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Mana
g
eme
n
t
 
and
 
leade
r
ship
) (
Mana
g
eme
n
t
 
and
 
leade
r
ship
 
a
r
e
 
of
t
en
 
g
r
ouped
 
t
o
g
e
ther
 
in
 
business
 
and
 
the
 
qualities
 
of
t
en
a
ttribu
t
ed
 
t
o
 
leade
r
ship
 
c
an
 
also
 
apply
 
t
o
 
mana
g
e
r
s.
 
H
o
w
e
v
e
r
,
 
the
r
e
 
should
 
be
 
a
 
di
s
tinction
b
e
t
w
een
 
the
 
t
w
o
 
dif
f
e
r
e
n
t
 
r
oles.
) (
Leade
r
s
 
m
a
y
 
per
f
orm
 
similar
 
functions
 
t
o
 
mana
g
e
r
s,
 
but
 
in
 
addition
 
th
e
y
 
also
 
inspi
r
e
and
 
moti
v
a
t
e
 
the
 
w
ork
f
o
r
ce,
 
th
e
y
 
c
onsider
 
long-
t
erm
 
s
t
r
a
t
eg
y
,
 
the
 
challen
g
es
 
f
acing
 
the
business
 
and
 
how
 
t
o
 
o
v
e
r
c
ome
 
them.
 
Mana
g
e
r
s
 
c
o
n
t
r
ol
 
and
 
di
r
ect
 
the
 
w
ork
f
o
r
ce
 
t
o
 
f
oll
o
w
the
 
principles
 
or
 
v
alues
 
th
a
t
 
h
a
v
e
 
been
 
e
s
t
ablished
 
b
y
 
the
 
leade
r
s.
) (
Some
 
leade
r
s
 
will
 
not
 
mana
g
e
 
in
 
the
 
w
orkplace
 
th
e
y
 
m
a
y
 
r
ely
 
on
 
a
 
deputy
 
or
 
a
 
t
eam
 
of
mana
g
e
r
s
 
t
o
 
do
 
this
 
on
 
their
 
behal
f
,
 
t
o
 
ensu
r
e
 
th
a
t
 
the
 
rig
h
t
 
s
t
a
ff
 
a
r
e
 
r
ecrui
t
ed,
 
p
r
oducts
 
or
se
r
vices
 
a
r
e
 
p
r
oduced
 
and
 
the
 
business
 
is
 
p
r
ofi
t
able.
) (
A
 
succes
s
ful
 
business
 
owner
 
should
 
be
 
both
 
a
 
s
t
r
ong
 
leader
 
and
 
mana
g
er
 
t
o
 
g
e
t
 
their
w
ork
f
o
r
ce
 
t
o
 
f
oll
o
w
 
them
 
t
o
w
a
r
ds
 
their
 
vision
 
of
 
success.
 
Being
 
a
 
g
ood
 
leader
 
i
n
v
ol
v
es
g
e
tting
 
people
 
t
o
 
unde
r
s
t
and
 
and
 
beli
e
v
e
 
in
 
y
our
 
vision
 
t
o
 
w
ork
 
with
 
y
ou
 
t
o
 
achi
e
v
e
 
y
our
g
oals,
 
whe
r
eas
 
managing
 
is
 
mo
r
e
 
about
 
admini
s
t
ering
 
and
 
making
 
su
r
e
 
the
 
d
a
y
-
t
o-d
a
y
things
 
a
r
e
 
happening
 
as
 
th
e
y
 
should.
)
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The
 
Functions
 
of
 
Mana
g
eme
n
t
) (
Plan
) (
O
r
g
anise
) (
Lead
) (
Mana
g
e
r
s
) (
Co
n
t
r
ol
) (
Coo
r
din
a
t
e
) (
Functional
e
.
g.
 
HR
/
sales
e
t
c
.
)
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The
 
R
oles
 
of
 
Mana
g
eme
n
t
) (
I
n
f
orm
a
tion
 
r
oles
) (
I
n
t
erpe
r
sonal
 
r
oles
) (
acting
 
as
 
a
 
channel
 
f
or
i
n
f
orm
a
tion
 
t
o
 
ﬂ
o
w
b
e
t
w
een
divisions/departme
n
ts
within
 
an
 
o
r
g
anis
a
tion.
) (
hirin
g
,
 
ﬁrin
g
,
 
t
r
ainin
g
,
moti
v
a
ting
 
and
o
r
g
anising.
) (
Mana
g
e
r
s
) (
Decision-making
 
r
oles
) (
the
 
access
 
t
o
i
n
f
orm
a
tion
 
th
a
t
mana
g
e
r
s
 
h
a
v
e
enables
 
them
 
t
o
 
use
their
 
f
ormal
 
authority
t
o
 
ma
k
e
 
decisions.
) (
Mana
g
eme
n
t
 
b
y
 
objecti
v
es
 
(MBO)
Mana
g
eme
n
t
 
b
y
 
objecti
v
es
 
is
 
a
 
philosop
h
y
 
of
 
mana
g
eme
n
t
 
designed
 
b
y
 
P
e
t
er
 
Druc
k
e
r
.
 
Objecti
v
es
 
a
r
e
 
d
e
fined
 
within
 
an
 
o
r
g
anis
a
tion
 
so
 
th
a
t
 
the
 
mana
g
eme
n
t
 
and
 
w
or
k
e
r
s
 
ag
r
ee
t
o
 
the
 
objecti
v
es
 
and
 
unde
r
s
t
and
 
wh
a
t
 
th
e
y
 
need
 
t
o
 
do
 
in
 
o
r
der
 
t
o
 
achi
e
v
e
 
them.
 
It
 
i
n
v
ol
v
es
 
the
 
b
r
eaking
 
d
o
wn
 
and
 
subdivision
 
of
 
the
 
aims
 
and
 
goals
 
of
 
an
 
o
r
g
anis
a
tion
 
i
n
t
o
 
t
a
r
g
e
ts
 
and
 
objecti
v
es
 
f
or
 
divisions,
 
f
or
 
departme
n
ts,
 
f
or
 
mana
g
e
r
s
 
and
 
finally
 
f
or
 
w
or
k
e
r
s.
) (
The
 
passing
 
down
 
and
 
subdivision
 
of
 
objecti
v
es
 
d
o
wn
 
the
 
hie
r
a
r
c
h
y
 
should
 
p
r
oduce
 
an
 
end
r
esult
 
whe
r
e
 
the
 
t
a
r
g
e
ts
 
and
 
objecti
v
es
 
f
or
 
each
 
individual
 
within
 
the
 
o
r
g
anis
a
tion,
 
when
 
all
added
 
t
o
g
e
the
r
,
 
equal
 
the
 
same
 
as
 
the
 
t
a
r
g
e
ts
 
and
 
objecti
v
es
 
f
or
 
the
 
whole
 
o
r
g
anis
a
tion.
Druc
k
er
 
su
g
g
e
s
t
ed
 
th
a
t
 
b
y
 
w
orking
 
t
o
g
e
ther
 
t
o
 
me
e
t
 
the
 
same
 
objecti
v
es,
 
o
wne
r
s,
mana
g
e
r
s
 
and
 
w
or
k
e
r
s
 
w
ould
 
h
a
v
e
 
a
 
clear
 
s
tructu
r
e
 
and
 
long-
t
erm
 
s
t
r
a
t
egy
 
th
a
t
 
gi
v
e
 
clear
g
oals
 
t
o
 
all
 
s
t
a
k
eholde
r
s
 
in
 
the
 
o
r
g
anis
a
tion.
) (
An
 
impor
t
a
n
t
 
aspect
 
of
 
MBO
 
is
 
the
 
particip
a
ti
v
e
 
s
e
tting
 
of
 
objecti
v
es
 
and
 
planning
 
a
 
c
ou
r
se
of
 
action
 
t
o
 
achi
e
v
e
 
the
 
objecti
v
es.
 
B
y
 
including
 
empl
o
y
ees
 
with
 
the
 
g
oal
 
s
e
tting
 
and
 
the
)
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c
ou
r
se
 
of
 
action
 
t
o
 
r
each
 
those
 
objecti
v
es,
 
th
e
y
 
a
r
e
 
mo
r
e
 
li
k
ely
 
t
o
 
be
 
moti
v
a
t
ed
 
and
 
c
ar
r
y
out
 
their
 
r
esponsibilities
 
t
o
 
the
 
be
s
t
 
of
 
their
 
abilities.
 
When
 
the
 
plans
 
h
a
v
e
 
been
 
c
arried
 
out
it
 
is
 
esse
n
tial
 
th
a
t
 
the
 
w
ork
 
is
 
moni
t
o
r
ed
 
t
o
 
measu
r
e
 
the
 
actual
 
per
f
ormance
 
a
g
ain
s
t
 
the
actual
 
s
t
anda
r
ds
 
s
e
t.
) (
The
 
MBO
 
P
r
ocess
) (
R
e
vi
e
w
 
objecti
v
es
 
f
or
 
the
 
whole
 
business
 
(
c
orpo
r
a
t
e
 
objecti
v
es)
) (
S
e
t
 
objecti
v
es
 
f
or
 
the
 
mana
g
eme
n
t
 
of
 
the
 
dif
f
e
r
e
n
t
 
functions
 
of
 
the
 
business
) (
S
e
t
 
objecti
v
es
 
f
or
 
individual
 
departme
n
ts
 
and
 
w
or
k
e
r
s
) (
Moni
t
or
 
p
r
og
r
ess
 
–
 
mana
g
e
r
s
 
and
 
w
or
k
e
r
s
 
check
 
t
o
 
see
 
if
 
the
 
objecti
v
es
 
a
r
e
 
being
r
eached
) (
E
v
alu
a
t
e
 
per
f
ormance
 
and
 
gi
v
e
 
r
e
w
a
r
d
 
if
 
the
 
objecti
v
es
 
w
e
r
e
 
r
eached
) (
Ad
v
a
n
t
a
g
es
 
of
 
applying
 
mana
g
eme
n
t
 
b
y
 
objecti
v
es
) (
•
) (
Imp
r
o
v
ed
 
mana
g
eme
n
t
 
c
o
n
t
r
ol
 
of
 
the
 
o
r
g
anis
a
tion.
 
Mana
g
e
r
s
 
kn
o
w
 
who
 
is
 
doing
wh
a
t
 
and
 
wh
a
t
 
th
e
y
 
a
r
e
 
supposed
 
t
o
 
be
 
achi
e
ving.
 
Clarity
 
of
 
g
oals.
Imp
r
o
v
ed
 
financial
 
c
o
n
t
r
ol.
 
P
art
 
of
 
the
 
s
e
tting
 
of
 
the
 
objecti
v
es
 
p
r
ocess
 
is
 
moni
t
oring
e
xpenditu
r
e
 
and
 
r
e
v
enues.
 
A
n
y
 
chan
g
es
 
f
r
om
 
(
v
ariances
 
f
r
om)
 
bud
g
e
t
ed
 
amou
n
ts
need
 
t
o
 
be
 
e
xplained
 
and
 
r
eac
t
ed
 
t
o.
It
 
all
o
w
s
 
mana
g
e
r
s
 
t
o
 
be
 
a
w
a
r
e
 
of
 
their
 
r
esponsibilities.
 
Mana
g
e
r
s
 
a
r
e
 
a
w
a
r
e
 
of
 
wh
a
t
th
e
y
 
should
 
be
 
achi
e
ving
 
and
 
h
o
w
 
their
 
r
ole
 
fits
 
in
 
with
 
o
r
g
anis
a
tional
 
objecti
v
es.
The
 
w
ork
 
of
 
departme
n
ts
 
and
 
mana
g
e
r
s
 
a
r
e
 
c
o-o
r
din
a
t
ed.
 
E
v
e
r
y
one
 
is
 
w
orking
) (
•
) (
•
) (
•
)
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t
o
g
e
ther
 
t
o
w
a
r
ds
 
a
 
c
ommon
 
g
oal.
•
 
 
It
 
c
an
 
mo
ti
v
a
t
e
 
the
 
w
ork
f
o
r
ce.
 
When
 
mana
g
e
r
s
 
a
t
 
all
 
l
e
v
els
 
a
r
e
 
i
n
v
ol
v
ed
 
in
 
s
e
tting
 
and
ag
r
eeing
 
objecti
v
es
 
th
e
y
 
will
 
h
a
v
e
 
a
 
c
ommitme
n
t
 
t
o
 
ensuring
 
th
a
t
 
objecti
v
es
 
and
g
oals
 
a
r
e
 
achi
e
v
ed.
 
I
n
v
olving
 
all
 
empl
o
y
ees
 
in
 
the
 
whole
 
p
r
ocess
 
of
 
g
oal
 
s
e
tting
 
will
gi
v
e
 
empl
o
y
ee
 
emp
o
w
erme
n
t.
 
This
 
inc
r
eases
 
empl
o
y
ee
 
job
 
s
a
ti
s
f
action
 
and
c
ommitme
n
t.
•
 
 
It
 
c
an
 
imp
r
o
v
e
 
c
ommuni
c
a
tion
 
s
y
s
t
ems
 
within
 
the
 
o
r
g
anis
a
tion.
 
The
 
p
r
ocess
 
of
 
s
e
tting
and
 
ag
r
eeing
 
objecti
v
es
 
will
 
itself
 
i
n
v
ol
v
e
 
c
ommuni
c
a
tion
 
both
 
up
 
and
 
down
 
the
hie
r
a
r
c
h
y
.
) (
Disad
v
a
n
t
a
g
es
 
of
 
applying
 
mana
g
eme
n
t
 
b
y
 
objecti
v
es
) (
The
 
mana
g
eme
n
t
 
b
y
 
objecti
v
es
 
s
y
s
t
em
 
c
an
 
h
a
v
e
 
p
r
oblems.
 
The
 
disad
v
a
n
t
a
g
es
 
include:
) (
•
) (
Mana
g
eme
n
t
 
time
 
is
 
spe
n
t
 
on
 
the
 
p
r
ocess
 
of
 
s
e
tting
 
objecti
v
es
 
r
a
ther
 
than
 
managing
the
 
o
r
g
anis
a
tion.
The
 
e
v
e
r
-changing
 
business
 
e
n
vi
r
onme
n
t
 
or
 
c
o
n
t
e
x
t
 
in
 
which
 
the
 
g
oals
 
a
r
e
 
s
e
t
 
m
a
y
chan
g
e
 
o
v
er
 
time
 
making
 
the
 
objecti
v
es
 
un
r
eali
s
tic.
Demoti
v
a
tion
 
and
 
b
r
ea
k
d
o
wn
 
of
 
w
orking
 
r
el
a
tionshi
p
s.
 
If
 
all
 
l
e
v
els
 
of
 
hie
r
a
r
c
h
y
 
a
r
e
not
 
i
n
v
ol
v
ed
 
in
 
s
e
tting
 
objecti
v
es,
 
then
 
th
e
y
 
m
a
y
 
not
 
be
 
c
ommit
t
ed
 
t
o
 
them.
Objecti
v
es
 
c
an
 
be
 
seen
 
as
 
a
 
f
orm
 
of
 
mana
g
eme
n
t
 
c
o
n
t
r
ol.
A
 
situ
a
tion
 
m
a
y
 
arise
 
whe
r
e
 
mana
g
e
r
s
 
‘
c
annot
 
see
 
the
 
w
ood
 
f
or
 
the
 
t
r
ees
’
.
 
This
 
loss
of
 
f
ocus
 
means
 
mana
g
e
r
s
 
c
once
n
t
r
a
t
e
 
on
 
shor
t
-
t
erm
 
objecti
v
es
 
a
t
 
the
 
c
o
s
t
 
of
 
ignoring
the
 
long-
t
erm
 
g
oals.
) (
•
) (
•
) (
•
•
) (
McG
r
e
g
o
r
’
s
 
Theo
r
y
 
X
 
and
 
Theo
r
y
 
Y
) (
Douglas
 
McG
r
e
g
or
 
put
 
f
o
r
w
a
r
d
 
the
 
idea
 
th
a
t
 
the
r
e
 
a
r
e
 
t
w
o
 
b
r
oad
 
types
 
of
 
mana
g
er
 
–
Theo
r
y
 
X
 
mana
g
e
r
s
 
and
 
Theo
r
y
 
Y
 
mana
g
e
r
s.
) (
Theo
r
y
 
X
 
mana
g
e
r
s
) (
The
 
fi
r
s
t
 
of
 
these
 
mana
g
eme
n
t
 
s
tyles,
 
is
 
f
ounded
 
upon
 
the
 
‘
assum
p
tion
 
of
 
the
 
mediocrity
 
of
the
 
masses
’
.
 
The
 
Theo
r
y
 
X
 
type
 
of
 
mana
g
er
 
ma
k
es
 
s
e
v
e
r
al
 
assum
p
tions
 
about
 
empl
o
y
ees:
) (
•
•
) (
w
or
k
e
r
s
 
mu
s
t
 
be
 
supe
r
vised
 
or
 
quality
 
and
 
qua
n
tity
 
of
 
output
 
will
 
f
all;
w
or
k
e
r
s
 
only
 
r
espect
 
the
 
type
 
of
 
mana
g
er
 
th
a
t
 
t
ells
 
them
 
wh
a
t
 
t
o
 
do
 
and
 
does
 
so
 
with
c
ompl
e
t
e
 
authority;
mon
e
y
 
is
 
the
 
only
 
m
oti
v
a
t
or;
w
or
k
e
r
s
 
do
 
not
 
w
a
n
t
 
t
o
 
be
 
i
n
v
ol
v
ed
 
in
 
the
 
decision-making
 
p
r
ocess;
w
or
k
e
r
s
 
wish
 
t
o
 
r
emain
 
f
aceless
 
and
 
unkn
o
wn
 
t
o
 
mana
g
eme
n
t;
w
or
k
e
r
s
 
h
a
v
e
 
little
 
a
mbition.
) (
•
•
•
•
)
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Theo
r
y
 
Y
 
mana
g
e
r
s
) (
Theo
r
y
 
Y
 
mana
g
e
r
s
 
beli
e
v
e
 
th
a
t
 
the
 
r
e
v
e
r
se
 
is
 
true.
 
Th
e
y
 
s
t
art
 
with
 
s
e
v
e
r
al
 
positi
v
e
assum
p
tions
 
about
 
empl
o
y
ees:
) (
•
) (
w
or
k
e
r
s
 
c
annot
 
be
 
m
oti
v
a
t
ed
 
b
y
 
mon
e
y
 
alone
 
–
 
th
e
y
 
seek
 
mo
r
e
 
than
 
financial
s
a
ti
s
f
action
 
f
r
om
 
their
 
jo
b
s;
w
or
k
e
r
s
 
a
r
e
 
ambitio
us,
 
willing
 
t
o
 
t
r
ain
 
and
 
c
o
n
tribu
t
e
 
t
o
 
imp
r
o
v
e
 
their
 
chances
 
of
p
r
omotio
n;
w
or
k
e
r
s
 
will
 
be
 
mo
r
e
 
e
fficie
n
t
 
if
 
th
e
y
 
a
r
e
 
l
e
ft
 
t
o
 
their
 
o
wn
 
d
e
vices
 
–
 
tru
s
t
 
b
r
eeds
r
esponsibility;
w
or
k
e
r
s
 
w
a
n
t
 
t
o
 
c
o
n
tribu
t
e
 
t
o
 
imp
r
o
ving
 
e
fficiency
 
–
 
th
e
y
 
w
a
n
t
 
t
o
 
be
 
seen,
 
be
noti
ced,
 
r
e
w
a
r
ded
 
and
 
app
r
eci
a
t
ed
 
when
 
th
e
y
 
w
ork
 
w
ell.
) (
•
) (
•
) (
•
) (
Consequences
 
of
 
Theo
r
y
 
X
 
mana
g
eme
n
t
) (
If
 
mana
g
e
r
s
 
a
r
e
 
empl
o
y
ed
 
who
 
beli
e
v
e
 
th
a
t
 
w
or
k
e
r
s
 
h
a
v
e
 
little
 
or
 
no
 
ambition,
 
wish
 
t
o
 
be
l
e
ft
 
alone,
 
mu
s
t
 
not
 
be
 
i
n
v
ol
v
ed
 
in
 
the
 
wider
 
business
 
e
n
vi
r
onme
n
t
 
and
 
mu
s
t
 
be
 
supe
r
vised
if
 
th
e
y
 
a
r
e
 
t
o
 
mai
n
t
ain
 
quality
 
and
 
qua
n
tity
 
of
 
w
ork,
 
then
 
this
 
has
 
major
 
impacts
 
on
 
job
design
 
and
 
c
o
n
t
r
ol.
 
In
 
the
 
c
ase
 
of
 
Theo
r
y
 
X
 
mana
g
e
r
s,
 
the
 
c
onsequences
 
f
or
 
the
 
business
will
 
be:
) (
•
•
•
•
•
) (
s
trict
 
c
o
n
t
r
ol
 
of
 
f
ormal
 
m
e
thods
 
of
 
c
ommuni
c
a
tion;
t
as
k
s
 
mu
s
t
 
be
 
designed
 
so
 
th
e
y
 
a
r
e
 
b
r
o
k
en
 
d
o
wn
 
i
n
t
o
 
their
 
simple
s
t
 
units;
r
esponsi
bilities
 
mu
s
t
 
be
 
clear
 
and
 
unambiguous;
supe
r
viso
r
s
 
mu
s
t
 
mai
n
t
ain
 
quality;
high
 
l
e
v
el
 
of
 
depen
d
ence
 
on
 
the
 
decision-
m
aking
 
of
 
senior
 
mana
g
eme
n
t.
) (
Consequences
 
of
 
Theo
r
y
 
Y
 
mana
g
eme
n
t
) (
Theo
r
y
 
Y
 
mana
g
e
r
s
 
a
r
e
 
li
k
ely
 
t
o
 
c
r
e
a
t
e
 
an
 
open
 
s
tructu
r
e,
 
with
 
both
 
f
ormal
 
and
 
i
n
f
ormal
p
a
ths
 
of
 
c
ommuni
c
a
tion
 
and
 
dele
g
a
t
ed
 
p
o
w
e
r
s.
 
W
or
k
e
r
s
 
will
 
be
 
gi
v
en
 
r
esponsibilities
 
and
 
a
wider
 
r
an
g
e
 
of
 
t
as
k
s.
 
Theo
r
y
 
Y
 
mana
g
e
r
s
 
a
r
e
 
f
acili
t
a
t
o
r
s.
 
It
 
is
 
li
k
ely
 
th
a
t
 
mana
g
e
r
s
 
will
 
adopt
a
 
democ
r
a
tic
 
s
tyle
 
–
 
this
 
is
 
based
 
on
 
en
c
ou
r
aging
 
particip
a
tion
 
in
 
decision-making.
 
In
 
the
c
ase
 
of
 
Theo
r
y
 
Y
 
mana
g
e
r
s,
 
the
 
c
onsequences
 
f
or
 
the
 
business
 
will
 
be:
) (
•
•
•
) (
r
equi
r
eme
n
t
 
f
or
 
t
r
aining;
use
 
of
 
cell
 
w
orking
 
–
 
r
e
s
tructuring
 
of
 
p
r
odu
ction
 
and
 
se
r
vice
 
m
e
thods;
s
e
tting
 
up
 
of
 
f
ormal
 
c
ommuni
c
a
tion
 
chan
n
els,
 
with
 
both
 
v
erti
c
al
 
and
 
l
a
t
e
r
al
c
ommuni
c
a
tion;
p
r
omotio
n
 
s
tructu
r
es;
fl
e
xible
 
w
orking
 
p
r
actices.
) (
•
•
)
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An
 
impor
t
a
n
t
 
part
 
of
 
this
 
theo
r
y
 
of
 
mana
g
eme
n
t
 
is
 
th
a
t
 
the
 
mana
g
e
r
s
 
will,
 
o
v
er
 
a
 
period
 
of
time,
 
i
n
fluence
 
h
o
w
 
w
or
k
e
r
s
 
beh
a
v
e.
 
So
 
if
 
w
e
 
h
a
v
e
 
a
 
Theo
r
y
 
Y
 
mana
g
er
 
placed
 
in
 
a
 
business
whe
r
e
 
w
or
k
e
r
s
 
h
a
v
e
 
p
r
e
viously
 
beh
a
v
ed
 
within
 
the
 
Theo
r
y
 
X
 
p
a
t
t
ern,
 
it
 
is
 
qui
t
e
 
possible
 
f
or
chan
g
e
 
t
o
 
t
a
k
e
 
place.
 
The
 
e
xi
s
ting
 
w
or
k
e
r
s
 
m
a
y
 
be
 
t
r
an
s
f
ormed
 
f
r
om
 
being
 
un
c
oope
r
a
ti
v
e,
demoti
v
a
t
ed
 
and
 
un
c
oncerned
 
with
 
the
 
success
 
of
 
the
 
business
 
i
n
t
o
 
c
o
n
tribu
t
o
r
s
 
who
a
r
e
 
moti
v
a
t
ed
 
t
o
 
imp
r
o
v
e
 
quality
 
and
 
ambitious
 
f
or
 
pe
r
sonal
 
and
 
c
ompa
n
y
 
success.
 
It
also
 
f
oll
o
w
s
 
f
r
om
 
this
 
th
a
t
 
lack
 
of
 
moti
v
a
tion
 
among
s
t
 
w
or
k
e
r
s
 
and
 
poor
 
quality
 
of
 
output
is
 
a
 
mana
g
eme
n
t
-c
r
e
a
t
ed
 
p
r
oblem.
 
It
 
is
 
the
 
r
ole
 
of
 
mana
g
eme
n
t
 
t
o
 
c
r
e
a
t
e
 
m
e
thods
 
of
p
r
oduction
 
and
 
mana
g
eme
n
t
 
of
 
human
 
r
esou
r
ces
 
th
a
t
 
will
 
allow
 
these
 
r
esou
r
ces
 
t
o
 
r
ealise
their
 
full
 
po
t
e
n
tial.
) (
Cha
r
ac
t
er
 
t
r
aits
 
of
 
e
f
f
ecti
v
e
 
mana
g
e
r
s
) (
A
 
number
 
of
 
cha
r
ac
t
er
 
t
r
aits
 
of
 
e
f
f
ecti
v
e
 
mana
g
e
r
s
 
h
a
v
e
 
been
 
ide
n
tified
 
and
 
a
r
e
 
sh
o
wn
 
in
the
 
t
able
 
bel
o
w
.
) (
Emp
a
t
h
y
) (
Inspi
r
a
tional
) (
Sel
f
-
a
w
a
r
eness
) (
Cha
r
ac
t
er
t
r
aits
) (
Ha
r
d-
w
orking
) (
E
n
thusiasm
)

 (
Cha
p
t
er
 
21
 
–
 
Mana
g
eme
n
t
 
and
 
leade
r
ship
) (
©
 
W
J
E
C
 
|
 
C
B
A
C
) (
Leade
r
ship
As
 
e
xplained
 
earlie
r
,
 
leade
r
s
 
m
a
y
 
per
f
orm
 
similar
 
functions
 
t
o
 
mana
g
e
r
s,
 
but
 
in
 
addition
 
th
e
y
 
also
 
inspi
r
e
 
and
 
moti
v
a
t
e
 
the
 
w
ork
f
o
r
ce,
 
th
e
y
 
c
onsider
 
long-
t
erm
 
s
t
r
a
t
eg
y
,
 
the
 
challen
g
es
 
f
acing
 
the
 
business
 
and
 
how
 
t
o
 
o
v
e
r
c
ome
 
them.
 
Mana
g
e
r
s
 
c
o
n
t
r
ol
 
and
 
di
r
ect
 
the
 
w
ork
f
o
r
ce
 
t
o
 
f
oll
o
w
 
the
 
principles
 
or
 
v
alues
 
th
a
t
 
h
a
v
e
 
been
 
e
s
t
ablished
 
b
y
 
the
 
leade
r
s.
) (
Being
 
a
 
g
ood
 
leader
 
i
n
v
ol
v
es
 
g
e
tting
 
people
 
t
o
 
unde
r
s
t
and
 
and
 
beli
e
v
e
 
in
 
y
our
 
vision
 
t
o
w
ork
 
with
 
y
ou
 
t
o
 
achi
e
v
e
 
y
our
 
g
oals.
) (
C
r
e
a
t
e
visions
and
 
aims
) (
Emp
o
w
er
and
dele
g
a
t
e
) (
E
s
t
ablish
objecti
v
es
) (
Decide
 
on
s
tructu
r
es
) (
Leade
r
s
) (
A
n
ticip
a
t
e
p
r
oblems
) (
C
r
e
a
t
e
n
e
w
 
r
oles
and
 
jo
b
s
) (
Be
c
ause
 
leade
r
s
 
need
 
t
o
 
lead
 
and
 
fulfil
 
a
 
number
 
of
 
challenging
 
r
oles,
 
a
 
leader
 
needs
 
t
o
h
a
v
e
 
a
 
number
 
of
 
cha
r
ac
t
eri
s
tics
 
th
a
t
 
will
 
help
 
them
 
lead
 
their
 
business.
 
These
 
mig
h
t
include
 
the
 
f
oll
o
wing:
) (
•
 
 
i
n
t
ellectual
 
skills;
•
 
 
i
n
t
erpe
r
sonal
 
skills;
)
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•
•
•
•
•
•
•
) (
r
eali
s
tic
 
aspi
r
a
tions;
vision;
c
ommuni
c
a
ti
v
e
 
skills;
c
r
e
a
tivity;
inn
o
v
a
tion;
c
ommitme
n
t;
ide
n
ti
f
y
 
and
 
r
espond
 
t
o
 
chan
g
es.
) (
It
 
is
 
unli
k
ely
 
th
a
t
 
a
n
y
 
leader
 
will
 
h
a
v
e
 
all
 
of
 
these
 
cha
r
ac
t
eri
s
tics
 
–
 
indeed
 
no
 
single
 
one
 
of
these
 
cha
r
ac
t
eri
s
tics
 
is
 
esse
n
tial
 
f
or
 
a
 
leader
 
t
o
 
be
 
succes
s
ful.
 
A
 
g
ood
 
leader
 
is
 
the
 
one
 
th
a
t
ada
p
ts
 
t
o
 
the
 
needs
 
of
 
the
 
empl
o
y
ees
 
th
r
ough
 
ide
n
ti
f
ying
 
p
r
oblems
 
and
 
c
r
e
a
ting
 
solutions.
) (
Leade
r
ship
 
s
tyles
In
 
the
 
long
 
run,
 
the
r
e
 
is
 
no
 
one
 
leade
r
ship
 
s
tyle
 
th
a
t
 
suits
 
a
n
y
 
particular
 
o
r
g
anis
a
tion.
 
Mar
k
e
t
 
ci
r
cum
s
t
ances
 
chan
g
e,
 
i
n
t
ernal
 
ci
r
cum
s
t
ances
 
chan
g
e,
 
e
x
t
ernal
 
p
r
essu
r
es
 
chan
g
e,
 
or
 
al
t
ern
a
ti
v
ely
 
the
r
e
 
m
a
y
 
be
 
a
 
period
 
of
 
s
t
abilit
y
.
 
These
 
f
ac
t
o
r
s
 
mean
 
th
a
t
 
as
 
the
 
business
 
ada
p
ts
 
t
o
 
these
 
dif
f
e
r
e
n
t
 
ci
r
cum
s
t
ances,
 
then
 
the
 
type
 
of
 
leader
 
th
a
t
 
is
 
be
s
t
 
sui
t
ed
 
t
o
 
the
 
business
 
will
 
also
 
al
t
e
r
.
 
The
 
type
 
of
 
leade
r
ship
 
r
equi
r
ed
 
t
o
 
f
o
r
ce
 
th
r
ough
 
r
e
s
tructuring
 
or
 
r
eb
r
anding
 
of
 
an
 
o
r
g
anis
a
tion
 
will
 
be
 
v
e
r
y
 
dif
f
e
r
e
n
t
 
f
r
om
 
the
 
leader
 
who
 
mo
s
t
 
e
f
f
ecti
v
ely
 
o
v
e
r
sees
 
a
 
period
 
of
 
s
t
abilit
y
.
) (
The
 
leade
r
ship
 
s
tyles
 
w
e
 
e
x
amine
 
bel
o
w
 
m
a
y
 
then
 
be
 
b
r
oadly
 
sui
t
ed
 
t
o
 
a
 
particular
business
 
f
orm
 
or
 
s
tructu
r
e
 
but
 
the
r
e
 
will
 
be
 
times
 
when
 
the
 
s
tyle
 
is
 
easily
 
t
r
an
s
f
e
r
able
 
t
o
o
r
g
anis
a
tions
 
th
a
t
 
h
a
v
e
 
p
r
e
viously
 
been
 
run
 
in
 
dif
f
e
r
e
n
t
 
w
a
y
s.
) (
Dif
f
e
r
e
n
t
 
leade
r
ship
 
s
tyles
) (
Au
t
oc
r
a
tic
 
leade
r
ship
This
 
s
tyle
 
of
 
leader
 
gi
v
es
 
o
r
de
r
s
 
which
 
a
r
e
 
t
o
 
be
 
ob
e
y
ed
 
without
 
que
s
tion.
 
P
r
obably
a
 
Theo
r
y
 
X
 
mana
g
e
r
,
 
who
 
has
 
no
 
time
 
f
or
 
c
onside
r
a
tion
 
of
 
Maslo
w
’
s
 
higher
 
needs
or
 
Herzbe
r
g
’
s
 
moti
v
a
ting
 
f
ac
t
o
r
s.
 
This
 
type
 
of
 
mana
g
er
 
c
an
 
be
 
e
f
f
ecti
v
e
 
when
 
r
apid
r
e
s
tructuring
 
is
 
r
equi
r
ed
 
but
 
t
o
 
be
 
e
f
f
ecti
v
e
 
he
/
she
 
will
 
r
ely
 
upon
 
a
 
s
trictly
 
hie
r
a
r
chi
c
al
o
r
g
anis
a
tional
 
s
tructu
r
e.
 
The
r
e
 
is
 
no
 
empl
o
y
ee
 
i
n
v
ol
v
eme
n
t
 
in
 
the
 
decision-making.
) (
P
a
t
ernali
s
tic
 
leade
r
ship
These
 
leade
r
s
 
a
r
e
 
similar
 
t
o
 
au
t
oc
r
a
tic
 
leade
r
s
 
in
 
th
a
t
 
th
e
y
 
ma
k
e
 
all
 
the
 
decisions
 
and
 
the
r
e
is
 
no
 
empl
o
y
ee
 
i
n
v
ol
v
eme
n
t.
 
H
o
w
e
v
e
r
,
 
p
a
t
ernali
s
tic
 
leade
r
s
 
m
a
y
 
a
t
t
em
p
t
 
t
o
 
pe
r
suade
 
the
empl
o
y
ees
 
th
a
t
 
the
 
decisions
 
made
 
a
r
e
 
in
 
the
 
be
s
t
 
i
n
t
e
r
e
s
t
 
of
 
all
 
c
oncerned.
 
P
a
t
ernali
s
tic
leade
r
s
 
will
 
c
onsider
 
the
 
w
el
f
a
r
e
 
of
 
the
 
empl
o
y
ees.
)

 (
Cha
p
t
er
 
21
 
–
 
Mana
g
eme
n
t
 
and
 
leade
r
ship
) (
©
 
W
J
E
C
 
|
 
C
B
A
C
) (
Democ
r
a
tic
 
or
 
particip
a
ti
v
e
 
leade
r
ship
This
 
type
 
of
 
leader
 
c
onsults
 
with
 
subo
r
din
a
t
es
 
in
 
the
 
decision-making
 
p
r
ocess.
 
Subo
r
din
a
t
es
a
r
e
 
i
n
v
ol
v
ed
 
with
 
mana
g
e
r
s
 
in
 
designing
 
their
 
jobs
 
and
 
the
 
t
as
k
s
 
i
n
v
ol
v
ed.
 
This
 
philosop
h
y
is
 
ideally
 
sui
t
ed
 
t
o
 
the
 
impleme
n
t
a
tion
 
of
 
‘
sof
t
’
 
HRM
 
policies.
 
Democ
r
a
tic
 
leade
r
s
 
will
 
need
t
o
 
c
ommuni
c
a
t
e
 
e
f
f
ecti
v
ely
 
with
 
empl
o
y
ees
 
in
 
o
r
der
 
t
o
 
c
onsult,
 
pe
r
suade
 
and
 
r
ecei
v
e
f
eedback.
 
A
 
democ
r
a
tic
 
s
tyle
 
of
 
leade
r
ship
 
c
an
 
r
esult
 
in
 
a
 
w
ork
f
o
r
ce
 
th
a
t
 
is
 
moti
v
a
t
ed
 
and
c
ommit
t
ed
 
t
o
 
the
 
o
r
g
anis
a
tion
 
and
 
c
an
 
also
 
p
r
omo
t
e
 
c
r
e
a
tivity
 
and
 
b
e
t
t
er
 
quality
 
decisions.
) (
Laiss
e
z
-
f
ai
r
e
 
leade
r
ship
This
 
occu
r
s
 
when
 
the
 
leader
 
has
 
minimal
 
input
 
and
 
subo
r
din
a
t
es
 
a
r
e
 
la
r
g
ely
 
l
e
ft
 
t
o
 
g
e
t
 
on
with
 
their
 
jo
b
s.
 
Minimum
 
guidance
 
is
 
of
f
e
r
ed
 
and
 
w
or
k
e
r
s
 
a
r
e
 
gi
v
en
 
a
 
g
r
e
a
t
 
deal
 
of
 
s
c
ope
 
t
o
demon
s
t
r
a
t
e
 
their
 
c
apabilities.
 
The
 
dan
g
er
 
with
 
this
 
s
tyle
 
of
 
leade
r
ship
 
is
 
th
a
t
 
if
 
w
or
k
e
r
s
 
a
r
e
not
 
moti
v
a
t
ed
 
or
 
c
ommit
t
ed
 
t
o
 
their
 
w
ork,
 
their
 
p
r
oductivity
 
c
an
 
be
 
l
o
w
.
) (
Bu
r
eauc
r
a
tic
 
leade
r
ship
Bu
r
eauc
r
a
tic
 
leade
r
s
 
f
ocus
 
on
 
d
e
v
eloping
 
the
 
specialis
a
tion
 
of
 
jo
b
s
 
and
 
departme
n
ts.
 
Th
e
y
h
a
v
e
 
a
 
r
eliance
 
on
 
f
ormal
 
p
r
ocedu
r
es
 
and
 
clearl
y
-mar
k
ed
 
s
t
a
tus
 
d
e
finitions.
 
Bu
r
eauc
r
a
tic
leade
r
ship
 
ope
r
a
t
es
 
within
 
hie
r
a
r
chi
c
al
 
s
tructu
r
es.
 
Empl
o
y
ees
 
a
r
e
 
all
o
w
ed
 
t
o
 
use
disc
r
e
tion
 
only
 
within
 
dele
g
a
t
ed
 
limits.
 
Job
 
r
oles
 
a
r
e
 
d
e
fined
 
f
ormally
 
b
y
 
the
 
use
 
of
 
clear
job
 
descri
p
tions,
 
and
 
an
 
obli
g
a
tion
 
t
o
 
s
tick
 
t
o
 
these
 
job
 
descri
p
tions
 
s
e
v
e
r
ely
 
limits
 
the
empl
o
y
ees’
 
ability
 
t
o
 
act
 
in
 
situ
a
tions
 
th
a
t
 
a
r
e
 
unusual
 
or
 
un
e
xpec
t
ed.
) (
It
 
is
 
a
r
gued
 
th
a
t
 
in
 
a
 
bu
r
eauc
r
acy
 
each
 
empl
o
y
ee
 
within
 
the
 
o
r
g
anis
a
tion
 
kn
o
w
s
 
p
r
ecisely
wh
a
t
 
their
 
duties
 
a
r
e
 
and
 
the
r
e
f
o
r
e
 
ma
n
y
 
t
as
k
s
 
will
 
be
 
per
f
ormed
 
a
 
lot
 
quic
k
er
 
and
 
mo
r
e
e
fficie
n
tl
y
.
 
Another
 
ad
v
a
n
t
a
g
e
 
is
 
th
a
t
 
w
or
k
e
r
s
 
who
 
a
r
e
 
secu
r
e
 
in
 
their
 
r
oles
 
a
r
e,
 
the
r
e
f
o
r
e,
mo
r
e
 
li
k
ely
 
t
o
 
c
oope
r
a
t
e
 
with
 
other
 
w
or
k
e
r
s.
 
The
 
main
 
disad
v
a
n
t
a
g
e
 
of
 
this
 
type
 
of
leade
r
ship
 
is
 
the
 
dis
c
ou
r
a
g
eme
n
t
 
of
 
inn
o
v
a
tion
 
and
 
the
 
ability
 
t
o
 
ada
p
t
 
t
o
 
chan
g
e.
) (
Wh
a
t
 
ma
k
es
 
succes
s
ful
 
leade
r
ship
 
is
 
open
 
t
o
 
que
s
tion.
 
Dif
f
e
r
e
n
t
 
s
tyles
 
suit
 
dif
f
e
r
e
n
t
ci
r
cum
s
t
ances
 
and
 
the
 
same
 
leader
 
c
an
 
use
 
dif
f
e
r
e
n
t
 
s
tyles
 
with
 
dif
f
e
r
e
n
t
 
g
r
ou
p
s
 
of
 
w
or
k
e
r
s.
A
 
g
ood
 
leader
 
is
 
one
 
who
 
c
an
 
ada
p
t
 
their
 
s
tyle
 
or
 
app
r
oach
 
t
o
 
dif
f
e
r
e
n
t
 
situ
a
tions;
 
this
 
is
kn
o
wn
 
as
 
a
 
c
o
n
tin
g
ency
 
app
r
oach
 
t
o
 
leade
r
ship.
 
Leade
r
s
 
c
an
 
be
 
t
ask
 
or
 
people-orie
n
t
a
t
ed
and
 
this
 
orie
n
t
a
tion
 
will
 
dic
t
a
t
e
 
their
 
app
r
oach
 
t
o
 
c
o
n
t
r
ol,
 
job
 
design
 
and
 
moti
v
a
tion.
) (
Leade
r
s
 
mu
s
t
 
plan,
 
moti
v
a
t
e
 
and
 
c
o
n
t
r
ol,
 
but
 
h
o
w
 
th
e
y
 
be
s
t
 
do
 
this
 
is
 
a
 
que
s
tion
 
of
ci
r
cum
s
t
ance.
 
Using
 
an
 
au
t
oc
r
a
tic
 
s
tyle
 
with
 
a
 
g
r
oup
 
of
 
c
ompu
t
er
 
g
ames
 
d
e
v
elope
r
s
 
m
a
y
 
be
a
 
mi
s
t
a
k
e
 
but
 
using
 
the
 
same
 
s
tyle
 
within
 
the
 
armed
 
f
o
r
ces
 
ma
k
es
 
a
 
g
r
e
a
t
 
deal
 
of
 
sense.
)
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Theories
 
of
 
leade
r
ship
) (
Fiedle
r
’
s
 
c
o
n
tin
g
ency
 
model
) (
Fiedler
 
beli
e
v
ed
 
th
a
t
 
the
 
quality
 
of
 
leade
r
ship
 
w
as
 
the
 
mo
s
t
 
impor
t
a
n
t
 
f
ac
t
or
 
a
f
f
ecting
 
the
success
 
or
 
f
ailu
r
e
 
of
 
an
 
o
r
g
anis
a
tion.
 
He
 
r
ealised
 
th
a
t
 
mo
s
t
 
people
 
a
r
e
 
e
f
f
ecti
v
e
 
in
 
some
situ
a
tions
 
but
 
not
 
in
 
othe
r
s.
 
F
or
 
e
x
ample,
 
a
 
succes
s
ful
 
mili
t
a
r
y
 
leader
 
w
ould
 
p
r
obably
 
not
 
be
g
ood
 
di
r
ecting
 
a
 
r
esea
r
ch
 
labo
r
a
t
o
r
y
 
or
 
a
 
film
 
di
r
ec
t
or
 
w
ould
 
not
 
ma
k
e
 
a
 
v
e
r
y
 
g
ood
 
mana
g
er
of
 
an
 
ac
c
ou
n
ts
 
departme
n
t.
 
Fiedler
 
d
e
vised
 
a
 
w
a
y
 
of
 
helping
 
people
 
decide
 
wh
a
t
 
type
 
of
leader
 
th
e
y
 
a
r
e
 
in
 
o
r
der
 
t
o
 
help
 
them
 
be
c
ome
 
mo
r
e
 
e
f
f
ecti
v
e.
) (
Fiedle
r
’
s
 
c
o
n
tin
g
ency
 
model
 
s
t
a
t
es
 
“th
a
t
 
the
 
e
f
f
ecti
v
eness
 
of
 
a
 
g
r
oup
 
or
 
an
 
o
r
g
anis
a
tion
depends
 
on
 
t
w
o
 
i
n
t
e
r
acting
 
or
 
‘
c
o
n
tin
g
e
n
t
’
 
f
ac
t
o
r
s.
 
The
 
fi
r
s
t
 
f
ac
t
or
 
is
 
the
 
pe
r
sonality
 
of
the
 
leade
r
s
 
which
 
d
e
t
ermine
 
their
 
leade
r
ship
 
s
tyle.
 
The
 
se
c
ond
 
f
ac
t
or
 
is
 
the
 
amou
n
t
 
of
c
o
n
t
r
ol
 
and
 
i
n
fluence
 
which
 
the
 
situ
a
tion
 
p
r
o
vides
 
leade
r
s
 
o
v
er
 
their
 
g
r
oup
’
s
 
beh
a
viou
r
,
the
 
t
ask
 
and
 
the
 
ou
t
c
ome.
 
This
 
f
ac
t
or
 
is
 
c
alled
 
‘
situ
a
tional
 
c
o
n
t
r
ol
’
.
 
F
or
 
mo
r
e
 
d
e
t
ails,
 
see
the
 
f
oll
o
wing
 
publi
c
a
tion:
 
F
.
 
E.
 
Fiedle
r
,
 
M.
 
M.
 
Cheme
r
s
 
and
 
L.
 
Maha
r
,
 
Impr
o
ving
 
Leadership
E
f
f
ectiveness:
 
The
 
Leader
 
Ma
t
ch
 
Con
c
e
p
t
 
(John
 
Wil
e
y
 
and
 
Sons,
 
N
e
w
 
Y
ork,
 
1976).
) (
In
 
o
r
der
 
t
o
 
ide
n
ti
f
y
 
a
 
mana
g
e
r
’
s
 
leade
r
ship
 
s
tyle
 
Fiedler
 
g
ot
 
them
 
t
o
 
fill
 
in
 
a
 
que
s
tionnai
r
e
about
 
the
 
pe
r
son
 
th
e
y
 
w
ould
 
lea
s
t
 
li
k
e
 
t
o
 
w
ork
 
with
 
(see
 
bel
o
w).
 
This
 
w
as
 
kn
o
wn
 
as
‘
The
 
Lea
s
t
 
P
r
e
f
er
r
ed
 
Co-
w
or
k
er
 
(LPC)
 
S
c
ale
’
.
 
This
 
s
c
ale
 
w
as
 
used
 
t
o
 
ide
n
ti
f
y
 
t
w
o
 
types
 
of
leade
r
ship
 
s
tyle.
)
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Lea
s
t
 
P
r
e
f
er
r
ed
 
Co-
W
or
k
er
 
(LPC)
 
S
c
ale
) (
A
 
high
 
s
c
o
r
e
 
of
 
64
 
or
 
mo
r
e
 
indi
c
a
t
ed
 
a
 
high
 
LPC
 
pe
r
son;
 
such
 
a
 
pe
r
son
 
is
 
c
alled
 
r
el
a
tionship-
moti
v
a
t
ed.
 
A
 
s
c
o
r
e
 
of
 
57
 
or
 
bel
o
w
 
indi
c
a
t
ed
 
a
 
l
o
w
 
LPC
 
pe
r
son.
 
This
 
type
 
of
 
individual
 
is
c
alled
 
t
as
k
-moti
v
a
t
ed.
 
An
 
in-b
e
t
w
een
 
s
c
o
r
e
 
ma
k
es
 
it
 
difficult
 
t
o
 
ide
n
ti
f
y
 
which
 
g
r
oup
 
the
individual
 
belongs
 
t
o.
) (
S
c
oring
) (
Pleasa
n
t
) (
8
  
 
7
  
 
6
  
 
5
 
 
4
  
 
3
  
 
2
  
 
1
) (
Unpleasa
n
t
) (
Friendly
) (
8
  
 
7
  
 
6
  
 
5
 
 
4
  
 
3
  
 
2
  
 
1
) (
U
n
friendly
) (
R
ejecting
) (
1
  
 
2
  
 
3
  
 
4
 
 
5
  
 
6
  
 
7
  
 
8
) (
Acce
p
ting
) (
T
ense
) (
1
  
 
2
  
 
3
  
 
4
 
 
5
  
 
6
  
 
7
  
 
8
) (
R
el
a
x
ed
) (
Di
s
t
a
n
t
) (
1
  
 
2
  
 
3
  
 
4
 
 
5
  
 
6
  
 
7
  
 
8
) (
Close
) (
Cold
) (
1
  
 
2
  
 
3
  
 
4
 
 
5
  
 
6
  
 
7
  
 
8
) (
W
arm
) (
Supporti
v
e
) (
8
  
 
7
  
 
6
  
 
5
 
 
4
  
 
3
  
 
2
  
 
1
) (
Ho
s
tile
) (
Boring
) (
1
  
 
2
  
 
3
  
 
4
 
 
5
  
 
6
  
 
7
  
 
8
) (
I
n
t
e
r
e
s
ting
) (
Quar
r
elsome
) (
1
  
 
2
  
 
3
  
 
4
 
 
5
  
 
6
  
 
7
  
 
8
) (
Harmonious
) (
Gloo
m
y
) (
1
  
 
2
  
 
3
  
 
4
 
 
5
  
 
6
  
 
7
  
 
8
) (
Cheerful
) (
Open
) (
8
  
 
7
  
 
6
  
 
5
 
 
4
  
 
3
  
 
2
  
 
1
) (
Gua
r
ded
) (
Backbiting
) (
1
  
 
2
  
 
3
  
 
4
 
 
5
  
 
6
  
 
7
  
 
8
) (
L
o
y
al
) (
U
n
tru
s
t
w
ort
h
y
) (
1
  
 
2
  
 
3
  
 
4
 
 
5
  
 
6
  
 
7
  
 
8
) (
T
ru
s
t
w
ort
h
y
) (
Conside
r
a
t
e
) (
8
  
 
7
  
 
6
  
 
5
 
 
4
  
 
3
  
 
2
  
 
1
) (
In
c
onside
r
a
t
e
) (
Na
s
ty
) (
1
  
 
2
  
 
3
  
 
4
 
 
5
  
 
6
  
 
7
  
 
8
) (
Nice
) (
Ag
r
eeable
) (
8
  
 
7
  
 
6
  
 
5
 
 
4
  
 
3
  
 
2
  
 
1
) (
Disag
r
eeable
) (
Insince
r
e
) (
1
  
 
2
  
 
3
  
 
4
 
 
5
  
 
6
  
 
7
  
 
8
) (
Since
r
e
) (
Kind
) (
8
  
 
7
  
 
6
  
 
5
 
 
4
  
 
3
  
 
2
  
 
1
) (
Unkind
) (
T
o
t
al
)
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The
 
high
 
LPC
 
leader
 
sees
 
other
 
people
 
as
 
r
el
a
ti
v
ely
 
pleasa
n
t,
 
indu
s
trious
 
or
 
since
r
e
 
e
v
en
if
 
th
e
y
 
find
 
it
 
difficult
 
t
o
 
w
ork
 
with
 
them.
 
The
 
l
o
w
 
LPC
 
pe
r
son,
 
who
 
sees
 
their
 
c
o-
w
or
k
er
 
in
ne
g
a
ti
v
e
 
t
erms,
 
is
 
d
e
t
ermined
 
t
o
 
g
e
t
 
the
 
job
 
done
 
and
 
belie
v
es
 
th
a
t
 
a
 
poor
 
c
o-
w
or
k
er
 
is
 
bad
in
 
almo
s
t
 
e
v
e
r
y
 
possible
 
r
espect.
) (
R
el
a
tionship-orie
n
t
a
t
ed
 
leade
r
s
 
(high
 
LPC)
 
a
r
e
 
mo
s
t
 
e
f
f
ecti
v
e
 
in
 
less
 
e
x
t
r
eme
 
ci
r
cum
s
t
ances.
Th
a
t
 
is,
 
in
 
situ
a
tions
 
th
a
t
 
a
r
e
 
neither
 
f
a
v
ou
r
able
 
nor
 
u
n
f
a
v
ou
r
able
 
or
 
situ
a
tions
 
th
a
t
 
a
r
e
 
only
mode
r
a
t
ely
 
f
a
v
ou
r
able
 
or
 
mode
r
a
t
ely
 
u
n
f
a
v
ou
r
able.
) (
T
as
k
-orie
n
t
a
t
ed
 
leade
r
s
 
a
r
e
 
mo
s
t
 
e
f
f
ecti
v
e
 
when
 
f
acing
 
a
 
situ
a
tion
 
th
a
t
 
is
 
either
 
e
x
t
r
emely
f
a
v
ou
r
able
 
or
 
e
x
t
r
emely
 
u
n
f
a
v
ou
r
able.
 
In
 
the
 
c
ase
 
of
 
an
 
e
x
t
r
emely
 
f
a
v
ou
r
able
 
situ
a
tion,
 
th
e
y
a
r
e
 
e
f
f
ecti
v
e:
) (
•
•
•
) (
when
 
the
r
e
 
is
 
enormous
 
tru
s
t,
 
r
espect
 
and
 
c
o
n
fidence;
when
 
the
 
t
ask
 
is
 
v
e
r
y
 
clear;
when
 
f
oll
o
w
e
r
s
 
acce
p
t
 
the
 
leade
r
’
s
 
p
o
w
er
 
without
 
que
s
tion.
) (
In
 
an
 
e
x
t
r
emely
 
u
n
f
a
v
ou
r
able
 
situ
a
tion,
 
th
e
y
 
a
r
e
 
e
f
f
ecti
v
e:
) (
•
•
•
) (
when
 
tru
s
t
 
and
 
r
espect
 
do
 
not
 
e
xi
s
t;
when
 
the
 
challen
g
e
 
people
 
f
ace
 
is
 
v
ague
 
and
 
und
e
fined;
when
 
the
 
a
tmosphe
r
e
 
is
 
ana
r
chic
 
or
 
e
v
en
 
r
ebellious
 
(
f
or
 
e
x
ample,
 
an
 
eme
r
g
ency
 
or
crisis).
) (
Fielder
 
did
 
not
 
belie
v
e
 
th
a
t
 
leade
r
s
 
w
e
r
e
 
v
e
r
y
 
g
ood
 
a
t
 
changing
 
or
 
e
v
en
 
ada
p
ting
 
their
 
s
tyle,
making
 
it
 
difficult
 
f
or
 
leade
r
s
 
t
o
 
al
t
er
 
their
 
app
r
oach
 
t
o
 
suit
 
changing
 
ci
r
cum
s
t
ances.
) (
Fiedle
r
’
s
 
model
 
gi
v
es
 
o
r
g
anis
a
tions
 
a
 
w
a
y
 
t
o
 
ide
n
ti
f
y
 
the
 
be
s
t
 
po
t
e
n
tial
 
leade
r
s
 
f
or
 
a
particular
 
situ
a
tion,
 
g
r
oup
 
of
 
w
or
k
e
r
s
 
or
 
t
ask.
 
This
 
app
r
oach
 
also
 
gi
v
es
 
individual
 
leade
r
s
an
 
idea
 
as
 
t
o
 
which
 
types
 
of
 
situ
a
tion
 
th
e
y
 
a
r
e
 
be
s
t
 
sui
t
ed
 
f
o
r
.
 
He
 
c
alled
 
his
 
app
r
oach
 
the
‘leade
r
ship
 
m
a
t
ch
 
c
once
p
t
’
.
) (
Not
 
e
v
e
r
y
thing
 
w
as
 
black
 
and
 
whi
t
e
 
f
or
 
Fiedler
 
as
 
he
 
app
r
eci
a
t
ed
 
th
a
t
 
the
r
e
 
is
 
a
 
g
r
e
a
t
 
deal
of
 
middle
 
g
r
ound
 
in
 
‘
The
 
Lea
s
t
 
P
r
e
f
er
r
ed
 
Co-
w
or
k
e
r
’
 
s
c
ale,
 
which
 
ma
k
es
 
it
 
difficult
 
t
o
 
be
clear
 
if
 
a
 
particular
 
leader
 
is
 
t
as
k
-
f
ocused
 
or
 
r
el
a
tionship
-
f
ocused.
) (
Fiedler
 
has
 
been
 
criticised
 
be
c
ause
 
he
 
does
 
not
 
gi
v
e
 
enough
 
c
r
edibility
 
t
o
 
the
 
fl
e
xibility
 
of
leade
r
s,
 
since
 
the
r
e
 
is
 
e
vidence
 
th
a
t
 
ma
n
y
 
leade
r
s
 
a
r
e
 
qui
t
e
 
g
ood
 
a
t
 
ada
p
ting
 
t
o
 
changing
ci
r
cum
s
t
ances.
)
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W
rig
h
t
 
and
 
T
a
ylor
) (
P
.
 
W
rig
h
t
 
and
 
D
.
 
T
a
ylor
 
beli
e
v
ed
 
th
a
t
 
a
 
lot
 
of
 
leade
r
ship
 
theo
r
y
 
w
as
 
theo
r
e
ti
c
ally
 
c
or
r
ect
but
 
did
 
not
 
actually
 
show
 
leade
r
s
 
h
o
w
 
th
e
y
 
c
ould
 
imp
r
o
v
e
 
the
 
w
a
y
 
th
a
t
 
th
e
y
 
w
or
k
ed.
 
Th
e
y
beli
e
v
ed
 
th
a
t
 
it
 
is
 
possible
 
t
o
 
imp
r
o
v
e
 
a
 
leade
r
’
s
 
per
f
ormance
 
and
 
th
a
t
 
this
 
c
ould
 
be
 
done
th
r
ough
 
edu
c
a
tion.
) (
W
rig
h
t
 
and
 
T
a
ylor
 
ide
n
tified
 
t
w
o
 
specific
 
g
a
p
s
 
in
 
e
xi
s
ting
 
app
r
oaches
 
t
o
 
the
 
s
tudy
 
of
leade
r
ship.
 
Fi
r
s
tl
y
,
 
the
r
e
 
is
 
not
 
enough
 
emphasis
 
on
 
wh
a
t
 
leade
r
s
 
actually
 
do
 
when
 
th
e
y
i
n
t
e
r
act
 
with
 
their
 
subo
r
din
a
t
es.
 
Se
c
ondl
y
,
 
the
 
eleme
n
t
 
of
 
skill
 
is
 
la
r
g
ely
 
igno
r
ed.
 
In
 
an
s
w
er
t
o
 
these
 
d
e
ficiencies
 
W
rig
h
t
 
and
 
T
a
ylor
 
w
e
r
e
 
c
oncerned
 
with
 
imp
r
o
ving
 
leade
r
ship
 
skills.
The
 
w
a
y
 
th
a
t
 
th
e
y
 
did
 
this
 
w
as
 
b
y
 
p
r
o
viding
 
a
 
checkli
s
t
 
f
or
 
imp
r
o
ving
 
w
ork
 
per
f
ormance.
) (
The
 
skills
 
th
a
t
 
leade
r
s
 
needed
 
t
o
 
learn
 
a
r
e
 
both
 
v
erbal
 
and
 
non
-
v
erbal.
 
A
t
 
the
 
same
 
time
leade
r
s
 
need
 
t
o
 
imp
r
o
v
e
 
their
 
ability
 
t
o
 
diagnose
 
wh
a
t
 
needs
 
t
o
 
be
 
done
 
in
 
a
n
y
 
particular
w
ork
 
situ
a
tion
 
and
 
also
 
t
o
 
d
e
v
elop
 
an
 
accu
r
a
t
e
 
pe
r
ce
p
tion
 
and
 
e
v
alu
a
tion
 
of
 
people
 
and
e
v
e
n
ts.
 
In
 
other
 
w
o
r
ds
 
th
e
y
 
did
 
not
 
beli
e
v
e
 
th
a
t
 
it
 
is
 
possible
 
t
o
 
h
a
v
e
 
a
 
‘
one
 
si
z
e
 
fits
 
all’
 
type
of
 
solution.
 
E
v
e
r
y
 
situ
a
tion
 
r
equi
r
es
 
a
 
dif
f
e
r
e
n
t
 
and
 
app
r
opri
a
t
e
 
r
esponse
 
b
y
 
leade
r
s
 
in
 
o
r
der
t
o
 
imp
r
o
v
e
 
the
 
per
f
ormance
 
of
 
their
 
f
oll
o
w
e
r
s.
) (
Whil
s
t
 
W
rig
h
t
 
and
 
T
a
ylor
 
r
e
f
er
 
t
o
 
au
t
oc
r
a
tic
 
and
 
democ
r
a
tic
 
leade
r
s
 
th
e
y
 
beli
e
v
ed
 
th
a
t
mo
s
t
 
people
 
w
ould
 
r
a
ther
 
w
ork
 
f
or
 
i
n
t
erpe
r
sonally
 
skilful
 
leade
r
s,
 
ir
r
especti
v
e
 
of
 
his
 
or
 
her
leade
r
ship
 
s
tyle.
) (
As
 
f
ar
 
as
 
imp
r
o
ving
 
an
 
individual
’
s
 
per
f
ormance
 
g
oes,
 
W
rig
h
t
 
and
 
T
a
ylor
 
beli
e
v
ed
 
th
a
t
 
ability
and
 
moti
v
a
tion
 
a
r
e
 
the
 
k
e
y
 
f
ac
t
o
r
s.
 
An
 
individual
 
will
 
not
 
per
f
orm
 
a
 
t
ask
 
w
ell
 
unless
 
th
e
y
w
a
n
t
 
t
o
 
do
 
it
 
and
 
h
a
v
e
 
the
 
necessa
r
y
 
ability
 
t
o
 
do
 
it.
 
If
 
an
 
individual
 
is
 
not
 
per
f
orming
 
w
ell
the
 
leader
 
will
 
need
 
t
o
 
t
alk
 
t
o
 
them
 
t
o
 
find
 
out
 
w
h
y
,
 
then
 
he
 
or
 
she
 
will
 
need
 
t
o
 
find
 
skilful
w
a
y
s
 
of
 
i
n
fluencing
 
their
 
beh
a
viou
r
.
 
Th
e
y
 
r
e
c
ognised
 
th
a
t
 
this
 
p
r
ocess
 
should
 
nearly
 
al
w
a
y
s
i
n
v
ol
v
e
 
en
c
ou
r
a
g
eme
n
t
 
r
a
ther
 
than
 
punishme
n
t.
) (
W
rig
h
t
 
and
 
T
a
ylor
 
d
e
vised
 
the
 
f
oll
o
wing
 
checkli
s
t
 
in
 
o
r
der
 
t
o
 
help
 
leade
r
s
 
anal
y
se
per
f
ormance
 
p
r
oblems.
) (
Th
e
y
 
did
 
not
 
e
xpect
 
th
a
t
 
the
 
checkli
s
t
 
w
ould,
 
in
 
itsel
f
,
 
find
 
the
 
solution
 
t
o
 
the
 
p
r
oblem
 
since
it
 
is
 
li
k
ely
 
th
a
t
 
mo
r
e
 
i
n
f
orm
a
tion
 
w
ould
 
be
 
r
equi
r
ed.
 
Its
 
main
 
purpose
 
is
 
t
o
 
p
r
o
vide
 
a
 
means
of
 
thinking
 
o
v
er
 
a
 
p
r
oblem
 
s
y
s
t
em
a
ti
c
all
y
.
 
Th
e
y
 
also
 
s
t
r
essed
 
th
a
t
 
a
n
y
 
po
t
e
n
tial
 
solution
should
 
be
 
c
onside
r
ed
 
on
 
a
 
c
o
s
t
-ben
e
fit
 
basis
 
since
 
the
r
e
 
w
ould
 
be
 
no
 
poi
n
t
 
in
 
spending
mo
r
e
 
on
 
it
 
than
 
the
 
li
k
ely
 
s
a
vings
 
th
a
t
 
w
ould
 
be
 
g
ene
r
a
t
ed
 
b
y
 
it.
)
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Figu
r
e
 
1:
 
Checkli
s
t
 
f
or
 
Imp
r
o
ving
 
W
ork
 
P
er
f
ormance
1.
 
Wh
a
t
 
is
 
the
 
p
r
oblem
 
in
 
beh
a
viou
r
al
 
t
erms?
 
Wh
a
t
 
p
r
ecisely
 
is
 
the
 
individual
 
doing
 
or
 
not
 
doing
 
which
 
is
 
ad
v
e
r
sely
 
i
n
fluencing
 
his
 
or
 
her
 
per
f
ormance?
2.
 
Is
 
the
 
p
r
oblem
 
r
eally
 
serious
 
enough
 
t
o
 
spend
 
time
 
and
 
e
f
f
ort
 
on?
3.
 
Wh
a
t
 
r
easons
 
mig
h
t
 
the
r
e
 
be
 
f
or
 
the
 
per
f
ormance
 
p
r
oblem?
 
(see
 
c
olumn
 
1)
4.
 
Wh
a
t
 
actions
 
mig
h
t
 
be
 
t
a
k
en
 
t
o
 
imp
r
o
v
e
 
the
 
situ
a
tion?
 
(see
 
c
olumn
 
2)
) (
5.
 
Do
 
y
ou
 
h
a
v
e
 
sufficie
n
t
 
i
n
f
orm
a
tion
 
t
o
 
select
 
the
 
mo
s
t
 
app
r
opri
a
t
e
 
solutions?
 
If
 
not,
c
ollect
 
the
 
i
n
f
orm
a
tion
 
r
equi
r
ed
 
e
.
g.
 
c
onsult
 
r
e
c
o
r
ds,
 
o
b
se
r
v
e
 
w
ork
 
beh
a
viou
r
,
 
t
alk
 
t
o
pe
r
son
 
c
oncerned.
6.
 
Select
 
mo
s
t
 
app
r
opri
a
t
e
 
solution(s).
7.
 
Is
 
the
 
solution
 
w
ort
h
while
 
in
 
c
o
s
t
 
ben
e
fit
 
t
erms?
a.
 
If
 
s
o
,
 
impleme
n
t
 
it.
b.
 
If
 
not,
 
w
ork
 
th
r
ough
 
the
 
checkli
s
t
 
a
g
ain,
 
or
 
r
elo
c
a
t
e
 
the
 
individual,
 
or
 
r
eo
r
g
anise
 
the
departme
n
t
/
o
r
g
anis
a
tion,
 
or
 
li
v
e
 
with
 
the
 
p
r
oblem.
8.
 
Could
 
y
ou
 
h
a
v
e
 
handled
 
the
 
p
r
oblem
 
b
e
t
t
er?
 
If
 
s
o
,
 
r
e
vi
e
w
 
o
wn
 
per
f
ormance.
 
If
 
not,
 
and
the
 
p
r
oblem
 
is
 
sol
v
ed,
 
r
e
w
a
r
d
 
y
ou
r
self
 
and
 
t
ackle
 
n
e
x
t
 
p
r
oblem.
) (
P
ossible
 
r
easons
 
f
or
 
the
 
per
f
ormance
 
p
r
oblem
) (
P
ossible
 
solutions
) (
Goal
 
clarity
 
Is
 
the
 
pe
r
son
 
fully
 
a
w
a
r
e
 
of
 
the
 
job
 
r
equi
r
eme
n
ts?
) (
Gi
v
e
 
guidance
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