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Leadership Styles

Transactional contingent reward leadership uses recognition and rewards for goals as motivating forces for its members. Transformational leadership builds personal and social identification among its members with the mission and goals of the leader and organization.

Examples of transactional leadership statements and beliefs are, "Reward us when we do what we are supposed to do"; "Directs attention toward failure to meet standards". Examples of transformational leadership include "Talks about the importance of the Army ethics and values"; "Emphasizes the importance of having a collective sense of mission;" and "Helps platoon members develop their strengths". Potency of the platoon leaders and sergeants were assessed by the platoon members' ratings of how they felt taking on difficult and unexpected problems and how successful they were solving those problems. Cohesion of the platoon was determined by three measures that assessed how well the platoon pulled together to get the job done.

Both forms of leadership conducted by platoon leaders and sergeants brought potency, cohesion in the platoons and success in the simulated training exercises, said the authors, and they both appear to be necessary for good performance. According to the authors, transactional contingent reward leadership "establishes clear standards and expectations of performance, which builds the basis for trust in a leader. Transformational leadership can then build on these initial levels of trust by establishing a deeper sense of identification among followers with respect to the unit's values, mission and vision. Maintaining high standards of performance against opposition forces that are better trained and more experienced appear to require both transformational and transactional leadership," Dr. Avolio added.

Article: "Predicting Unit Performance by Assessing Transformational and Transactional Leadership," Bernard M. Bass, Ph.D., Binghamton University; Bruce J. Avolio, Ph.D., University of Nebraska -Lincoln; Dong I. Jung, Ph.D., San Diego State University; Yair Berson, Ph.D., Polytechnic University Journal of Applied Psychology, Vol. 88, No. 2. 

Authoritarian (autocratic) 

This type is used when the leader tells her employees what she wants done and how she wants it done, without getting the advice of her people. Some of the appropriate conditions to use it is when you have all the information to solve the problem, you are short on time, and your employees are well motivated. 

Some people think that this style includes yelling, using demeaning language, and leading by threats and abuse of power. This is not the authoritarian style...it is an abusive, unprofessional style of leadership. 

However, if you have the time and you want to gain more commitment and motivation from your employee, then you should use the participative style. 

Participative (democratic) 

This type of style involves the leader including one or more employees in on the decision making process (determining what to do and how to do it). However, the leader maintains the final decision making authority. Using this style is not a sign of weakness, it is a sign of strength that your employees will respect. 

This is normally used when you have some of the information, and your employees have some of the information. This allows them to become part of the team and allows you to make a better decision. 

Delegative (free reign) 

In this style, the leader allows the employees to make the decision. However, the leader is still responsible for the decisions that are made. This is used when employees are able to analyze the situation and determine what needs to be done and how to do it. You cannot do everything! You must set priorities and delegate certain tasks. 

NOTE: Also known as lais·sez faire (or lais·ser faire) which is the noninterference in the affairs of others. [French : laissez, second person pl. imperative of laisser, to let, allow + faire, to do.] 
1. U.S. Army Handbook (1973). Military Leadership. 
Return 
2. Schriesheim, Chester A. "The Great High Consideration - High Initiating Structure Leadership Myth: Evidence on its Generalizability," The Journal of Social Psychology, April 1982, pp. 221-228.
Return
3. Newstrom, John W. (1993) Davis, Keith. Organizational Behavior - Human Behavior at Work. New York: McGraw-Hill.
