UNIT V
LEADERSHIP and POWER

2-Marks Questions
Analyze

1. Analyze the impact of different leadership styles on employee
performance.

Leadership styles such as autocratic, democratic, and laissez-faire
influence employee performance in different ways. Autocratic
leadership may result in higher productivity in the short term but
can demotivate employees due to lack of autonomy. Democratic
leadership tends to encourage collaboration and improve job
satisfaction, leading to higher long-term performance. Laissez-faire
leadership may lead to decreased performance due to lack of
direction and clarity.

2. Distinguish the relationship between power and politics in an
organization.

Power and politics are often interconnected in organizations.
Power, which comes from legitimate, referent, expert, and coercive
sources, can influence the behavior of employees and leaders.
Politics refers to the use of power in informal ways to influence
decisions. When power is used responsibly, it can foster
cooperation and alignment; however, if misused, it can create
conflict and undermine trust, damaging organizational culture.

3. Inspect how leadership and management roles differ in terms of
decision-making and strategy.

Leadership and management roles differ in their focus. Leaders
focus on vision, motivation, and influencing others to achieve long-
term goals, often taking risks and driving change. Managers, on the
other hand, focus on executing tasks, maintaining order, and
optimizing resources to meet short-term objectives. While leaders
may focus on strategic thinking, managers are more concerned with
operational efficiency and problem-solving.

4. Assume how Herzberg's Two-Factor Theory can be used to
improve job satisfaction in the workplace.

Herzberg’s Two-Factor Theory divides workplace factors into
hygiene factors (e.g., salary, working conditions) and motivators
(e.g., achievement, recognition). To improve job satisfaction,



employers must address hygiene factors to prevent dissatisfaction
and enhance motivators to increase job satisfaction. This leads to a
more engaged and productive workforce.

5. Discover the effects of motivation on work behavior in a
corporate setting.

Motivation directly influences work behavior by determining how
employees perform tasks, engage with their colleagues, and align
with organizational goals. Highly motivated employees tend to
show better work performance, increased creativity, and higher
levels of job satisfaction. On the other hand, demotivated
employees may exhibit disengagement, poor performance, and
higher turnover rates.

Apply

1. Apply transformational leadership techniques to improve team
engagement.

To apply transformational leadership, leaders can inspire
employees by creating a shared vision, offering support and
encouragement, and recognizing individual contributions. By
emphasizing personal growth and development, transformational
leaders can enhance employee commitment and engagement,
leading to improved team performance.

2. Build the concept of power centers to resolve a conflict between
departments.

In resolving interdepartmental conflict, managers can apply the
concept of power centers by understanding where power lies (e.g.,
finance, HR, operations) and leveraging the influence of key
individuals in these centers. Collaborating with influential figures
can help align priorities, mediate conflict, and create a unified
approach toward achieving organizational goals.

3. Construct Maslow’s Hierarchy of Needs to design an employee
motivation program.

A motivation program can be designed by addressing employees'
needs according to Maslow’s hierarchy. Start by ensuring basic
needs (salary, job security) are met. Then, provide opportunities
for career development and social interaction. Finally, offer
recognition and self-fulfillment opportunities (e.g., promotions,
autonomy) to address higher-order needs and foster motivation.

4. Develop the situational leadership theory to a diverse work
environment.



The situational leadership theory suggests that leaders should
adapt their style based on the maturity and competence of their
team members. In a diverse work environment, leaders can assess
each team member’s ability and motivation to perform tasks and
adjust their leadership approach (e.g., directive or supportive)
accordingly, ensuring optimal performance and engagement.

5. Utilize the Herzberg’s Two-Factor Theory to create a reward
system that enhances motivation.

To apply Herzberg’s Two-Factor Theory, a reward system should
include both hygiene factors (competitive salaries, benefits, and
safe working conditions) to prevent dissatisfaction, as well as
motivators (recognition, opportunities for advancement, and
challenging work) to increase job satisfaction and motivation. This
dual approach will enhance employee engagement and
performance.

Understand

1. Contrast the positive and negative impacts of power and politics
in organizational behavior.

Power and politics in organizational behavior can have both
positive and negative impacts. Positively, power can be used to
influence decisions, motivate employees, and drive organizational
success. However, negatively, excessive political maneuvering can
lead to manipulation, favoritism, and a toxic work culture,
undermining trust and collaboration.

2. Summarise the importance of power and politics in
organizational behavior.

Power and politics are important in organizational behavior
because they influence how decisions are made, resources are
allocated, and relationships are managed. Understanding power
dynamics allows leaders to navigate political challenges, align
stakeholders, and create strategies for effective decision-making
and conflict resolution.

3. Classify intrinsic and extrinsic motivation. How do they differ in
terms of their sources?

Intrinsic motivation comes from within an individual, driven by
personal satisfaction, enjoyment, or a sense of achievement (e.g.,
passion for the work). Extrinsic motivation arises from external
factors, such as rewards, recognition, or avoiding punishment (e.g.,
salary, bonuses). The key difference is that intrinsic motivation is



self-driven, while extrinsic motivation is influenced by external
rewards or pressures.

4. Outline the function of power in leadership.

Power in leadership functions as the ability to influence others to
achieve organizational goals. Leaders use different sources of
power, such as legitimate, referent, expert, coercive, and reward
power, to guide their teams, make decisions, and shape
organizational outcomes. Effective use of power leads to trust and
respect from team members.

5. Explain the key differences between leaders and managers.

Leaders focus on inspiring and motivating employees toward long-
term goals, driving innovation, and fostering change. Managers
focus on planning, organizing, and ensuring that day-to-day
operations run smoothly. While leaders are visionaries, managers
are often task-oriented and focused on maintaining efficiency.

Remember
1. Name the five sources of power in leadership.
The five sources of power in leadership are:

e Legitimate power: Based on position or role in the
organization.

e Referent power: Derived from personal characteristics that
others admire.

e Expert power: Based on knowledge or expertise.

e Coercive power: Derived from the ability to punish or
control.

e Reward power: Based on the ability to provide rewards or
incentives.

2. Definition of transformational leadership.
Transformational leadership is a leadership style where leaders
inspire and motivate employees to exceed expectations by
fostering a positive vision, encouraging innovation, and promoting
personal growth and development.

3. List the stages of Maslow’s Hierarchy of Needs.

The stages of Maslow’s Hierarchy of Needs are:

e Physiological Needs: Basic needs such as food, water, and
shelter.



e Safety Needs: Protection from harm, security, and
stability.

e Social Needs: Relationships, love, and belonging.

e Esteem Needs: Recognition, respect, and achievement.

e Self-Actualization: Realizing personal potential, creativity,
and fulfillment.

4. Label the components of Herzberg’s Two-Factor Theory.

Herzberg’s Two-Factor Theory includes:

e Hygiene factors: Aspects like salary, working conditions,
and job security that prevent dissatisfaction.

e Motivators: Factors like recognition, achievement, and
opportunities for growth that drive satisfaction and
motivation.

5. What is the key traits of a democratic leadership style?

Democratic leadership is characterized by collaboration, where
leaders involve team members in decision-making, encourage open
communication, and promote a sense of participation and
responsibility within the team.

13 Marks Questions

1. Analyze the impact of different leadership styles on employee
performance and organizational outcomes.

Leadership styles significantly influence employee performance
and organizational outcomes.

Transformational leadership, which emphasizes motivation,
inspiration, and personal development, often leads to higher
employee engagement, creativity, and job satisfaction,
resulting in improved performance and innovation.
Transactional leadership, based on rewards and punishments,
can improve short-term productivity but may fail to foster
long-term commitment and innovation.

Autocratic leadership, where decision-making is centralized,
may ensure efficiency and quick decision-making but can
lead to low morale, high turnover, and decreased job
satisfaction due to lack of employee autonomy.

Democratic leadership, promoting participation in decision-
making, fosters a collaborative work environment and higher
job satisfaction, boosting productivity and organizational
commitment.

Laissez-faire  leadership, characterized by  minimal
interference, may work in highly skilled teams but can result



in confusion, lack of direction, and underperformance if
employees lack self-motivation.
Ultimately, the effectiveness of a leadership style depends on
factors like organizational culture, team dynamics, and the nature
of the work. Adaptive leadership, which adjusts style to context, is
often most effective for achieving both high employee performance
and positive organizational outcomes.

. Identify the motivation theories that are most effective in
improving job satisfaction. How do these theories align with
organizational goals and employee needs?

Several motivation theories effectively enhance job satisfaction by
addressing both employee needs and organizational goals.

e Maslow's Hierarchy of Needs suggests that employees must
fulfill basic needs (e.g., physiological, safety) before seeking
higher-order needs (e.g., esteem, self-actualization). Aligning
organizational strategies to meet these needs fosters job
satisfaction and loyalty, contributing to overall performance.

e Herzberg's Two-Factor Theory divides motivators into
intrinsic factors (e.g., achievement, recognition) and hygiene
factors (e.g., salary, working conditions). Ensuring hygiene
factors are met prevents dissatisfaction, while focusing on
intrinsic motivators leads to higher job satisfaction, which
directly impacts organizational productivity.

e McGregor's Theory X and Theory Y highlights contrasting
assumptions about employees. Theory Y emphasizes
empowerment and trust, promoting job satisfaction through
autonomy and growth opportunities. This approach aligns
with modern organizational goals of fostering innovation and
employee development.

e Deci and Ryan's Self-Determination Theory underscores the
importance of autonomy, competence, and relatedness in
fostering intrinsic motivation. Organizations that provide
autonomy and skill development create satisfied, motivated
employees whose goals align with organizational objectives.

These theories collectively foster a work environment where
employee needs are met, improving job satisfaction, performance,
and alignment with organizational goals.

. Evaluate the effectiveness of transformational leadership in
driving organizational change.

Transformational leadership is highly effective in driving
organizational change by inspiring and motivating employees to
embrace new visions, strategies, and goals. This leadership style
focuses on creating a shared sense of purpose, fostering
innovation, and empowering employees, which is crucial during



periods of change. Transformational leaders inspire confidence and
commitment through their vision, charisma, and ability to
communicate effectively, helping overcome resistance to change.

By emphasizing intrinsic motivation, these leaders encourage
employees to exceed expectations, take initiative, and contribute to
the organization's long-term success. They also provide intellectual
stimulation, encouraging creativity and problem-solving, which is
vital during transformations. Individualized consideration allows
them to support employees' personal growth, ensuring buy-in for
the change process.

Transformational leadership is particularly effective in navigating
uncertainty, as it helps employees see change as an opportunity
rather than a threat. It fosters a culture of adaptability, innovation,
and collaboration, which accelerates the change process and
enhances organizational resilience.

However, its effectiveness depends on the leader's ability to
maintain trust, communicate consistently, and align change
initiatives with organizational goals. In organizations with strong
resistance or rigid structures, transformational leadership may face
challenges, but when aligned with the right organizational culture,
it can drive substantial, positive change.

. Build a framework for understanding the influence of different
types of power (legitimate, referent, expert, reward, coercive) on
organizational behavior. How can leaders use these powers to
shape organizational outcomes?

A framework for understanding the influence of different types of
power on organizational behavior revolves around the five bases of
power identified by French and Raven: legitimate, referent, expert,
reward, and coercive power. Each type has distinct effects on
employee behavior and organizational outcomes.

e Legitimate Power: Derived from one's formal position within
the organization. Leaders using legitimate power can direct
behaviors by establishing authority and expectations.
However, over-reliance on this power can lead to compliance
without commitment. Leaders must combine it with other
powers to ensure engagement.

e Referent Power: Based on personal traits like charisma and
respect. Leaders with referent power inspire loyalty and
admiration, which fosters strong relationships and enhances
collaboration. This type of power builds trust and motivates
employees to align with organizational goals willingly.

e Expert Power: Comes from having specialized knowledge or
skills. Leaders who possess expert power are respected for



their competence and influence decision-making processes.
This power encourages problem-solving, innovation, and high
performance but must be continuously developed to maintain
credibility.

e Reward Power: The ability to grant rewards, such as bonuses
or promotions. Leaders can use reward power to motivate
employees, encourage desired behaviors, and enhance
performance. However, it is most effective when tied to
performance and aligned with organizational goals, ensuring
fairness and equity.

e C(Coercive Power: The ability to punish or impose sanctions.
While coercive power can ensure compliance, it often leads to
negative outcomes like resentment and disengagement.
Leaders should use it sparingly and only when necessary to
address misconduct, ensuring it's balanced with other forms
of power.

Leaders can shape organizational outcomes by strategically
applying these powers. For example, combining referent and expert
power can foster collaboration, while leveraging reward power can
enhance motivation. However, overusing coercive or legitimate
power risks creating a controlling, demotivating environment.
Effective leaders balance these powers to align individual behavior
with organizational objectives, fostering a positive, high-
performance culture.
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