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Abstract:

Leadership style is a variable that has receivgdifsgtant attention in the management literaturbisTstudy
suggests that effective leadership style may natldpendent on whether an organization is for-poofitot-for-
profit. The findings of this study indicate thateevin a not-for-profit context, effective leadegsis defined not
only by task and people orientations but also thteraction between them. Therefore, in developimg t
psychological profile of effective not-for-profiedders, as is the case in the for-profit sectomagament
researchers should explore both their task andipeoentations.

The culture of an organization is often an outgtowt the personalities of its leaders. Managersievs and
directors of companies and service groups neecktoobscious of the type of leadership they areriaffeif
they want to control the forms of communication actvity that are prevalent in their organizations

Leadership has a direct cause and effect relatipngbon organizations and their success. Leaddesrdme
values, culture, change tolerance and employeevatmn. They shape institutional strategies inabgdiheir
execution and effectiveness. Leaders can appeanytlevel of an institution and are not exclusiee t
management. Successful leaders do, however, havthmg in common. They influence those around threm
order to reap maximum benefit from the organizasiaesources, including its most vital and expeasits
people. Libraries require leadership just like bass, government and non-profit organizations. Wdret
public, special or academic library, that librarjéaders directly affect everything from patron esgnce to
successfully executing stated missions, includimgource allocation, services offered and collection
development strategies. In fact, the influenceeaiders and their effectiveness in moving peopla shared
vision can directly shape the library’s people,nitaterials, how patrons use or interact with thewh &hether
or not that experience is beneficial. With leadgrgbotentially playing such a vital role in the sass of
information centers and patron experiences, itseful to consider the different types of leaderd #meir
potential impact on libraries as organizations.

Introduction:
Current leadership theories describe leaders bagex traits or how influence and power are usedctoeve
objectives. When using trait-based descriptiongddées may be classified as autocratic, democratic,

bureaucratic or charismatic. If viewing leadershipm the perspective of the exchange of power dsd i
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utilization to secure outcomes, leaders are sdnatj transactional or transformational. Undersitagndhese
different tropes can provide a vocabulary for déston that can lead to meaningful, desired reslilisears
noting that not all leaders are created equal,leadership quality may vary enormously across itrégssor
simply within an organization. In addition, idegtiig an individual leader’'s style is central to kening
leadership quality and effectiveness especialliy eates to organizational goals. Below is a foeleamination
of each common leadership style listed above aseit gotential impact on a group as well as thelatree
usefulness.

Autocratic

Autocratic leaders are classic “do as | say” typegically, these leaders are inexperienced witddézship
thrust upon them in the form of a new position ssignment that involves people management. Autiocrat
leaders can damage an organization irreparabliyegsforce their ‘followers’ to execute strategies &ervices

in a very narrow way based upon a subjective ideahat success looks like. There is no shared risiod
little motivation beyond coercion. Commitment, dreity and innovation are typically eliminated bytacratic
leadership. In fact, most followers of autocragaders can be described as biding their time vgaftn the
inevitable failure this leadership produces andrémeoval of the leader that follows.

Bureaucratic

Bureaucratic leaders create, and rely on, poliapéat organizational goals. Policies drive execytsirategy,
objectives and outcomes. Bureaucratic leaders argt comfortable relying on a stated policy in order
convince followers to get on board. In doing soyteend a very direct message that policy dictatestibn.
Bureaucratic leaders are usually strongly committegrocedures and processes instead of peopleased
result they may appear aloof and highly change radvelrhe specific problem or problems associatat wi
using policies to lead aren’t always obvious utiié damage is done. The danger here is that |dagars
greatest benefits, motivating and developing peagmie ignored by bureaucratic leaders. Policiessarply
inadequate to the task of motivating and developgmmmitment. The specific risk with bureaucratiaders is
the perception that policies come before peopld,camplaints to that effect are usually met witkiseance or
disinterest. Policies are not in themselves desteicbut thoughtlessly developed and blindly inmpénted
policy can de-motivate employees and frustraterdeésiutcomes. The central problem here is sinildhé one
associated with autocratic leaders. Both styldddamotivate and have little impact on people depment. In
fact, the detrimental impact could be significant &ar outweigh any benefits realized by these destdp
styles.

Democratic

It sounds easy enough. Instead of one defined dlettdegroup leads itself. Egalitarian to the catemnocratic
leaders are frustrated by the enormous effort reduio build consensus for even the most mundacisides
as well as the glacial pace required to lead amimufiat. The potential for poor decision-makingdaveak
execution is significant here. The biggest probleith democratic leadership is its underlying asstioms that
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everyone has an equal stake in an outcome as sveliazed levels of expertise with regard to deessidhat’s
rarely the case. While democratic leadership sogdsl in theory, it often is bogged down in its oslaw
process, and workable results usually require anneous amount of effort.

Charismatic

By far the most successful trait-driven leaderdtype is charismatic. Charismatic leaders havesinj as well
as a personality that motivates followers to execthat vision. As a result, this leadership type thaditionally
been one of the most valued. Charismatic leademioyides fertile ground for creativity and innaeat, and is
often highly motivational. With charismatic leadesthe helm, the organization’s members simply twan
follow. It sounds like a best case scenario. Therewever, one significant problem that potengialhdercuts
the value of charismatic leaders: they can leavee@one, an organization can appear rudderlesgidmout

direction. The floundering can last for years, hseacharismatic leaders rarely develop replacem&hisr

leadership is based upon strength of personalisyaAesult, charismatic leadership usually elinesatther
competing, strong personalities. The result of wegdut the competition is a legion of happy folens, but
few future leaders.

Situational

Situational leadership theory suggests that the lleeslers constantly adapt by adopting differeglest for

different situations or outcomes. This theory retlea relatively sophisticated view of leadershipiactice and
can be a valuable frame of reference for expergneeasoned leaders who are keenly aware of oagaomal

need and individual motivation. Most importantliyallows experienced leaders the freedom to chtrose a

variety of leadership iterations. Problems ariseyéver, when the wrong style is applied inelegan#yso,

considering our earlier discussion regarding sofmhe more ineffective leadership styles like auatic and
bureaucratic, this style requires a warning orldister related to unintended or less than optirealiits when
choosing one of these styles. With that said, sdnal leadership can represent a useful frameviarkeaders
to test and develop different styles for variousiaions with an eye towards fine-tuning leadersieigults.
Situational leadership, however, is most effectiteen leaders choose more effective styles likeisimatic,

transactional, and transformational.

Transactional

The wheeler-dealers of leadership styles, trarmaaitileaders are always willing to give you sontgghin

return for following them. It can be any numbertbings including a good performance review, a ragse
promotion, new responsibilities or a desired chamgealuties. The problem with transactional leadesrs
expectations. If the only motivation to follow s order to get something, what happens during tieags when
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resources are stretched thin and there is notkitgvith which to make a deal? That said, transaeii leaders
sometimes display the traits or behaviors of chaaigc leaders and can be quite effective in many
circumstances while creating motivated players.yTaee adept at making deals that motivate and dars
prove beneficial to an organization. The issue iteesimply one of sustainability.

Transformational

Transformational leaders seek to change those l#¢a) In doing so, they can represent sustainael;
replicating leadership. Not content to simply usecé of personality (charismatic) or bargaining@uisactional)

to persuade followers, transformational leaders kisavledge, expertise and vision to change thosenal
them in a way that makes them followers with deephbedded buy-in that remains even when the |g¢adéer
created it is no longer on the scene. Transformatiteaders represent the most valuable form afeeship
since followers are given the chance to changestoam and, in the process, develop themselves as
contributors. Organizationally this achieves thethbeadership outcome since transformational leadevelop
people. Transformational leadership is stronglyirddssince it has no artificial constraints in terof buy-in

and instead is focused on getting followers on thdassed upon their own evolving thought process and
changing responses to leadership challengesp#riscularly suited for fast-paced, change-ladevirenments
that demand creative problem solving and customemaitment.

Libraries need more than leaders and leadershgy tieed the right kinds of each. To remain vialde a
institutions, and to add value to the constitugénéy serve, a library’s leadership must manage gdashevelop
employees and provoke customer commitment. Thdt Haére is a clear difference between leaderdiglpss
and there may be instances where one style is mibeetive; thus a need for flexibility and perhagps
inventory/awareness of who might best lead anaitivte based on their styles. In fact, certain éegllip styles
actually undermine morale, creativity, innovatiamdaemployee commitment. Taking the time to constter
types of leaders you have in your library couldabeorthwhile exercise in terms of understandinglégship
and its impact on your organization.

Conclusion:

Leadership can have a negative impact on orgaaizdtiperformance. Leaders who are overly dominant o
become obsessed with achieving goals can overlagkus details in the business organization. Marsaged
employees may also be less willing to help domimeargxtremely critical leaders with accomplishirgats and
objectives. Dominating leadership creates diffitwlsiness relationships. Other companies and lasmeners
avoid dominant leaders who consistently requesiniiral benefits.

Many studies has shown that each of charisma dalleictual stimulation/individual considerationitsaof
transformational leadership style exerts positiveibsignificant effect on followers and performatithe other
trait, inspirational motivation, exerts negative msignificant effect on performance, and thetgrare weak in
explaining variations in performance.
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On the other hand, each trait of transactionaldestdp style considered in this study, construétiwetingent
reward and corrective and management by excepasersignificant positive effect on followers and
performance, and both jointly explain very highgdion of variations in performance.

This paper concludes that transactional leadeslylp is more appropriate in inducing performancemall
scale enterprises than transformational leadestiip. Consequently, the | recommend that smalesca
enterprises should adopt transactional leadersylig Isut strategise to transit to transformatideatlership
style as their enterprises develop, grow and mature
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