always because everything is uncertain.  

 

So, therefore you can say yes; also, you can say no, but what is suggested is that that is the yes, 

and we can try. So, therefore that will encourage people to expand their thoughts which is 

necessary during the particular stages of critical problem-solving. While using the word but then, 

many people say your idea is excellent, but we cannot implement it. So, the word preceded by 

the yes or no ends the conversation and is of ten neglected as soon as you do.  

 

So, what does the come before it is there? So, never have this particular approach that is a no but 

rather than always prefer to go by the yes, and this is possible, and we can do it.  

(Refer Slide Time: 10:47)   

 

So, in this critical problem solving, you can use the four steps of creative problem-solving to 

make it easy to generate innovative ideas and solutions. So, now it is the leader's responsibility 

that is how these creative problems are doing he will be able to generate in the brainstorming 

session. So, first and foremost is that he has to clarify. So, identifying the challenge that is the 

whatever these the problem is there.  
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Then that has to be very much clarified because those goals are the goals which are to be 

achieved, and then, in that case, a simple example is you want to minimize the workforce. And 

then, in that case, the clarification is that if we want to minimize human resources because of the 

economic conditions, then the VRS cannot be the right solution because, in the VRS, you have to 

give the money. Is there any other solution without giving the money we can change the human 

resources? 

 

Then ideate is there. There is whatever the idea is given and then in that case that is generating 

ideas are there, and then the development brings the ideas to life and then at the actual direction 

that we are developing and then implement this particular idea. Therefore, in that case, whenever 

we clarify, and the idea develops an implementation, those particular ideas generated will help us 

solve the problem is there.  

 

In the case whenever we are not going by these the understanding of that what we want precisely 

and what ideas are required whether the financial ideas are required whether the non-financial 

ideas are required, or the further development is concerned then, in that case, it will be 

challenging to implement this particular idea.  

(Refer Slide Time: 12:41)   
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So, when you talk about clarifying the explorers' vision, the goal vision challenge is there. 

Typically, this goal concerns a particular task, a new product development, or a market 

extension. Furthermore, this is related to exploring the vision is there. Furthermore, we gather the 

data describe and generate data to enable a clear understanding of the challenges. Furthermore, 

therefore, in that case, we can develop this particular understanding right for how we can solve 

this particular problem.  

 

As I was giving the example of minimizing the main power is concerned, it should be evident 

that is why we want to minimize the workforce, and as you clarify that is the competitiveness is 

there. The financial conditions are there. Social conditions are there. Technological conditions 

are there, and then precisely what is the reason. So, we have the clear cut data that will be talking 

about what the issues are there.  

 

Based on these emerging issues, we will create the challenge questions that invite the solutions to 

be there. Whenever the challenges are invited, they will explore the idea. Now, that will be 

fulfilling that particular need of that solution. So, therefore it is the formulate the solutions to 

move from ideas to solutions, evaluate, strengthen and select solutions for the best fit.  

 

So, if we can evaluate even if it may be based on the resources, whether it is possible or not 

possible, similarly the strengthen that is then whether we can strengthen or it will be we can in 

the case we implement it. Furthermore, the selected solutions for the best fit are there. For every 

organization, every group, every team, every family, there will be the different solutions that 

cannot be the uniform solution for all and therefore select the solutions for the best fit for that 

particular situation.  

(Refer Slide Time: 14:41)   
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And then the implementation is there. Furthermore, therefore you will be able to implement your 

ideas so that you can achieve your goal. So, the steps in the problem solving are the five primary 

steps problem solving is there. There is to analyze the causes of the unwanted situation and 

generate a set of alternative interventions to achieve your end goal. Furthermore, here we will 

find it whenever we search, especially the leader searching for the solutions.  

 

And then he has to create the alternate alternatives as many alternatives as much as possible is 

there. Because when you create several alternatives, you will be able to evaluate them; if your 

alternatives are significantly fewer, your choices are very few, and then it will be very difficult 

for you to select and solve the problem. So, therefore they evaluate the best solutions, whatever 

the alternatives are there.  

 

Continually evaluate these alternatives, which can then be evaluated based on the resources the 

organizations have. So, therefore, in this case, the specific resources of organizations are 

powerful. So, that solution will be applicable in, for example, the main power; if the organization 

has the human resources, there will be a solution. If an organization has the; technology, that will 

be another solution.  

 

So, therefore we have to understand and evaluate the best solution based on the best available 

resource for solving the problem. Then the implement a plan is there. Whenever those solutions 
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we after the evaluation, we have finally adopted a particular solution, and that solution will be 

implemented, and then there will be the assets the effectiveness will be developed. 

(Refer Slide Time: 16:28)   

 

We have discussed the earlier convergent versus divergent thinking and the process of figuring 

out a cons concrete solution to any particular problem. So, it is a straightforward process that 

focuses on figuring out the most effective answers to a particular problem. Now the priorities, 

you can decide the priority one, priority two priority three based on that is what will be the most 

effective answer will be there.  

 

Moreover, therefore it should include speed, accuracy and logic. Now, these dimensions 

mentioned here may keep on changing, and therefore it will depend from the task to task in the 

case of the divergent is there. Then they express the multiple possible solutions to generate 

creative ideas, opening the mind in various directions and trying out multiple solutions for a 

problem.  

 

So, the same mind is working for the different solutions are there. Its characteristics include the 

spontaneous fear of flowing and the non-linear is there. Furthermore, therefore, in that case, this 

type of this thinking may lead to the many times not identifying the solutions to the problem. So, 

in the case of these structures that can be applied at various stages of the problem-solving 

process, divergent thinking and brainstorming are there.  
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So, example in the beginning also, we have given this particular example. So, it is defined by 

Alex Osborn as one group attempting to find a solution for a specific problem by amazing the 

ideas. Furthermore, the five w's and H are what, where, when how and the who. Then based on 

this, we can work and can initiate our ideas is there. If this is the solution, who will be able to 

provide these particular solutions and what will be the same material or matter required. 

 

Furthermore, where we will be able to get this particular solution and why we should go only for 

this particular solution. Furthermore, therefore we talk here about it is the evaluation of the 

solution and selecting the best solution. Furthermore, the most critical point will be how that is 

when we will be able to implement this particular solution. So, therefore in that case, in the 

brainstorming sessions, we find the different ideas from different types of people.  

 

So, reverse assumptions are that this activity is a great way to explore new ideas. Now you 

usually see that we always go by understanding in one vertical only right, but whenever it is 

challenged correct, reverse assumptions are there. Then definitely have to think about whether it 

could gain these solutions in the reverse assumptions. 

(Refer to Slide Time: 19:09)  

 

In the conversion thinking tool, this is a how-to diagram. This is perfect equity to use when 

figuring out the steps required to implement a solution. Moreover, the evaluation matrix creates a 
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systematic way of analyzing the multiple solutions, and then we will be able to develop them. 

Pair and share are there. Suitable to help develop promising ideas whenever we have these 

promising ideas after making a list of  possible solutions. 

 

Our questions to the persons each student to write down their top three ideas are there. 

Furthermore, this type of exercise can be done in the organizations and wherever you are at the 

workplace; you ask your team members who give your top three ideas to solve this problem. 

Moreover, especially in the case of the Japanese companies, we find that this type of initiative 

has been given to the academic institutions to identify the solutions to the problems.  

(Refer Slide Time: 20:03)   

 

If you want to be more valuable in your career, then, in that case, you need to understand the 

relationship between creative innovation and problem-solving is there the purpose of a mix of the 

growth mindset and the curiosity combined with the essential problem-solving tool. Now the 

growth mindset is in the case depends on independence from the environment is there. And then, 

if the environment is provided, the individual will think of the carrier.  

 

Alternatively, the organization's responsibility is to create that work culture that our climate. So 

therefore, in that case, the people who have the growth mindset are there. Now in many 

organizations, we find it is a people. We are not voluntarily coming forward to solve these 

1373



problems ending our growth mindset and curiosity right. Then, if that is not the culture, problem-

solving will not be there. 

 

So, hopefully, the better solutions that, if implemented, would be innovative. So, it does not 

sound straightforward. So, let us break down then we find that it will bring more care to you on 

purpose. So, how to be more creative is knowing to seek out the knowledge, learning and 

experiences that take you down a creative path. So, right from childhood, we are gaining 

knowledge.  

 

And then, at the right time, we have to compile that knowledge and convert that into wisdom is 

there. So, these learning and experiences take you down a creative path. So, freedom is to be 

given many times it has been formed; it is the lake of that freedom, which is not making the 

person build their carrier.  

(Refer Slide Time: 21:39)   

 

So, learning how to solve problems is there. So, you do not solve problems by pulling random 

people into a room and doing a brainstorming session that goes nowhere over two hours. So, 

first, research and learn problem-solving frameworks. Second, learn how to identify the real 

problem and not the symptoms. So therefore, in that case, it is becoming crucial that you collect 

the highly concerned people and expertise. 
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Moreover, when they work on it, they detail that particular problem and make that easy to be the 

solution in the framework. So, therefore that research and the framework to solve that particular 

problem learning is very important. Second, learn how to identify the real problem and not the 

symptom is there that I have talked about earlier. 

 

Now, allowing the innovation to happen. If I were asked to be more innovative, what would I 

do? So, therefore it is almost impossible to be innovative on purpose. The formula mentioned 

below comes into play with a growth mindset that is very important for an individual. Then he 

should have the curiosity, and then on that curiosity, he will develop the problem-solving 

framework. 

 

Furthermore, tools will be designed, and the potential innovation will be there. So, therefore 

these parameters of the growth mansion curiosity problem-solving framework that is whose 

responsibility actually in it is a responsibility of the leader and the organization to create where 

these people their minds are ignited many times very creative employees without giving any 

contribution are getting retired.  

(Refer Slide Time: 23:36)   

 

So, therefore, in that case, it is always better to work on this formula and create that particular 

environment. As we all learn, creativity skills are desirable for employers and can be incredibly 

useful. So, how can we develop this? Our creativity is there. First and foremost is that that is 
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working on your self-awareness. So, becoming self-aware and acknowledging the limitations of 

our thought process when it comes to creativity is the first step to becoming more creative and 

innovative of our self is concerned. 

(Refer Slide Time: 24:10)   

 

Second is the practice of empathy. So, therefore it is an emotional intelligence it will allow us to 

understand the viewpoints of customers, clients and co-workers. Often, people develop the 

product without understanding the customer or client's concerns or the problems. So, then, in that 

case, that product has to be unsuccessful. So, expand your knowledge and become an expert in 

your field, and you will understand every angle of the problem.  

 

So, draw on your previous experiences. That is why it is those who are experienced and 

accommodating to identify the solution. So, looking to the experiences we had in the past and 

harnessing our personal history to give the perspective on the situation at hand is there. Then, 

collaboration with others is one of the best ways to consider creative solutions and identify the 

potentially apparent solutions. So, when we started the brainstorming, it was nothing but it was a 

collaborative effort only.  

(Refer Slide Time: 25:11)   
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So, finally, we come to the how-to sharpen our problem-solving skills. So, repeatedly question 

the problem with why it is there and do it by asking yourself why this problem occurred . 

Furthermore, follow up on your answer with another why keep going until you dig into the root 

cause. Moreover, after understanding that from where this problem has started, take out a piece 

of paper few coloured pens and draw a mind map.  

 

So, therefore, in that case, makes yourself available to think about it, and then they write about 

what the idea is there. So, many times, we solve the problem with a limited circle. So, when we; 

talk about that e if a person has this much, only the horizon is right. Then, he takes on these pains 

and draws a mind map of the problem.  

 

So, what happens and that he is expanding his origin. So, this particular expansion is possible 

only when the person who drew understands that is a what is my horizon is there. Limited 

horizon is created, then a solution will be minimal, but the solutions will be there when you 

enhance the horizon.  

(Refer Slide Time: 26:39)   
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Now the then you list down the all the solutions that what are the solutions are possible and then 

always willing to learn that is the how because some of the solutions may be challenging because 

you have to acquire new knowledge, new skills new technology, and there is always room for the 

improvement is there.  

 

Then you give your brain a good workout and puzzles in brain teasers. So therefore, in that case, 

this may sound like child's play but doing puzzles in playing the games involving the logic like 

chess in the Sudoku hones your problem-solving skills. So therefore, in that case, keep your 

brain in a challenging environment, so your brain cells are always active to solve to help you.  

 

So, helping you learn strategies and techniques you can later apply to real-life solutions is there.  

(Refer Slide Time: 27:34)   
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Moreover, this is the case study; as usual, you can go through this case study and find out the 

how when we are talking about Coke versus Pepsi.  

(Refer Slide Time: 27:45)   

 

Then what is the difference in the strategies, and how have these successes of Coke versus Pepsi 

happened. So, once you know about this problem solving, as I already mentioned, a case study 

analysis is becoming an essential tool to know how to solve the problems.  

(Refer Slide Time: 28:16)   
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This research paper is on creative problem-solving techniques, paradigm shift, and team 

performance. 

(Refer Slide Time: 28:19)   

 

Moreover, through this research paper, you will understand how we can learn and think to 

identify the problems and all the problems are there.  

(Refer to Slide Time: 28:29)  
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Furthermore, this book will help you understand the Creativity and the Problem Solving right 

from the Brain Tracy success library, and that will help you. 

(Refer Slide Time: 28:41)   

 

Furthermore, this book will give you the direction to be more and more creative. These are the 

references for this current study and your future references. This is about how to be creative and 

solve the problem; thank you. 
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 Lecture - 58 

Building High-Performance Teams the Rocket Model 

 

(Refer Slide Time: 00:42)    

 

In this particular session, we will talk about building the high-performance team and the rocket 

model. And under this particular session, we will have the what is the high-performance stream 

we will understand what are the characteristics of the high performance teams the rocket model 

itself GRP model of the team effectiveness the T7 model of team effectiveness 7 habits of highly 

successful team leaders. 

 

How can you build and develop a high-performing team the art of leading high-performing teams 

and age is all the case study research papers book recommendations and differences is there.  

(Refer Slide Time: 00:57)    
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I am sure that is the so, far you have already understood that is the what is the team building and 

the team effectiveness is there. But when we talk about that is even if we are having the team 

with us then how we can make this team the high-performing team to take it the maximum level 

of its performance. So, high-performance team is a concept within organizational development 

right. So, to team organizations and therefore, in that case, it is not only rustic leader is not only 

restricted to the formation of the team right. 

 

But it is also important that it should be a continuous process that is a development of the team is 

there. And that is why it has been referred to as in the organization's development part because 

this becomes an intervention to achieve the goal. So, these are highly focused on their goals and 

their achieving superior business results are there. So, with this high-performing team, the 

chances of this success is much higher by these particular teams because they are having their 

focus on their goals. 

 

Any team which is directed towards the goal then definitely in that case it is always will come 

out into giving the better business results are there. This stands for excellence through two-way 

open communication that with the leader and the members. The bridge between the relationship 

between the leader and member is and that is about the open communication is there. 

And mutual trust which we have discussed in earlier sessions also.  
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So, early now the question arises that is the leader should be able to resolve the conflict because 

whenever there are the different personalities are there. So, conflict is natural and that can be the 

foundational conflict and there can be the dysfunctional conflict but the what is that then role of 

the leader is there.  

(Refer Slide Time: 02:59)    

 

To develop a high-performance team the storming phase right of the group that has to be 

minimized and therefore most of the conflicts are into the storming phase only. If we minimize 

those storming phase and conflicts then definitely, we will be able to create the more and more 

performing teams into the organization. The certain unique attributes separate that is high 

performing team is the first information is the inclusive thinking.  

 

This we have talked about that is developing the team also it is a culture basically and whenever 

we doing the things that is a team is to be developed though then the best efforts are that is 

involving inclusive thinking is necessary. So, there is a common goal there is a common value 

sharing among these group members and as a result of which whenever we are having these 

values of exploring the more possibilities to work together and getting the teams benefit is there.  

 

Then naturally in that case the outcome will be highly positive. Now when we talk about 

diversity then naturally, we have discussed this is the personality and leadership also work 

culture diversity also higher is the diversity higher is the chance of this high-performance stream 
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is there. And which is nowadays in the global context this becomes the must part of the team 

formation. 

 

Because you cannot escape the team members on for the day because they are coming from the 

different culture at different geographical location is there. So, global trillium formation that the 

data has become the necessity of the today and therefore in that case it is always we have to 

develop a cohesiveness. There is a feeling amongst the all the team members those who are 

coming from the different culture. 

 

Now we have to also understand it is this high-performance stream creation of the cohesive 

culture it will be very much a challenging for the leader is concerned.  

(Refer Slide Time: 05:00)    

 

Because the leader has to find out that is the whether he is able to come for this particular 

managing this diversity or not. So, here it is the first and foremost question is their respect and 

trust is there. So, high performing team are always they develop a culture, culture of the respect 

and trust. And therefore, in that case it is always on the with a hard candid debates conversation 

that is always it is better to have the respect and trust. 

 

Whenever you talk about the personal excellence is concerned naturally this has become the 

important that is the team members, they are having that excellence in their jobs that depends on 

1385



the selection of the team how you selected the team is there. If you selected the team which is 

having these all the eligibility criteria necessity the personality traits then definitely in that case 

that the team member will show demonstrate the highest level of personal excellence is there.  

 

Communication is one of the most essential building blocks that we have discussed in the time of 

this the leadership and communication are concerned. And the healthy conflict that is about these 

essential element group thing kills the innovation and creativity is there. And therefore, in that 

case, there might be functional conflicts healthy conflicts functional conflicts might be there. But 

this will lead to the new ideas and whenever there will be the new ideas then there will be this 

success for the team members is there.  

(Refer Slide Time: 06:26)    

 

The flexibility and adaptability that is the essential part of these performing teams those most 

capable of adopting to change and therefore because as we see that is the especially the 

technological scenario it keeps on changing. And when the technological scenario is changing 

then therefore the team members, should be able to adopt all these technical changes. On the 

other side is we which is equally important it is a social side and therefore that this society's 

values and culture systems that is also changing.  

 

So, the team members who are joining the leader they are coming from different societal 

cultures, and therefore in that case that adaptability if there is no adaptability there will be no 
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team. So, therefore in that case always leaders and team members they should show that is the 

high they are highly flexible and adaptable. Openness to innovation, it is a culture now you we 

will find it is many successful organizations what makes them do successful organization.  

 

So, actually, it is in the organizations’ culture and DNA that is creating the innovation is there. I 

would like to take the example of the Sony or the Wipro or the TCS, Infosys right and then you 

will find that is the Maruti many Indian companies then we find that has they have now 

developed a separate culture of the innovation and therefore as a result of which it is becoming 

the part of DNA of the organization's culture.  

 

So, this is the this is giving us the ability to surround the challenges and therefore because you 

are confident you will be able to face the challenges and overcome those challenges and that that 

develop ability is developed. And now another flexibility with the adaptability is important that 

is a decision-making flexibility is there.  

(Refer Slide Time: 08:26)    

 

So, therefore it is necessary to take the decision into the real-time rather than then going for this 

in a very hypothetical situation is there. And there when such organizations which are having this 

flexible culture in their team teams definitely then those organizations will become the highly 

successful organizations. The rocket model is a framework here that I would like to discuss with 

you related to the team members is there. 
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And it is the how this we identify the challenge and what is the mission and of the organization is 

they are developing the norms according to mission managing the resources and this talent is 

having the ability to buy in and that that is an act of courage is there to get the results are there.  

(Refer Slide Time: 09:13)    

 

So, the in that this rocket model it becomes very, very important that is they first we should 

understand that is what is the critic, necessity for such a rocket model is there. And these are the 

eight critical questions every team must answer what are our critical assumptions. Now you see 

every the whenever the team is formed it is a question that is for what and therefore, in that case, 

there are certain assumptions are created right like in the case of the research also, we talk about 

the hypothesis.  

 

So, therefore in that case the assumptions are to be there at the beginning itself, and then we can 

start working on that, and then finally we can evaluate. So, therefore in that case it is we always 

have a critical assumption that will give a good start when team members share a common view 

of the context in which they are operating and therefore in that case, therefore, making the 

formation of this particular team is there.  

 

So, why are we here the second critical question arises and they did give the answer that is the all 

the members agree and that is they are having a common goal and that goal is of the success. 
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And therefore, that effectiveness will be more whenever the all-team members they understand 

for what meaning or purposeful work they are here and what they want to win what are their 

goals are there.  

 

When do they need to be accomplished those goals what strategies are to be used for the to the 

progress to be measured? 

(Refer Slide Time: 10:47)    

 

Now when we talk about this talent so, do we have the talent we need now that is a matching. 

Matching of these abilities of the; skills and abilities of the person with the required team 

assignment. So, therefore it seems like it should be easy to get the right number of people with 

the right talents on a team is there. But in practically we will find it is getting the right person for 

the right job of the team that is becoming a very difficult issue.  

 

So, whenever these teams are formed after this storming is over the norming will start. Norming 

means that is the rules are to be formed. So, therefore all team members and leaders together 

they should decide about that is the names and norms of the team therefore any group to develop 

norms for the greeting meeting sitting communicating deciding and, executing is there. And 

therefore, for every behavioral aspect every professional aspect certain norms will be developed 

and these unwritten rules usually that are solidify fast without any formal discussion is there.  
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So, people they know that is we need not to make much efforts. So, without making much effort 

and normally use these unwritten rules and they are followed by the team members by 

understanding the surroundings. So, in that case, are we are committed to success that particular 

concept that is to be that motivation that is to be developed. So, buying happens when team 

members have a team-first, not a me-first attitude.  

 

So, high-performance teams are committed to team goals roles, and rules and they are motivated 

to get necessary day-to-day tasks done and therefore in the here their commitment. Commitment 

is so, high that is the no on efforts are left to achieve the organizational and team goals 

circumstance.  

(Refer Slide Time: 12:37)    

 

So, for this purpose the resources. So, will be required and we have to ensure that is when we are 

going to develop the high-performance team that is we are able to provide the resources are 

there. So, the team needs to figure out what resources are necessary and then that can be the 

monetary or non-monetary resources will be there. So, meeting their goals and leaders may have 

to lobby key stakeholders to get those needs meet is there. And that is why many times it is the 

responsibility of the leader to get these particular goals to get accomplished. 

 

I will give a very simple example of that is it is whenever there is an event activity is organized. 

So, then leader that he; has to manage either the sponsorship or then he has to manage the list of 
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finance from the other sources. So, here do we work through the disagreement’s courage is to be 

there. Now you see that is that the team members cultivate the necessary courage. Now because 

whenever they are working together there will be a difference of opinions will be there.  

 

But there is courage that is to discuss that particular issue and find out the solution on that 

particular issue because there might be disagreements on many issues and but ultimately what is 

important is to find out the solutions. So, are we achieving our goals are there and for what 

purpose the team was made? If the team is made to achieve a particular goal and if it is not able 

to achieve then your all efforts which we have managed on the resources we have talked adjusted 

with the personalities we have talked with the time and goals. 

 

But then everything will be wasted if we do not have that is the results are achieved. So, 

therefore they measure the results against the mission regularly track progress learn from success 

and failures. So, a continuous evaluation is also important and when they whenever there is a 

continuous relationship that will give us a decision way to continue the improving the delivery 

are we have to stop that particular performance of the team.  

(Refer Slide Time: 14:34)    

 

So, now in this context of the eight questions when we are having these questions in mind then 

the solutions for this all these questions and the road map that will come from the rocket model is 

concerned. So, each of the seven components of the rocket model can be framed is a question. 
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For the question for mission asks why are we here and for why are we are committed to success 

or not.  

 

So, to answer these questions team members complete a questionnaire called the team 

assessment survey is there which is a TAS-II. As team members provide personalized feedback 

in the survey their strengths and weaknesses along all eight including the contents dimensions of 

the model are exposed is there. So, therefore in that case at the beginning itself their 

questionnaire will be designed. A questionnaire will be designed as per these team members has 

advised and the team members provide the personalized feedback in the survey is whether these 

questions are relevant, not relevant where is the teams’ growth is there.  

 

How much growth has been done by the team that will be decided and leaders can then act to 

improve the weak areas are there. So, therefore on the basis of this analysis what feedback has 

been given for what the goals the team was formed and whether it is matching or not matching 

then accordingly they will improve the weak areas will be there.  

(Refer Slide Time: 15:54)    

 

Now we will talk about the GRPI model effectiveness the proposed by the Rubin, Plovnick, and 

the fly as early as 1977. And this GRPI stands for the Goals Roles Processes and Interpersonal 

relationship is there. And this model outlines four parts. So, one by one we will take this parts. 
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So, therefore in that case it is a goal. So, well-defined objectives and desired results plus clearly 

communicated priorities and expectations are there.  

 

Now you see it is the it is always better that is whenever we are talking about the beginning of 

the performance. So, we ensure that is what are the expectations from the team member is there. 

And this should be clearly communicated as priorities and expectations are there. It helps the 

team members also because he gets the time if he is not having those resources, he will manage 

those resources. But if the expectations are not communicated and at the end of the day we say 

that, is you are not performing well then that will create the more critical situations. 

 

So, therefore the roles will be goals roles they will be well defined and then in that case there is 

an acceptance, acceptance by the leader also and acceptance by the team member also. So, then 

they start after assigning the goals and rules they start functioning, and therefore that they have 

to follow a particular process is there. So, therefore a clear decision-making process will be 

defined. So, that there whatever the problem comes in the project or the particular task 

accomplishment then in that case that process will solve that particular problem is there.  

 

And the process will be formed the discussions can be held and corrective actions can be taken. 

Now interpersonal relationships is a must it is a backbone of every team member there is good 

communication trust and flexibility unless and until there is not the trust and flexibility is there. 

And then definitely in that case team will not be converted into the high performing team is 

there. 

(Refer Slide Time: 17:52)    
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The T7 model of team effectiveness is there. Lombardo and Robert and have developed this T7 

model to define what factors effective effectiveness they identified the internal and the two 

external factors all start with the teens the name is the T7 is there. Now here whenever we are 

talking about a task thrust trust talent and tearing is there. Then the team support from the 

organizations and the team leader fit is there.  

(Refer Slide Time: 18:23)    

 

So, here it is necessary that whenever we are talking about the thrust now a common objective or 

goal is required right. And this how it is to be decided the common object your goal is to be 

decided with the consultation from each other and because we cannot decide a very high goal 

1394



which is not realistic and we can we are not supposed to decide a goal which is very easy and of 

no use.  

 

So, therefore in that case that common objective or goal will be decided by only baking making 

the proper thrust is there. So, brainstorming is done meeting is done group discussions are done, 

and then finally the leader decides on a particular goal. Trust is the knowledge that your team has 

your back and therefore that is always there is the you are having this particular confidence that 

is a team is with you and therefore that that trust will be developed. 

 

Talent is skills to do the job and skills and abilities no therefore it will be the; in the team is 

having the all the skills which are required to do the particular job is there. The teaming skills are 

there to function as a team. So, there is a concept of working togetherness in the culture 

organizational culture. Task skills are the ability to execute the task whatever the tasks are there 

that will be completed by these leaders and the teams. 

 

Now here we have to also see the external factors in addition to these internal factors the external 

factors are team leader fit and whether the leader works well with the team is there. So, it is very-

very important. So, that is why many organizations what is the practice there is a leader is chosen 

first and then he is given the freedom to select his own team and therefore in that case the team 

leader fit that will that that work well. 

 

Team support from the organization that is very much important how the organization enables 

the team to work now here I would like to warn also, there is as many times organizations are not 

able to help the team because of their constraints at the vital level.  

(Refer Slide Time: 20:24)    
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Because once they support to any particular team, they have to support the rest of the teams also. 

So, in that case it becomes very difficult for them to manage the all the teams. So, what is to be 

done that is a team itself should be able to manage this. Now we talk about the seven habits of 

the highly successful team leaders and it is operational team leadership why and when you need 

this particular model right. So, the seven habits model helps successful successfully juggle the 

multiple dimensions which ensure a team stays ambitious motivated learning, and supporting 

performance. 

 

Without such a model especially when you find yourself under pressure as a leader it is likely 

you will fix it on a couple of the more urgent dimensions are there. And therefore, in that case, it 

is necessary that is the leader himself focuses on all the points 7 points for the purpose of getting 

the results is there. So, you may jury your project but destabilize your team and damage your 

reputation as a team leader is there.  

 

Now here we have to create a balance I carefully have to understand it is we are responsible for 

our team members also and for the organization also. So, therefore in that gate the project yes 

project has to be delivered. Even if there is a situation of the destabilization but the member, he 

manages himself, and as a result of which that he will create a reputation among the team 

member is there.  

(Refer Slide Time: 21:44)    
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The bear essentials effective team leaders manage the team individuals as the people 

professionals and colleagues are there and actually, these are the backbone, backbone of any 

successful team. So, whenever we are talking about the who are the people and then whenever 

we take the examples of the projects, we find that is the names of the people are those who have 

already worked in the team and they have done the successful jobs. 

 

And then they are possessing of the professional skills and these are the collector team members 

are there which are having the support to that particular team. They also support and manage the 

whole teams workload energy levels customers and practices are there. Now you see that is these 

are the people those actually who are the main pillars for the successful team and because they 

always support the workload. 

 

So, we know that is in any particular project in the beginning the workload is very high then 

workload is low and work load is becoming very moderate and it is further situations the team is 

able to manage that particular workload. So, energy levels which is required to be very high 

because we have discussed that is there will be lot of challenges and to face the challenges 

manages the challenges and changes that high level of energy is required and therefore the leader 

and team members, they should be adoptable and the flexible.  
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So, then also support from these customers and practices that will help the leaders to be 

performing well.  

(Refer Slide Time: 23:11)    

 

So, how we can build a develop a high performing team. So, make the communication a priority 

set as smart objectives tackle the conflict understand where you are currently and where you 

want to be, so, your roadmap that should be clear. Make sense of emotional intelligence the 

foundation of any successful team is trust and feedback is a gift is there.  

(Refer Slide Time: 23:35)    
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So, get to know your people on developing and leading a high performing team begins with the 

connecting and conversation and so, awareness. Awareness of your people the members those 

who are working with you is very important the strength and weaknesses are to be there. And 

then we have to club the strength and weaknesses in such a way possible way that is always 

taking it in an interest in the individual on your team.  

 

So, therefore you we they should not be mismatched measurements on this assignment of the 

task and the leadership and the team buildings performance. So, therefore in that case the team 

building will performance will be successful only when we are having this type of the interest 

where we know our people, we are aware about their strengths and weaknesses. Build your 

people and leaders build their people that is this is my team member.  

 

So, therefore that feeling that feeling that this is my person it is a high achieving individual with 

the common vision create high performing team is there. So, therefore it is always that is the who 

are the higher achieving individuals are there. Because they have the proven track and whenever 

they have the proven track then that becomes easy to make them the team members and there is a 

common vision also.  

 

So, whenever then they are competent enough and their common vision then definitely, they will 

be working as a high-performance team. And now we always talk about the input process output 

or corrective actions and feedback is important is there. So, although we may not be able to 

connect with our team members more than 15 to 20 minutes in a day it is important to check in 

with your team members on a regular one to one basis is there.  

 

So, whenever you are interacting to one-to-one basis then definitely you come to know where my 

team member is standing what problems he is facing and then by providing the solutions you can 

have the better speed of your project. Lead with the vulnerability share stories of how you 

become a more decision leader dealt with uncertainty and develop the interpersonal relationship 

is there. So, you can put yourself as an example and therefore in that case we you can say that is 

how we you are taken these are on the difficult decisions also and then there are the in the 

situations of uncertainty and develop the relationship with the team members are there.  
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Now we get the change through conversation. So, business and organizations are constantly 

changing to meet demands evolve and grow and therefore this is becoming the continuous 

process and therefore in that case it is important and that is the business and organizations are 

also growing together because they we are having the constantly changing. And therefore, in that 

case there will be new issues which will be developing and then you have to get this help of 

these particular issues.  

(Refer Slide Time: 26:19)    

 

So, it is very sure that is the whenever you are having this the goals objectives adoptability 

flexibility working togetherness and developing the competencies then definitely in that case you 

will be able to perform on the high performing team and you will be able to develop the 

performing thing. So, as usual in this is the particular case studies that sometimes then in this 

case study you will find and that is the how these that is the smart teams that we talk about did 

not allow individual members to dominate. 

 

Instead, there were more equal contributions from managers than in other teams are there. So, 

therefore many times this type of these critical situations may arise and this is a very good 

example has been taken from the Massachusetts Institute of Technology MIT right and then to 

solve a particular task is there.  

(Refer Slide Time: 27:11)    
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So, that is smart teams and the dumb teams are there. It is not that smart teams had more gender 

equality these teams simply had more women and this result might be partially due to the fact 

that more women scored higher in the reading the mind in the eyes test is there. So, therefore 

they have their practices which have been adopted by both the teams, and they, in that case, it is 

the question will be that is from your experience in terms do you agree with the researchers 

finding the right.  

 

So, that you can comment you can read you can work on this particular case study this is on the 

highLY functioning team in which you have been a member what other characteristics might 

have contributed to the success. The authors have also suggested that membership in a team 

exercises smarter founded teams were more rational and quicker at finding solutions to there. I 

will advise you that is while going through this case study you can suggest the certain 

suggestions from your side.  

 

So, that is the and then definitely it will be best for you guys from your own experiences and 

therefore how to create the smart team that you will be able to develop of your own by go after 

going through this particular case study. 

(Refer Slide Time: 28:19)    
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This is the research paper on the dynamic organic transformational duty team model for high-

performance knowledge worker teams is there. Now, this is another issue is there that is 

whenever we are forming that high performing team and your team is not based on only the 

skills that are based on the knowledge is there. So, that is leading, leading the team with the 

intellectual team of the intellectuals right.  

 

So, knowledge worker teams leading is definitely it is a big challenge therefore this paper will be 

helping you.  

(Refer Slide Time: 28:19)    
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That is with the help of the tip performance theory that is how you can handle this type of 

situation and can become a successful leader is there.  

(Refer Slide Time: 28:59)    

 

So, here we find it is the online knowledge workers members to effectively respond to dynamic 

changes right and therefore allow them actually the first part which you have talked about the 

inclusive. So, if inclusion leadership is there. So, then this type of these issues will be handled by 

the leader himself. So, this will be the practical implication. 

(Refer Slide Time: 29:20)    
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This is the book recommended the rocket model itself and the particular advice for building a 

high-performance team is there. And here these all points have been discussed in the details and 

which you can refer and I am sure you will be having the successful team is there.  

(Refer Slide Time: 29:34)   

 

(Refer Slide Time: 29:36)    

  

These are the references as usual and for the material which has been, we have discussed above 

and simultaneously for you are the further studies. I am sure that is when we have travelled 

through this particular journey right and coming towards the end and this particular developing 

the high-performance team and this culture development and practices which have been 
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discussed here the tips for the high performing team that will help you in your future endeavour. 

So, this is our for further readings and thank you. 
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Department of Management Studies 
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 Lecture - 59 

Building Credibility and Trust 

 

In fact, the success of any team it depends on credibility and trust right and this becomes the 

leader a very important responsibility that how he builds the credibility and the trust is there. 

And once the leader approaches credibility and then definitely the team members start trusting 

their particular leader, I would like to give the example of like the Sridharan and therefore, in 

that case, we have seen that is how he has successfully completed the projects. 

 

The different projects and Konkan railway projects, the Delhi Metro railway projects. So, 

therefore in that case it is very necessary to understand that is the I think this is one of the highly 

essential parts of the success of a leader and that is the building the credibility is there. And 

therefore, we can understand that once credibility is created it is forever.  

(Refer Slide Time: 01:26)     

 

So, here we will talk about the trust and then the and defining this trust triangle for research best 

practices to earn and keep the trust of others, trust diversity, and team performance the trust 
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equation credibility and the three components of credibility which are required to develop and as 

usual on the case study, research papers and the book recommendations with the references. 

(Refer Slide Time: 01:50)    

 

So, the process of building trust is an interesting one but it begins with yourself right. So, 

therefore in that case with what I call self-trust and with your own credibility and your own 

trustworthiness if you think about it, it is hard to establish trust with other if you cannot trust 

yourself is there. So, in both the dimensions as brother Stephen Covey is concerned that is the 

credibility. So, I would like to connect here the credibility with the ownership. 

 

If I am taking my own ownership then definitely, in that case, I will be able to take the 

ownership for the others and responsibilities for the others because I have taken the ownership 

for that. So, the leader is having his own creditability, and similarly, that is the in whether you 

have the confidence or not. If you have confidence, you will be able to develop trust because 

trust is between the two people. And therefore, in that case when the one the positional power 

there is a leader. 

 

If he himself is having the trust he will be able to develop the trust among the team members. If 

he is not able to develop the trust within himself then definitely in that case it will be very 

difficult as it has been mentioned you cannot trust if you cannot trust yourself then forget about 

that is establishing the trust with when the others are concerned. 
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First, we will like to see the academic input because we have to understand that is the and the 

people keep on talking about that is the trust and the patience that is the major pillars for this 

success is concerned. So, this exactly what is trust means. So, here trust is defined as a 

willingness to rely on an exchange partner in whom one has confidence right. And therefore, in 

that case, it is, just like a glass right.  

 

So, once the trust is there and then it is the responsibility of another person to keep that intact 

that particular trust. So, trust is different in terms of confident positive expectations. So, therefore 

yes it will be done. So, whenever you are assigning a particular task to your team member you 

know that it will be done and that your trust is there. So, there is positive expectations are there 

regarding another’s conduct. 

 

And therefore, many times we see there. is a leader they are having the fixed team and they are 

not going for the leader-member exchange rather than they have the fixed team. The reason is 

that is about the root of this understanding and that is the leader has a very high trust in that 

particular team member. So, trust is a particular level of subjective probability it is a cognitive 

matter right.  
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So, therefore with which an agent assesses that another agent a group of agents will perform a 

particular action is there or not. So, therefore in that case it is the cognitive ability of the 

individual is there. And that is why the one person is having the trust with another person 

because of he has developed that of a cognitive affection. And whenever there is a cognitive 

affection is there then definitely there will be the trust is there.  

(Refer Slide Time: 05:18)    

 

And as a result of which the person makes sure that is that he will be able to go for this particular 

understanding. Now we will talk about that is how the trust triangle works. So, therefore in the 

trust that is the first and foremost and which that is I experience the real you. So, therefore 

authenticity is the first and foremost part. So, therefore in that case that is why it is always told it 

is a test and trust.  

 

So, because it is the authenticity that is developed with the experiences. So, therefore in that case 

if you develop that particular trust and that that it is the authenticity is developed. Now in the 

context of the team, we will find that if you give authorization, you have a delegation. So, to 

whom you have a delegation because you had an experience of authenticity. And the as a result 

of which you are giving this particular task or that particular job to that particular person.  

 

So, it can almost always be traced back to the breakdown in some of them to build trust as a 

leader and we need to figure out which driver we will on. So, therefore another that factor which 
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is creating trust is empathy. That is, I believe you care about me and my success, and therefore as 

a result of this empathy the trust that has been developed between the leader and the team 

members is there.  

 

And the third one is that there is logic. So, I know you can do it you’re reasoning and the 

judgment is sound and therefore that trust is there. Now here you see that is whenever we are 

talking about logic authenticity and empathy.  

(Refer Slide Time: 07:07)    

 

Then a question will arise that is the exactly which dimension that will be having on the upper 

hand over the others is concerned. And therefore, we have to talk about the 4 research best 

practices for leaders to master to earn and keep the trust of others. So, this particular research 

practice of the HBR study will help us that is how we can earn and keep the trust. So, be who 

you say you are and therefore in that case transparency and honesty are required.  

 

So, that is the embody you are stating will lose. So, whatever you say and so, there should not be 

a difference between what you did and what you preach. So, therefore in that case it is becoming 

very important that is you embody whatever the values are there and acknowledge any say do 

gaps. So, therefore in that case whatever you acknowledge then that is yes there are so, there is 

no need that is the to give a wrong image a wrong impression. 
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So, therefore if any the gap is there. Then acknowledge that yes that is the gap is there. And that 

is because this is a continuous process. So, today is the gap the gap will be bridged tomorrow 

right. So, so there is nothing like saying that no there is no gap right that will be wrong. So, treat 

others in their work with dignity and that is a create opportunities for others to shine be a safe 

place to fail balance transparency in the discussions, and the build the bridges that unify. 

 

It is always important right that is whenever you are interacting with others how do you address 

them right and therefore giving the opportunity to them never claim these opportunities for 

yourself only. So, everybody wants to get the opportunity. So, give them the opportunity let them 

learn and do, and therefore and naturally in doing so, because of their inexperience they will fail 

and whenever they will fail then you have to bridge that particular gap. 

 

And then develop that particular team member and as a result of which you will find that easy 

your team is able to perform.  

(Refer Slide Time: 09:23)    

 

So, diversity does not trust diversity in team performance when we talk about that it does not 

automatically convert advantages in decision making. In fact, if the diverse team are not 

managed actively for inclusion, they can underperform homogeneous ones we have discussed in 

the previous session these things that are the group should have the diversity and nowadays it is a 
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compulsion to have diversity because your main power is coming from the different culture 

different part of the globe. 

 

And therefore, in that case, the leader should be able to manage actually far the inclusion is 

concerned. If he will not have the inclusion of dear friends, he will not be a successful leader. So, 

therefore that orientation of inclusion will require acceptance of the diversity is there. And as a 

result of which those who are having underperformance will come out at a particular level and 

will become homogeneous.  

 

So, shared knowledge is key in decision-making. So, the leader right he has to be a good 

knowledge worker and he should be able to share and diverse teams by definition start out with 

the less of it and therefore different teams are there. Then giving them the right direction for the 

performance but if you create conditions of trust that allow diversity members to bring their 

unique perspectives and experiences to the table you can expand the amount of knowledge your 

team can access it s a wonderful point. 

 

Because in that case, you will find that is a competency of the leader. So, you bring that a unique 

perspective to on the knowledge table. So, every member who are working as a team naturally 

they are looking forward from the leader to that particular knowledge. And therefore, that when 

the leader brings that particular knowledge then definitely in that case your team can access and 

create an unbeatable the situation, and then therefore the goals will be achieved.  

(Refer Slide Time: 11:10)    
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So, the in the diverse teams a diverse store of knowledge is partly shared right in homogeneous 

team a common store of knowledge is fully shared and in inclusive teams a diverse store of 

knowledge is fully shared is there. So, here you see that is in the organizations many times the 

leaders they have the false notion that is the if they will having these inclusive teams then in that 

case whatever the homogeneous teams, they are having then that will be more successful as 

compared to the inclusive team.  

 

So, they do not go for the inclusive team but that is wrong and therefore in that case we have to 

convert the diverse teams with the homogeneous teams and as a result of which we will be able 

to create under trust because now we are having the all the colours all the colours of the 

performance. So, therefore in that case whenever we are having this the team members coming 

from the different background different culture different ability and skills and maybe the 

managerial attitude. 

 

Then definitely in that case the whatever the only single team is having the one knowledge one 

skills and then therefore it is always ask this question there is what type of the team would you 

like to select. So, that that has to be the cross functional team is to be there. When you are the 

diverse cross functional team full of knowledge then definitely you will be able to cover the 

inclusive trim is there.  

(Refer Slide Time: 12:30)    
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So, ultimately then we create the trust equation. What is a trust equation is there? So, that is 

credibility, reliability and intimacy are there. And when the credibility and the sum of the 

credibility reliability and intimacy are divided by the self-orientation then we are able to develop 

that particular trust is there. So, that is whenever we are talking about the T q stands for the test 

quotient. So, we already talked about the I q E q S q. 

 

And now we will talk about the T q in this particular session and that is about the trust quotient it 

is it is just like a number of the I q or E q that benchmarks your trustworthiness against the four 

variables. And the trust equation uses four objective variables to measure trustworthiness. So, 

credibility reliability, and intimacy are there. And but we should not forget that the sum of 

credibility reliability and intimacy is divided by the self-orientation is there. 

 

So, therefore in that case whenever we are measuring, measuring these the trust quotient then 

definitely in that case that is trustworthiness that minimizes the self-orientation and maximizes 

the CRI that is the credibility reliability and the intimacy is there.  

(Refer Slide Time: 13:55)    
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So, then how to make this higher sum, to make the higher sum first I would like to take the 

credibility has to do with the words we speak in a sentence you might say I can trust what she 

says about intellectual property. She is very credible on the subject is there. And therefore, in 

that case whenever the leader shares this type of the sentences the credibility of the person 

increases. Reliability is there with the actions that if he says he will deliver the product tomorrow 

I trust him because he is dependable is there.  

 

And therefore in that case that reliability is developed by these team members with the leader 

because of their timely action and the performance of the task which has been given to them. The 

third one is the intimacy which is the now you see any task is incomplete unless and until it is not 

having that particular emotional input and therefore, I can trust her with that information she has 

never violated my confidentiality before and she would never embrace me and that is about that 

intimacy. 

 

And when there is bondage of intimacy between the leader and the team member is there. Then 

how when and when can stop a person from giving the best results is there. So, therefore in that 

case even if we are having this credibility reliability but it will be incomplete unless and until 

there is not the intimacy is there.  

(Refer Slide Time: 15:29)    
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So, the total score that is credibility reliability, and intimacy is there. And then that is divided by 

division is there. by self-orientation. So, it refers to the person's focus in particular whether the 

person's focus is primarily on him or herself or on the other person. Now you see many people 

leaders, unfortunately, feel that they are successful because of their own. But that is not true they 

are successful because of their teams and because any person alone cannot give the results.  

 

So, therefore in that case here the self-orientation right that debt has to be tested. So, we might 

say I cannot trust him on his deal I do not think he cares enough about me he is focused on what 

he gets out of it. So, therefore in that case definitely that even is a more self-orientation as 

compared to the team building is there. I do not trust him I think he is too concerned about how 

he is appearing or he is not really paying attention there.  

 

And therefore, the leader gives this message that he is not concerned. If he is not concerned 

about sensitivity, I would like to say other than concern that is if the leader is not sensitive then 

definitely in that case or the member is not sensitive it is you see that easy trustworthiness is 

required from both the sides. So, therefore whether the leader or team member is there. And then 

in that case, if they are not having the trust for the other person then definitely that cannot be 

given the delivery by this particular team.  

(Refer Slide Time: 17:04)    
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So, Stephen Covey has given this 13 speed of the trust 13 behaviors and therefore in that case it 

is like you can see right it is just like a tree is there. And in the roots, you will find that is how 

this integrity is developing on this particular intent capabilities and the results are coming out. 

So, is the essential component that changes the dynamics of a relationship and he outlines 

thirteen specific elements right.  

 

These are the top state that demonstrates respect and creates transparency right wrong show 

loyalty. So, that that is about the character-based is there. Then their competency-based is there. 

So, those who are giving the delivery of the results get the best to confront reality clarify 

expectations, and practice accountability is there. And then it is based on the character plus 

competency-based both. So, it is about the listen to the first keeping commitment and the 

extended trust is there. 

(Refer Slide Time: 18:07)    
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Now we will take the credibility. So, your reputation for being trustworthy is the people you see 

there is the people are knowing about it is the how credible you are. So, the degree to which the 

others believe or trust in you. So, credibility is your reputation for being trustworthy. So, 

therefore in that case you work within for to you by the high ethical corporate and personal 

values, this is a very important point. So, here we are talking about the high ethical and the 

corporate and personal values are very important dear friends. We talked about the values and 

the leadership and values and the team building in our earlier sessions. So, therefore in that case 

it is important that is we have to understand that the creating the personal values. 

 

Now, this is another question that arises here. How to develop the values into a person because 

of his personal values are not that strong. So, we have talked about developing the team and the 

team effectiveness where you are finding that team members those personal values are 

conflicting with the personal values of the leaders. So, here it is becoming this important in short 

there is a credibility is a degree to which others believe or trust in you and that is to be developed 

is there.  

(Refer Slide Time: 19:40)    
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Now the first and foremost is I always keep on saying and interacting with the others the that is 

the nothing can be compensated with the competency is concerned and how we define the 

competencies right. So, therefore the first and foremost that is in knowledge and skills for that 

particular job if the person does not have that knowledge if he is not having that skill then there. 

will be the no competency will be there.  

 

So, therefore this competency is to be focused on the first second is the caring is there. So, this 

caring attitude that will be giving you the personal concern among the team members and the 

leaders is concerned. And the third one is that the character is there. So, the and that is the what 

is the character you are carrying. So, therefore these are three it is just like a very nice analogy 

has been given here that that is about the three legs tool without any one element it is 

compromised.  

(Refer Slide Time: 20:50)    
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So, therefore in that case we will see what is about the competency is there. Now the knowledge 

and skills are needed to accomplish this business task that gets a job done. So, most people will 

judge your competence based on your track record of success in achievement right. So, therefore 

delivery, and delivery of the task is very important. If you are delivered and your track record 

says that, is you do your task on time then definitely in that case you develop that credibility is 

there.  

 

People develop competence through the study observation and practice and real-world business 

expenses are there. And therefore, that is making the person competent is there. How you 

communicate directly after is the perceptions others have of your competence is there. Now you 

see that we have talked about communication in leadership. So, your selection of words and that 

will decide about that is how much the leader is concerned with the team members is there.  

(Refer Slide Time: 21:44)    
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Therefore, in competence in through study observation and practice real-world business 

experiences and an entire business program the developing competence in a certain business 

discipline, and therefore, in that case, one can be specialized or competent in the one area. So, 

therefore it may be significant business experience will tell us that is the way that one person is if 

you are a novice seeking an internship and job related to your discipline will help you develop 

competence.  

 

How you communicate directly affects the perception others have of your competence is there. 

So, first one is the; that is a focus on action and another one is an emphasis on the results is there.  

(Refer Slide Time: 22:23)    
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Second one is about the caring is there. So, implies understanding the interest of the others 

cultivating a sense of community and demonstrating accountability. So, people distrust 

individuals who are perceived as unconcerned about the interest of others or disinterested in 

causes above and beyond themselves are there. So, therefore in this is to be taken care of. You 

cannot be the disinterested with your team member right and therefore in that case our team 

member cannot be disinterested with the leader is concerned.  

 

So, therefore but why it is unconscious because of the distrust is there. So, once we it is having 

the distress then automatically it will come the caring will be there. And therefore, here we will 

find the moment there is suspicion like Mahatma Gandhi has once stated there is suspicion about 

a person's motives everything, he does become tainted. So, therefore we can be very careful 

about this and in all people distrust, individuals who are perceived as unconcerned about the 

interest of the others is there.  

 

So, unless and until you are not having the concern for the interest of the others you will not be 

having any caring attitude towards your team members. So, here it is the become very important 

and interest of the others a sense of community and demonstrates the accountability is there. So, 

whenever we are having this type of this sense of community and demonstrating the 

accountability then definitely the people will be having the trust amongst the leader.  

(Refer Slide Time: 23:55)    
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So, what we learn? So, so we have to understand the interest of others is very necessary if you 

want to have an effective team. So, therefore, in that case, gaining credibility strongly depends 

on your ability to show that you care for the needs of others is there. And understanding the 

needs of others wants opinions feelings and inspiration is there. So, as a result of which what is 

that it is not only a professional team rather than it is becoming a community because you have 

given a sense of community to your team.  

 

So, our needs are your needs and that is why the communication. So, it is not me it is we. So, 

therefore your needs are my needs. And so, engenders trust in helps you come up with solutions 

that achieve the mutual benefits are there.  

(Refer Slide Time: 24:47)    
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Now the third one is that is about the culture of accountability if I was to foster the culture of 

accountability is there to give provide share and provide freedom and provide resources and be 

clear is there. So, it is a feeling of the responsibility to stakeholders and duty to other employees 

and customers are there. So, by placing a rationale for accountability in your communication you 

will generate substantial trust and goodwill from the others concerned.  

(Refer Slide Time: 25:14)    

 

So, how the accountable cultures what are the characteristics are there. They it improves the 

performance greater employee participants and involvement increase feeling of the job 

proficiency, a heightened commitment to the work at hand, added creativity and innovation 
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leading to higher employee morale and job satisfaction and deeper employee engagement is 

there. 

(Refer Slide Time: 25:35)    

 

And the role of characters in now the last part is that is about the credibility is there. So, these are 

the six pillars of these characters that we are talking about which have been mentioned earlier we 

will take them one by one. So, therefore it is repetitive for the string to true to the commitment 

met to the stakeholders and add to the high moral and ethical values. So, the character is actually 

it is the basic that is having the collaborative relationship. 

 

And when it became more important for leaders increasingly open transparency and well 

connected with each other and therefore it is here you will find the inter interdependent 

workplace is created.  

(Refer Slide Time: 26:17)    
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Here one more is including the trust the recent research depicted the business executives were 

asked what the most important determinants of trust. And therefore, you find it is the honesty and 

we have talked about this right from the honesty to the works for a reported reputable company 

and we have discussed these all dimensions in time to time which is talking about that is the how 

this leadership with the shared objective shared values also. 

 

We would like to we already discussed with the objectives and the values shared values also 

right and therefore in that case developing this competency is there. So, these character-based 

rates which are honesty ethical behavior willingness to exchange information and are the 

becoming the top but we should not forget that is works for a reputable company, and 

connectedness and experience, and intelligence also it is playing an important role in the case of 

the determined trust in the individuals.  

(Refer Slide Time: 27:14)    
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So, dear friends finally we come to the reference matters. So, here it is the case study that is the 

trust is to be on right and it is the very interesting case study I am sure you will enjoy this case 

study. 

(Refer Slide Time: 27:33)    

 

Because it is not by saying that trust me and trust me trust will not be developed trust will be 

developed and trust has to be earned and I am sure that is the material which we have discussed 

with you right from the beginning and that you will be able to develop the trust with your team 

members and your team members will also have the trust in you. 

(Refer Slide Time: 27:55)   
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This is another very relevant paper an integrative model of trust and leadership. 

(Refer Slide Time: 28:05)   

 

And therefore, you will find that is the how this trust plays a very important role in the success of 

a particular team. 

(Refer Slide Time: 28:08)   
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This book is the Speed of the Trust the one thing that change changes everything. So, therefore 

you will find that is the Stephan M R Covey in is this book with the Rebecca A Merrill is really 

helping us to understand that is the how the trust which either brings are brings down. 

(Refer Slide Time: 28:35)   

 

And the relationship between the team members is there. 

(Refer Slide Time: 28:35)   
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So, this is all about the references for the above study material and also for your further studies 

and that will help you to understand that is how we can build the trust and make the team 

effective, thank you.  
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Leadership and Team Effectiveness 

Prof. Santosh Rangnekar 

Department of Management Studies 

Indian Institute of Technology, Roorkee 

 

 Lecture - 60 

Skills for Developing Others 

 

Basically, in the previous sessions, we had talked about that is how we are going to develop that 

leadership with the getting work done from the team members then the recipes for the team 

effectiveness, recipes for the models for these effective. And finally, we have reached to this 

particular concept that is leadership is nothing but it is the skills for developing others. The 

earlier all sessions have talked about how whenever we are talking about the team effectiveness, 

we are talking about how we can develop our people those who are working with us.  

 

So, now when we are talking about the leaderless teams when we are talking about the 

empowerment when we are talking about that is the team building team effectiveness and all are 

one there. is nothing like that one is special and others are different. Then definitely we have to 

also learn how we can develop that particular skill so, that we can develop our team members.  

(Refer Slide Time: 01:42)   

 

So, therefore it is about the developing the others then the what are the theoretical support is the 

principles of developing others develop leadership skills in three others development 
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requirements develop these five skills to develop others according to the four best studies 

concern six is for the guiding behavior. The four recipes of the developing others and then as 

usual we will be discussing the case study research papers and the book recommendations with 

the references are there. 

(Refer Slide Time: 02:06)   

 

Now, whenever we want to develop others and we have talked about that is always know your 

team members that is how you are the identifying your team members with their strengths 

weaknesses and with their personalities their capabilities their ability their skills their knowledge. 

And therefore then when you know your team members then definitely, in that case, you will be 

able to manage whatever the challenge is there. 

 

Whatever the biggest challenge is there. that you will be able to match once you understand to 

develop the people right. So, it is helping current employees learn new skills now here I will also 

like to mention that whenever we are talking about learning the new skills are concerned that is 

what new skills are there. Please always refer to the different forums for example the world 

economic forum is concerned the industrial reports are concerned Asian businesses are 

concerned or the European business is concerned. 

 

And therefore, in that case identify to do before you develop your team members the leader that 

not to repeat that is your visionary and therefore you know for example a 2025 then the 2030 
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than 2050. So, India is having these documents the vision 2025, 2030 and 2050 is there. So, what 

will be the new skills are there. A leader should be able to understand that whatever these 

national when we are talking about the global. 

 

Now global means that is a big global remaining local. So, then in that case what will be the new 

skills will be there. When we are combining all these aspects then definitely in that case we will 

be able to develop these team members for meeting the future challenges or concerns.  

(Refer Slide Time: 04:22)   

 

Related to this now I will talk about these the theoretical aspects that are the principles of 

developing others. So, when the people experience maximum development under certain 

conditions that is the when there is a felt need when encouraged by someone respected when 

personal plans move from general goals to the specific actions moving from a condition of lower 

to higher self-esteem. When moving from the external to internal commitment is concerned. 

 

Now it is always important that is the matching the need right. We have talked a lot about 

motivation we have talked about the job descriptions. We have talked about the work 

organization fit culture. So, therefore whenever there is a need has been felt right. So, then of 

course in that case you have to identify and when you are encouraged by someone when the 

respected. Now somebody comes to you and say no you are an expert in this I would like to give 

a very routine example. 
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That is whenever we go to any particular shop or the vehicle repair garage and therefore when 

we talk to that particular skilled person or that particular sales person that is you know you last 

time you were given the very good service. So, that is why I have come again. So, that is about 

because they are also the team members you have to get a lot of work done whether at the 

domestic front or at the professional front is there.  

 

So, you know your team is there. Now here I would also like to mention that is the however we 

talked about the employees and team forming and the team members and organization context. 

(Refer Slide Time: 06:06)   

 

But here I would like to mention in our daily life also we have to also consider that is the who 

are our team members are there. So, someone who is helped us in delivering our duties especially 

and of course the rights also then they are our team members and therefore always please see that 

is the we respect them and we take care of them. And whenever there is a need is felt and those 

who have stood with us then definitely, they are they are our team members are there.  

 

Now when we talk in the professional context, so, then organizational conditions that are 

conducive to growth will be there. If basic respect for the worth and dignity of all is there 

individual differences are recognized and a variety of learning experiences are provided. And we 
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understand that is the yes what can and what cannot. Each person is addressed at is her level of 

development and helped to grow to her fuller potential is there.  

 

We talk about the potential appraiser and the leader should not be only for the purpose of this 

performance appraisal. Because the performance appraisal is always about the boss-ism about it 

is the yes how you have performed but when we are talking about the concept of developing 

others. So, naturally, we fully extent the potential identification of the potential there are a 

number of examples where the formal managers have said that is this employee is good for 

nothing. 

 

And then the CEO he is interrupted giving the opportunity to transfer the sections and that person 

has done the wonderful jobs are there, number of case studies you will find. So, what was that 

and that was that is the that the manager who is a subordinate where he was having the 

perception is good for nothing that has done the miracle in the with another manager is there. So, 

that in this case, that is the professional learning that is becoming a very important. 

(Refer Slide Time: 08:15)   

 

Now, whenever we another principle is to in developing others is a have a respectful attitude is 

there. So, naturally whenever the whenever somebody he wants to and to achieve something then 

definitely, we have to see that is the; we give that opportunity. So, how we develop the person 

there is though one who is desires to achieve something and we give the opportunities. So, then 
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in that case definitely that person will always be you remaining your team member because the 

and he will never forget that whatever the skills he has developed. 

 

Whatever he has achieved that has been provided by that particular leader is there. Now with 

these exercises what we do is we increase the self-esteem, enhance the self-esteem, and then 

therefore how we do that there is one on one coaching is done, formal education is done, 

professional conferences are there, on the job learnings are there. In addition to this I would also 

like to say that is the always give them an opportunity which is they are not expected because the 

and that will be diversified from their routine work.  

 

So, therefore in that case that many times I have found that is the; people were not aware of that 

what the miracles they can do and, therefore now these all are the formal processes are there 

formal education professional conferences on the job learning is there. But when we give an 

opportunity at the national and international level then we find that is yes the person has explored 

the different areas.  

 

So, these are sabbaticals that keep leaders fresh and motivated. So, therefore as I am saying 

about the international level and national level when you are giving them different opportunities 

and then they go on the sabbatical you and then they develop. 

(Refer Slide Time: 10:16)   
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A very simple example I would like to give is the assignments the assigned research assignments 

is there teaching assignments are there. And therefore, in that case even if one may not be 

knowing that is where he is good, he might be good in teaching assignment he might be good in 

the research assignments he might be good in the project. So, he might be good into the industry. 

So, therefore in the case that the person is strong right there is a potential that the leader only can 

identify and then develop that particular person in that area.  

 

So, what the leadership skills do you need most to develop the others is there that is the leader 

should inspire we have talked about that is the inspirational leadership is there. Display the high 

integrity and honesty to then solves the problem the drives for the results is there communication 

powerfully collaboration and promote builds relationships displays technical professional 

expertise the strategic perspective develop others taking initiatives innovates champion change 

connecting the group to the outside world establishing the stress goals and practice and self-

development is there.  

 

Now here I would like to talk about the building champions, building champions employees. 

Now see it in every organization there. are certain mentors and those mentors are known by 

anybody who has worked during what happens you know in many organizations during the 

orientation program the batch is sent for the training under these champions. And therefore, what 

they do they buy through their mentorship programs and they develop them and therefore they 

make the champions.  

 

So, anybody who has worked under that particular leader then he will be a champion right. So, 

therefore that confidence that image now that is built and that is by the these all these supportive 

practices which have been mentioned is an exercise that particular mentor. 

(Refer Slide Time: 12:13)   

1437



 

Whenever the mentor will be having these encouraging practices inspirational practices 

transformational practices and there you see there is a percentage in all has been given that is 

how much wattage has been given it might be the culturally specific that I understand but yes but 

the dimensions are important. So, these are the developed leadership skills what is required 

basically. So, the leader should be able to design at the standard development process right.  

 

So, therefore in that case it is a very good example analogy has been given it is for us to. So, 

unless until there or not the three legs will be there right. So, do not move forward in. So, unless 

and until and that the all these supports have not been provided. So, a standard development 

process is to be designed supported leader who prioritized a development a candidate committed 

to the development is there.  

 

So, do not forget in this particular course I also talked about the followers the satisfaction, the 

followers’ roles, followers’ responsibilities the and whenever we talk about Sri Krishna, Arjun 

Chanukah, Chandra Gupta then Dronacharya in all the cases it was the candidates commitment is 

there. And that is why you find that is a leader is leader he is known for his leadership his ability 

skills and qualities but the team building will be there.  

 

When the candidates’ commitment is also there and for the development is there. Now you want 

to develop a particular candidate and then the candidate’s commitment if it is not there. Then it 
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will be difficult for a leader right. So, then who will be the Arjuna who will be the Chandragupta 

who is having the very high commitment and once the commitment is there. towards the leader 

and the leader is having the developmental approach practices and the then definitely the leader 

will be able to develop his team members. 

(Refer Slide Time: 14:11)   

 

Now in these the developed leadership skills the first is required that is the development process 

right and as we were talking about that initial discussion about the developmental goals is there. 

Leader and the candidate the mentor and mentee a leader and follower employer employee in the 

beginning itself they should be very clear their developmental goals. And the transparency has to 

be there otherwise what will happen the leader will waste of the time and candidate will also 

waste of the time and end of the result there will be the zero.  

 

So, therefore finding opportunities in which that person can learn and grow and therefore leaders 

should ask the follower whether are you interested in which vertical in organizations if you want 

to develop and therefore, I always say there is a given opportunity to choose the favourite 

vertical right. And. So, then he will choose that his favourite vertical and then you see he will do 

the excellence.  

 

So, this in when we are giving an opportunity that personalize development plan that in the 

beginning the interaction between this leader and the follower right that will create the 
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personalized development plan is there. So, that standard development process should be 

designed at the mutual accepted terms and conditions are to be there. So, setting up the systems 

to hold the employee accountable now naturally the process you will start.  

 

So, then you have to also create a place in the organization structure. Scheduling follow-up 

meetings with the employee is there and that is why now you see in many organizations 

successfully has done mentor type program and they have done this successfully it is because 

they were having the frequent meetings. And whenever there is a meeting there is a input process 

and output defect will be there.  

(Refer Slide Time: 16:19)   

 

So, therefore the development processes that has been designed once the development process 

has been designed then leaders’ support is required. A supportive leader who prioritizes 

development. So, he is committed to the process of developing others which is also necessary. 

So, many bosses not necessarily leaders not necessarily mentors because many bosses are so, low 

self-confidence that is if they think that is if I will develop my subordinate will become the boss 

tomorrow.  

 

So, therefore in the end case but this type of false notion the competent leaders do not have. So, 

help your employees select relevant interesting learning opportunities to stay committed to the 

process. The development process which has been coming mutually committed then that has to 
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be continually be a good example by working on your own development in regular 

communication with the employee about development assignments. 

 

Give him or her developmental resources and remove the barriers to improvement is there. Now 

this is the supportive leader and I always say and you also know that is unless and until your 

equipment is not enough competitive you cannot give the competitive output. So, what is your 

instruments are your resources what are your resources main machine material money method 

minutes whatever you require. 

 

Suppose you require technical support then the leader should give the technological support 

sometimes the main power is required then the main power is to be given sometimes it is the 

supporting material that is required that supporting material has been given. So, therefore in that 

case the leader supported leader should be able to manage the resources and I feel very happy 

that is the whenever we are talking about the successful leaders.  

 

So, then all the successful leaders personally took an interest to provide the resources to their 

followers. 

(Refer Slide Time: 18:27)  

 

Now that is the in a candidate committed to the development. Now, this is the very, very 

important part. You see any process will be incomplete if it is one-sided right. So, it is required 
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from the two-sided and that we understood in the team-building process also. So, even your best 

efforts can only have their intended effects if a candidate is committed to the process is there. 

And good can generally begin as one of the two types already interested and easily motivated is 

there.  

 

So, therefore some followers are right the team members they already. So, much motivated that 

is that they know where is the goal where is the vision what they want to achieve and they will 

achieve it. Some sometimes you find that is the employee has joined but he is not that motivated 

but he can be easily motivated and that is why some employees can become excited about the 

developing if you explain them that is what is the future is.  

 

So, it is not the Alice in the Wonderland and you are taking the journey, journey of that 

wonderland and when then the Alice becomes very happy because she gets that the butterflies 

are there right. So, therefore similarly at our profession when we when we start our journey. So, 

then we find there is a lot of factors to motivate us as an academician or as an industrialist is 

there. So, remember that everyone builds their skill just one step at a time patience is therefore 

essential for leadership and developing others.  

 

Now the leaders are what is the problem with the leaders many times they do not have time and 

therefore they do not cannot spare that is to develop others. I would like to give the examples 

most of my students when they joined the organization as a trainee management trainee and the 

second day they telephone me and say sir here is nothing like a training they are asking me 

directly deliver the task.  

 

So, the days have gone dear friends the days whatever your designation is there. But it is 

expected that is you will deliver the task is there. If this is a situation then what is a that is the 

you are supposed to be well equipped before even you try to learn something is there. And 

therefore, in that case, like you see we give these MBA students these industry exposure those 

who are fresher’s that is a do the live projects. 
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And therefore, in that case they get these opportunity to interact with the industries for the two 

years and then therefore they; it is not only the summer training or the industry projects in 

addition to that their live projects are giving them opportunity. And therefore, but so, it is 

important that is the leader gives them that is the learning opportunities and that is required the 

patience is there and then he will be able to develop. 

(Refer Slide Time: 21:23)   

 

Then similarly the forwards have done the study and therefore they also come out of it with these 

five skills that is the, yes. If we develop these five skills in others then definitely, they will be the 

successful leaders will be there. They will be able to work with others they will be created and a 

learning organization and a successful organization. So, it is the business leader you need to 

motivate that is the which enables you to view as leadership material. 

 

And help you to eventually to raise a leadership position is there right. So, and all thirties we 

have talked about I am sure that you will not be having the question whether it is hereditary or it 

is contingencies theory or it is a situational theory. So, therefore we have talked about that we 

develop leaders right. And therefore, that the creativity the essential, essential you know is the 

according to the LinkedIn learning 2020 workplace learning report it is a creativity is one of the 

top skills or employees need. 
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And that is why I tell you now the departments industries are started having the department of 

design thinking nobody has thought of earlier it was a part of the academic only. But now the 

industries are also working on the design thinking process is there. And that is about that is 

actually the creativity and research and nothing in business is steady. So, therefore its keep on 

changing, and leaders must adopt and execute a new plan is there.  

 

Now you see that is the develop a vision plan. So, and normally you see this is given to the very 

young employees and especially the trainees employees. Their first assignment is there learn 

about the organization and give propose a development plan for this organization, why? Because 

they are fresh. So, therefore they have different beautiful ideas, and whenever those ideas and 

then there is no barrier in their mind that this will work or this will not work. 

 

And so, therefore in that case of development giving this opportunity is really an excellent 

opportunity for the learners. 

(Refer Slide Time: 23:37)   

 

Second is a team mindset is there. They need everyone but creativity is there and creativity 

should not be only theoretical. It should not be on the document. A document is; a vision 

document that is prepared no that is required a team mindset that is the everyone knows their 

position and knows that ultimately their role is to support other position working together. And 

in the last few years, we have heard a lot about the brand you and you be you right. 
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And therefore in their many organizations whether it is manufacturing organizations or the 

service organizations and whether it is a start-up especially then did not find that is you be you. 

So, therefore but to be viewed as a leader; you need to be seen first as a team player and a team 

supporter is there. Ultimately understand that is if you believe that I alone only I then definitely 

you cannot you can never be a leader. 

 

It is always that is we the and we have discussed a lot about these things earlier. Now business 

acumen is there that is an as an understanding of the how business works in general and how 

your business works in particular and you see that that day is the experience. So, when we talk 

about the Dhirubhai Ambani right as business acumen. So, therefore it is not that is there. it is to 

be learned from somewhere it is they understand that their business that is what is a business is.  

 

So, here example is given customer service is dependent on the sales which is dependent on 

marketing which is dependent on product development and soon. So, therefore there are different 

departments are there. And they then but the leader, leader is a coordinator also and therefore he 

understands what sales will do need, what marketing will need, what production will need, what 

finance will need what HR.  

 

And before asking now the beauty of the leader is what? It is not that is a; that he is reading the 

manual and understanding the functioning of the different departments, no. He knows in this 

business where will be the requirement and where the support will be required. And now this 

time who is to be supported. So, sometimes the finances to be supported sometimes marketing is 

to be supported sometimes production is to be supported. 

 

And but that is will be the vision of the leader that is this is the condition and I would like to 

connect in developing skills of others the Doctor Kalam and then here he was known in the 

advance that is the what my scientists will be having the requirement right. And the number of 

scientists has written about Kalam that is the; we do not know how he was knowing in advance 

what is our need is there. And what we will mean having these particular skills to be developed. 

So, that was the vision. 
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Now external perspective means having a wide range of knowledge. It is a rainbow; it is not the 

one color is the VIBGYOR Violet Indigo Blue Green Yellow Orange Red. So, therefore many 

individuals are being experts in their field but they are having different colors and completely 

understand more than just their role. So, it is not it is I am the I like the only yellow color I love 

only the blue color, no. 

 

It is I am the rainbow I am the umbrella right and therefore, in that case, the conversant in the 

industry and they understand its competitors its challenges these are different colors you see 

these are different colors of the life right. So, some are the blacks some are the whites right. So, 

the new breakthrough thoughts in the pipeline are there. As this is the other industries and 

external factors are there. And they will decide about that is the how these skills are to be 

developed. 

(Refer Slide Time: 27:21)    
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The communication and we have discussed in detail in our previous sessions that is about this 

communication that is the how this communication plays a role in developing others trust, 

respect, understanding, assignments, delegation right. So, the verbal non verbal meeting a simple 

example I would like to give up the shake hand or the are the greetings right saying the good 

morning and therefore that you know that is when the boss says the good morning and then that 

morning really becomes good. So, that is the communication is important. 

(Refer Slide Time: 28:06)    

 

Now here we will talk about these six Cs for the guiding behavior is there. And the first is the 

coaching is there. Now when you want to develop others first your role is a coach and therefore 
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your goal is clear you are focusing on that the road map where you want to take your 

subordinate, balance of reason and emotions are there. Now you see it is the question of not only 

a brain it is a question of brain heart both. 

 

And therefore, in that case it is the emotions are to be connected for the development plan. And 

there will be the informal and the frequent will be there. So, when we talk about you know water 

cooler stock. So, water cooler talks are the informal gathering it is not just for chit chatting it is 

not a wastage of time it is a building relationship. So, clear goals and processes are there and 

linked to the common context and understood specific and written. 

 

Shared of interest to us both systematic and the universals are there. Third is we talk about the 

leadership and the conflict management also. So, confrontation is natural both are personalities 

intellectual personalities are there.  

(Refer Slide Time: 29:16)    

 

So, naturally there will have to be the confrontation is to be there. and then but that confrontation 

what impacts it creates on you know it is a corrective it is functional it is not dysfunctional. So, 

no speculation on your part as a motivation is consistent. So, your motivation will not be down 

you are not motivating others even you are confronting, confronting new ideas confronting value 

addition and therefore many is a confrontation good yes, it is good.  
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So, when it is when we are having the solutions for that and definitely when we are serving 

others and therefore when the society is getting benefit and when there. are the difference of 

opinions but yes, we learn from each other? So, confrontation is better. It is a constructive 

confrontation I would like to say. Capability is there. Skills in place right and nothing can be 

compensated other than the capability. 

 

I always talk about this thing there is yes competency and convenience are there. Capability 

develops your competency dear friends in developing others yes, we have to develop as a good 

human being also there is nothing ignoring the HR dimensions but first and foremost is that is 

the ability to perform and deliver the task and therefore that is the capability is there.  
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Now by doing all this, what will be the consequences and consequences will be the satisfaction. 

So, the management of satisfaction may be two rewards or sanctions or consistency is there. But 

ultimately it is the creation of happiness at workplace. Job satisfaction and the last you see is 

similar view of the end games are success shared values right. Shared values you see itself is a 

big process in the organization and in during from the orientation program it is started when the 

organizational values are shared with the others and then like team building values, we respect 

here others.  
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So, your communication has to be like this. So, there is a shared value is there. We develop this 

respectful brotherhood culture is there. We have the expectations but expectation not at the cost 

of the depression expectations at the cost of the openness. So, therefore in that case these all 

comprehensive there will be the collective will be there. On both give and receive feedback will 

be there and it is an always a vicious circle right. 

 

And therefore, in that case you initiate you develop that particular leader again he will initiate 

then again, he will develop somebody. And like this that it will be always the give and receive 

the feedback will be a continuous journey will be there.  

(Refer Slide Time: 32:12)    

 

Now the four recipes for the developing others are leader skills at performance management. 

(Refer Slide Time: 32:24)    
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And then this involvement of team members is there. So, therefore in that we have talked in the 

during the team building also that is how we are involving the others is there. And therefore, in 

that case for effective team building when we are making the development if you remember in 

earlier session, I have talked about there is an appreciation. And therefore, when you are talking 

about the developing others, please do not take the credit for yourself when you are interacting 

with your boss many people, they always meet the boss with their teams.  

(Refer Slide Time: 32:56)    
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So, therefore in that case what is that that is appreciation it is not me it is we and therefore when 

leaders are more effective at recognition their employees for more positive and then in that case, 

they will be getting that is a great deal of efforts will be always there.  
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We talk about we talked about the personality and leadership and we talk about the personality 

job fit also and always try whenever you want to develop somebody it should not be the 

bulldozer. So, therefore make sure that is a job fits the person that is some persons are good in 

some jobs some persons are good in another job. So, therefore please as a leader always finding a 

job that feeds the person's ability is there.  

 

In the organization there is a open vistas. So, there is nothing like this that is a you are appointed 

for this particular job and you have to do the job and you do not know the job you resign, no. 

That we are not learning this particular course dear friends we have learned in this course that is 

the how we have the collective efforts collective wisdom right. And therefore, the base managers 

help their team members.  

 

So, discover their genius no problem you might be have been appointed for a particular task but 

if you are another potential yes organization is open for that to use your talent.  

(Refer Slide Time: 34:19)     
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So, this is all about you know we leadership and team effectiveness. So, this was the last session 

dear friends. So, I am sure that is you might have enjoyed right and as usual you will find it is the 

case study is there.  
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So, therefore you are having the 60 case studies almost and minimum 60s and then minimum 60 

research papers and 60 books. So, this all this particular the study material which I am sure will 

help you developing your; the roadmap for success as a effective leader and the team building is 

there.  

(Refer Slide Time: 35:06)     
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So, this is a leading research paper developing future leaders right. So, we are the academicians 

our job is to every year to develop the new leaders right and that journey is going on for my 

academic 26 years right. So, that is develop future leaders and be a mentor successfully may not 

be in the academic institute but maybe in the industry also itself right.  
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So, this is about this research paper talks about and this is the remarkable leadership is there. 

Unleashing your leadership potential one skill at a time and therefore everyone is fit for the one 

skill is there.  

(Refer Slide Time: 35:48)     
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Make him your team member and give him the success is there.  

(Refer Slide Time: 35:52)     

 

So, this book is talking about this these are the references as usual. So, you will find that is in our 

study material we in every session we are having the number of references which will be taking 

you or the ahead for whatever has been shared in the course and even after the course. So, me 

with my team members Rahul Khurana and Mohit Pahwa, Nilesh Kumar Tiwari. That is thank 

you for joining this particular course. 
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That you have joined this course and hopefully we have fulfilled your expectations right. So, 

again with the best wishes. Thank you, all the best.  
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