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Chapter Onc
Iniroduction
Objective:

The objective of this paper is to find out the leadership style of corporate leaders of
Dhaka, the capital city of Bangladesh.

Significance:

1t is the burning need of our corporate society to establish their credibility for the future.
This kind of paper will help the present as well as the futwe leaders in our country to lead any
business or ;:ndcavor.by analyzing lcader’s behavior, stylc and fashion.

That the form of problems, the techniques and goals of leadership are a matter of public
miterest in our society is a proposition few will challenge. Customarily this interest is given
expression by recurrent calls for “wiser”, “firmer”, more “flexible”, and other kinds of
lzadership. Businessmen and trade unionists, professors and Boy Scouts, social workers and
generals, all have on many occasions in the recent past voiced a desire for more and better
~ lzadership in their respective spheres. From the starting of Bangladesh movement urgent demand
for “capable™ leadership, some of which had unmistakably fascist overtones, were widely heard.
These were still a live ccho in the cars of thosc who, only a short whilc later began to develop
megenious tesis to select leadership for war. Today, it is still not entirely clear whether the voices
that speak loudest are those seeking a leadership for peace or whether they call, once again, for
marnal guidance. Time will clarify this painful ambiguity.

Leadership is a subject that has long excited interest among people. The term connotes
mmages of powerful, dynamic individuals who command victorious armies, direct corporaie

smpires from atop gleaming skyscrapers, or shapes the course of nations. The exploits of brave



s chover Ieaders arc the csscnce of many legends and myths. The widcspread fascination with
Seadership may be because it is such a mysterious process, as well as one that touches everyone’s
=

(Questions about leadership have long been a subject of speculation, but scientific
mesearch on leadership did not begin until the twentieth century. The focus of much of the
mesearch has been on the determinants of leadership effectiveness. Social scientists have
amempied to discover what traits, abilities, behaviors, sources of power, or aspects of a situation
@esermunc how well a leader is able to influence followers and accomplish group objectives. The
szasons why some people cmerge as leaders and the detcrminants of the way a lcader acis arc
‘ssher important questions that have been investigated, but the predominant concern has been on
Jeadership effectiveness.

Some progress has been made in probing the mysteries surrounding leadership, but many

guestions remain unanswered.
LEsrature Review:

The sources relevant to this subject are recent professional articles, books and expert’s
spmuons wriiten on leadership. Particulaily the focus will be on leader’s behavior, style and
Sasison

Owerview of Application:

Literature is used to determine key factor that contributes to execution of leadership.

Fooem thes research a questionnaire (10 to 15 gquestions) has been developed that was

admmustrated to 10/15 corporate leaders of Dhaka City randomly to determine the leaders way of

ahseving anv aim or target or goal,



Definitions of Tcrms:
Leadership: Richards & Engle, 1986, p.206 state: “Leadership is about articulating

wssons, embodying values and creating the environment within which things can be
accomplished. But according to Drath & Palus, 1994, p.4, leadership is the process of making

sense of what people are doing together so that people will understand and be commiited.



Chapter Two

Literature Review

Ome of the most important of these implications is this: since scientific study of
Seadership derives in part from the pressures and tensions experienced by plain people, it behaves
2= W ask questions about the current concern with leadership. An answer to these questions,
Sowesver proximate and tentative it must now be, may serve to sensitize us to certain of the
specific compulsions guiding the social scicntist’s study of leadeiship, and thereby enhance
smdcrstanding of the dircctions it has taken, it is not suggested, however, that these
semsaderations will provide criteria whereby the validity of scientific work about leadership may
e assaved. This must be ganged with a different set of measures.

Instead, what may be secured is some insight into the social conditions, which have
mmpelled modemn social science to define leadership in one way rather than in another; to
smphasize certain of its facets but to neglect some; to employ particular concepts, hypotheses,
e assumptions while leaving alternative possibilities unexplored. Such knowledge may provide
= with some clues explaining the emphases or the lacunac in scientific work on leadership. It is
wsctul becausc tentatively maps out the pitfalls by which this investigation may be impeded.
Fmally and very importantly, it suggests some of the concrete social responsibilities, which a
socaal scientist that studies leadership may wish to take into account. Alteratively formulated,
specsSicanion of what people mean when they speak of leadership may serve made by other social
soemnsts and in selecting our own specification of this concept.

Wy, then, are people in our society and in our time interested leadership? First, it may

e moned that extensive and articulate concern with leadership is a phenomenon conditioned by
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Somocratic valucs. Typically, men and women of Western Europcan socicty belicve that
@ that leadership behavior may be learned, that one does not have to be “born to the

= order to lead. This, in contradiction to the feudal conception of leadership, which held
skill, was the distilled product of generations of rule. While potentially sharpened
or experience, the feudal approach held that leaders “must possess the inborn instinct”.
political forces as fundamentally irrational, the feudal conception of leadership

as Karl Mannheim has pointed out, that only traditionally inherited instinct can be of
moldme the future” (Karl Mannheim, Ideology and Utopia, New York, 1946, pp. 107-
Thms wdcology of leadership served to legitimate and thereby reinforce the dominant status
v aristocracy, fortifying it against new contenders for power and position.

" hose who finally supplanted this aristocracy throughout Western Europe, the ascending
< ass had to confront and take account of the existent justification of the old aristocratic

w As part of their conflict with the feudal nobility, the bourgeoisie supported a

of keadership as leamable behavior, which through thought, discussion, and rational
could master the social process. In this sense, then, leadership was accessible to all
wall and mtcllect-the “natural aristoi” of Thomas Jefferson. This new conception of

= 2's0 had 1ts social functions: simultancously it served as an idcological weapon

e established elite and as a justification stabilizing the power to which the middle class
W succeeded.

s behief in the possibility and legitimacy of a “learned” leadership is a necessary

for current concern and demands for new and better leaders. Unless it was believed

skill could be acquired, leadership could not have become what it is remedy,

arnculated by wide social strata. Leadership, in short, is as much a social problem as

11



mmemployment, housing, or racc rclations. Like other social problems become such, not alonc
Sesamse they impair some social entity or disrupt some seitled routine, but also because they
“allenge or transgress an important value (Richard C. Fuller and Richard R. Myers, ‘The
Namral History of a social problem’, pp. 780-787, New York 1949). Which of our values has the
pr=seni-Cay world so affronted as to evoke the clamor for leadership? Here let us know some of
e =y managerial factors, which can be used to execute the leadership.
Pamoing

Planming means clearing the lask description, the process of the task and the tims to

sompicte the task. Planning includes managerial dccision-making about objectives, which onc

will get the priorities, what strategies will be used to complete the process, formal structure of

e msk allocation of resources requires to task completion, proper assignment of responsibilities
#s specific and correct as possible scheduling of the activities. The purpose of planning is to
=fiicient organization of the work unit, proper coordination of activities, efficient and
utilization of resources and adaptation to a new environment where it requires. Planning
¥ 2 cognitive activity, which involved in processing of information, analyzing it in such a
Bt the vision will be clear and deciding what (o do or what is the position. Planning seldom
m a singlc behavior cpisodc: rather it tends to be a prolonged process spanning wecks or
Smce planning is mostly a cognitive activity that seldom occurs as a single discrete

# 1s difficult to observe (Snyder & Glueck, 1980.).

There are many varieties of planning. Strategic planning inchudes the determination of
o obsectives, performance strategies and broad policies for the organizational unit. Other

srategic planning is called by organizing, which includes the design of formal structure at

level and the content of individual jobs at the group level. Planning also



# dovelopment of procedures for avoiding potential problems or disasters. Finally,
mchudes efforts by a manager to determine in advance how to allocate his/her own time

responsibilities and activities.

Faobdem solving involves identifying work-related problems, analyzing them in a

bt timely manner and decisively to implement solutions and deal with crises.

sohang often involves crises or disturbances that cannot be ignored, in contrast to
whuch likely to be stimulated by the discovery of an opportunity to be exploited of by
non of a future problem to be avoided. Problem solving is a rcactive behavior with a
perspective, whereas planning is a proactive behavior with a long-term perspective.

: pressure of time, problem solving typically occurs more quickly than planning. The
Besween planning and problem solving is more a matter of different points on a

#an a sharp dichotomy. Nevertheless, the distinction is helpful for understanding
effectiveness,

There has been less research on the consequence of problem solving behavior than on
FProbiem solving by the manager was related to managerial effectiveness in most

z= with an indcpendent critcrion of managerial cffectivencss (Carroll & Gillen, 1987,
d 1995: Morse & Wagner, 1978; Yukl, Wall & Lepsinger, 1990).

2oles and Objectives:

g is the communication of plans, policies and role expectations. The purpose of
= 1o guide and coordinate work activity and make sure people know what to do and

£ Four (4) major subcategories of clarifying for subordinates are the following;:

yob responsibilities for subordinates or team members,

13



pesformance goals and authorizing action plans for accomplishing them,
g 2 task and
z mstructions in how to do a task.
hafymg behavior is likely to be more important when there is substantial role
o mode conflict for members of the work unit. Less clarifying is necessary if the
has claborate rules and regulations dictating how the work should be done and
=+ are famihiar with them or if subordinates are highly trained professionals who have
£ W do their jobs without much direction from superiors.

Operalions:

mal monitoring involves gathering information about the operations of the manager’s
al unit, including the progress of the work, the performance of indrvidual
e quality of products or services and the success of projects or programs.
me provades mich of the information needed for the planning and problem solving,
% # 1s so important for managerial effectiveness (Meredith & Mantel, 1985),
gathered from monitoring is used to identify problems and opportunities as well as
ad modify objectives, strategies, plans, policies and procedures. Monitoring, in
B % Dacilitated by the development of detailed action plans to help a manager identify

srmance indicators and to provide a standard against which actual progress can be

monitorng 18 insufficient, a manager will be unable to detect problems before they
Monitoring provides the information needed to evalate subordinate
recognize achievements, identify performance deficiencies, assess training needs,

and to allocate reward such as a pay increase or promotion. The appropriate

14



degree of intcrnal monitoring will depend on the competence of the subordinates and the nature
of the work. More frequent monitoring is desirable when subordinates are inexperienced and
insecure, when mistakes have very detrimental consequences, when the tasks of subordinates are
highly interdependent and require close coordination, and when disruptions in the workflow are
likely, due to equipment breakdowns, accidents, materials shortages, personnel shortages and so
forth. Internal monitoring indirectly affects a manager’s performance by facilitating the effective
use of other behaviors such as recognizing, rewarding, clarifying and problem solving.

Now this is the time to discuss the antecedents of leadership for better understanding the
concept and style of leadership of Dhaka the capital city of Bangladesh.

Antecedents of Ieadership:

This paper focused on some major terms to determine the style of leadership of

predetermined geographical area. These terms are as follows:
Age

Research has shown that age and leadership is interdependent. The study is behind this
paper shows that to be a corporate leader age is a great factor. Different leaders choose different
leadership style based on their age group. No one could be successful in his/her first leadership
technique, but they managed to modify make it successful. In this rescarch program there is no
specific age group, which can help to find out leaders particular age group. Researcher found
leaders from 18 to 59 years age group the juniors are the entrepreneur.

Guidance io emplovees:

In this research most of the leaders like to provide guidance to their employees about

what should be done and how to do it i details. A few leaders are feeling strongly agree with

15



this comment but most of the number likes to agree this proposal in general. The younger fellows
are very strong in this situation.

Standard of Performance:

I eaders one of the main jobs 1s to maintain the standard of performance. Corporate
leaders of Dhaka City mostly like to maintain the standard of performance by scheduling,
directing themselves to the subordinates, very few of them were neutral in this preference. This
is the term, which mainly determine the success of any leadership decision. This is why, leaders
are often wanted to relax in this decision, and they wanl to be strict in this option.

Confidence on the Emplovecs:

Confidence on the employees is a major key to take decision, which leadership style will
be more suitable to execute. In this research very few leaders strongly agree or disagree to keep
their confidence on their employees, but most of them are confident about their employees that

employees are able to keep their performance good if the leader do not direct them.

/Concem to subordinates:

This i8 proved in many times that showing concern to the subordinates for their well
being and needs increase productivily. In this survey, excepl very few in number most of the
Icaders likc to show their concern to the subordinates rest were cither ncutral or strongly agreed
this proposition but very interesting is nobody oppose this point strongly or generally.

Equality in work place:

Positioning in the work place is one of the crucial tools in any work place, which can
mcrease or decrease the total productivity or output of any project or job. For our working

environment this 18 important of the important and is a great dilemma. This research found out



that though majority agrees strongly, trcatment of cquality in work place, but still there is some
confusion. The result researcher found is a mixed form of expectancy.

/Acceptance of Leaders:

How a leader acceptable is very important for any kind of leadership decision hecause it
measures the success of that decision. All of the leaders of this survey consider them most
friendly and approachable boss to their employees/subordinaies or/colleagues. It means they are
used to consider others benefit and other facilities, unless he/she could not become the friendly
or approachable.

Consultation with the cmplovecs:

When any problem arises in the organization a successful leader should consult with the
employees if previous sections were positive. All of the leaders under this survey program agree
in general or strongly that they consult with their employees first when there rises any problem in
the company or organization.

Emplovees Participation in Decision Making Process and their Idea:

Participation in decision making process of the employees is a vital role player in any
organization. It usually increases the acceptance of the decision, job satisfaction as well as the
productivity of that company. Considering employce’s idea into decision making process
increase employee’s morality and it gives more accurate option to solve any problem. This paper
shows that all the corporate leaders of Dhaka City encourage employees to take part in the
decision-making process and generated idea also become into the consideration.

Encourage performing the Best:
Encourage performing at the highest level and setting challenging goals and emphasizing

excellence of employee’s performance would help to achieve organizational goals. These are the



¢ organizational performance cffectively and cfficiently. All the corporate
City agreed this proposition.

Demonstration:
8 semehing ary tertan o nersen et detenstivitensesiitenes Qo=
abilities increase the total output, which also shows in the survey paper.

Summary:;

This chapter has briefly summarized the vast literature on leaders behavior and believes.
It also described how leaders are thinking about their leadership style. Still leadership is a new
concept in our socicty. Leadcership theory first camc in after the Sccond World War. Huge test is
required to make a decision. Still now new theories on leadership concept, style and behavior are
mventing by different researchers.

In this chapter, leadership was focused on the basis of age, guidance to employees,
standard of performance, confidence on the employees, concern to subordinates and equality in
work place. More over acceptance of leaders, consultation with the employees, employee’s
participation in decision making process and their idea, encourage performing the best and
confidence demonsiration is also discussed. In the discussion, it appeais to be a general
agrecement among all the scholars that to be a corporate Icadcer all the above mentioned terms has
to be fulfilled. However, beyond the research literature and studies, leadership is important in
everyday life of every one, it is an indicator of how a person is carrying his/her job efficiently
and effectively.

In this current situation, the writer is expecting to assess leadership style of corporate
leaders of Dhaka, the capital city of Bangladesh based on the questionnaires and the findings will

be discussed to the next chapter.

—
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Chapter Three

Application Section

Introduction:

To further explore the dynamics of corporate leadership style of Dhaka Clity, a survey
was conducted among randomly selected 15 corporate leaders of Dhaka City from different ficld.
‘The information highlighted the current condition of leadership style of corporaie leaders of
Dhaka City. Also, the information will assist in the future development of procedures for an
assessment of corporate leadership style of Dhaka City.

Procedurc:

A survey questionnaire was prepared and distributed to 11 corporate leaders (See
Appendix A for a sample of the survey questions). For each corporate leader participation was
absolutely voluntary and suhjects were told that the purpose of the study was to find out the
corporate leadership style of Dhaka City. All 11 leaders responded to the survey.

‘The questions in the survey were very clear, specific and based on information found in
the literature review and very common but important to build up any corporate leadership
character. The questions were designed (o find oul (he techniques, corporate leaders of Dhaka
City, cmploy to achicve their goal. The results were mcasurcd on a five point Likert-type scale
ranging from 1 “strongly disagree” to 5 “strongly agree”. Anonymity was guaranteed and no one
did not have access to the others response. A brief face to face meting took place in every where
the writer expected others attention. The major insights emerging from this survey are presented

to the next section.



Results:

Question one and two asked for demographic information. Out of the 11 questionnaires
returned all of them. Question one, showed that two leaders (18%) were in 18 — 29 years of age
group, one leader (9%) were in 30 — 39 years of age group, six leaders (55%) were in 40 — 49
years of age group, two leaders (18%) were in 50 — 59 years of age group.

Question two asked, about their time period they were providing, in corporate leadership
position. One (9%) leader have been working 1 — 3 years, five (45%) leaders have been working
4 - 9 years, two (2%) leaders have been working 10 — 15 years, thaee (27%) leaders have been
working morc than 15 ycars of timc period.

In question three, I like to provide guidance to employees about what should be done and
how to do it in details. Seven (64%) leaders agreed and four (36%) leaders strongly agreed.
There were no disagree or strongly disagree answers.

Regarding question four, I prefer to maintain the standard of performance by scheduling,
directing myself to my subordinates, out of eleven leaders eight (73%) agreed, one (9%) leader
strongly agreed and two (18%) were neutral.

To response question five, 1 do not have confidence on my employees whether they
would be ablc to do their job if I don’t tell them what and how to do on person/and or details.
One (9%) leader strongly disagree, seven (64%) disagreed and two (18%) were neutral in this
comment. On the other hand one (9%) leader strongly agreed this comment.

In question six, eight (73%) leaders agreed, two (18%) leaders strongly agreed and one
(9%) leader were neutral. They like to show concern to their subordinates for their well being

and needs.

20



Survey qucstion scven, I treat all cmploycces cqual at work place. Five (45%) leaders
agreed, three (27%) leaders strongly agreed and one (9%) was neutral. On the other hand at this
comment two (18%) leaders was strongly disagreed.

Turning question eight, T regard myself most friendly and approachable boss to my
employees/subordinate or/collcagues. Nine (81%) leaders agreed and two (18%) strongly agreed
that they are most approachable and friendly boss employees/subordinate/colleagues.

In question nine, I usually consult my employees first when there arises any problem in
the company. Eight (72%) leaders agreed and two (18%) strongly agreed and one of the ¢leventh
leader was ncutral in this answer.

Question ten (I encourage employees to take part in the decision making process) was
answered as strongly agreed by three (27%) leaders and eight (72%) leaders agreed.

1 believe serious consideration should be given to the employee’s ideas when marking
decisions (question eleven). One (9%) leader strongly agreed, seven (63%) leaders agreed and
three (27%) leaders were neutral with this question.

In response to the question twelve, (Always I encourage employee to perform at their
highest level). Five (45%) lcaders strongly agreed and five (45%) leaders agiced thal they always
encourage their cmployees to perform at their highest Iovel but onc (9%) lcader disagrec this
answer.

No one strongly disagreed or disagreed with question thirteen, I strongly believe that
setting challenging goals and emphasizing excellence of emplovee’s performance is an effective
way of achieving or organizational goal. However two (18%) strongly agreed and nine (81%)

agreed this answer.



Last qucstion was numbcr fourtcen asks about weathcer like to demonstrate confidence in
employee abilities. Among the 11 corporate leaders of Dhaka City one (9%) strongly agreed,
seven (63%) agreed and one (9%) were neutral. But two (18%) leaders were disagreed with this
answer.

The above description is simply the report of the survey questions, However, question
fifteen, sixteen and comments questions are one of the focuses of the analysis section of this
paper.

Analysis:

According to the survey questionnaire cleven corporatc lcaders responded twelve (except
their biographical queries) questions. They had only five options to answer by Likert-type scale
ranging from 1 “strongly disagree” to 5 “strongly agree”. Out of all the answers “strongly
disagreed” total 1%, “disagreed” total 9%, “strongly agreed” total 20%, “agreed” total 62% and
total “neutral” were 8% (See table 1). Additionally, the answers to the following questions can
provide a better understanding about the corporate leadership style of Dhaka City.

Additional Criteria:

In the questionnaire question number fifteen was designed for evaluate each corporate
lcader’s role modecl of his/her own considcration. Again qucstion sixtecn was dcsigned to
evaluate when they consider one a failure leader. In the following sections these two questions
will discuses in details.

What T like most of a successfiil leader:

In this section each and every corporate leader had full freedom to write what ever like.
In this section most ot the terms raised are loyalty ot a leader, honesty, dedication of work and

motivation to motivate all the subordinates or friends or colleagues. Moreover well behavior,

-



confidencc on own performance, well communication powecr, good reputation to the socicty and
participation in all the tasks ordering to complete are also very necessary to build up a good
corporate leadership style or personnel. It is not necessarily that every body has to have all of
these powers but every one supported that a reputed corporate leader should maintain at the
highest attempt to attain all the sources of corporate leadership.

What I like least of a failure leader:

Again in this section there was no obligation. According to the answers, most important
terms and reasons to become a failure leader are dishonesty 10 the subordinates or clients or
others who don’t have cven any relation with this business and lack of Icadership quality, which
includes controlling power, missing commitment, bad temperature, insincerity and failure to
delegate.

Tt should be clear that there were two neutral persons, whao didn’t attempted in this

section.



Summary:

The following table is based on survey questions it shows respond to the questionnaires’
rating scale of the corporate leaders of Dhaka City. If strongly and not strongly merged in
together then the agreed part is 82% and disagreed portion are 10%, except 8% neutral answers

of the corporate leaders.

Table 1: Corporate Leadership Style at a Glance.

Status Percentage
Agree 82%
Disagree 10%
Neutral 8%

Corporate Leadership ata Glance

Agree
82%

Neutral Disagree
g % 10%

Table 2 presents the mean average of all the questions of the survey is presented on a five points
Likert-type scale. On this mean average table, the higher the average mean, the higher the agree

is. Each question consisted of five points on the basis of Likert-type scale. One to five points




have been assigned to cach question where 1 point is given to strongly disagrec and 5 point

strongly agrees. Now, multiplying the number of respondents with the each scale point for each

question, then add up the total points the one question. Then divide those points by the total

number of respondents (11 respondents in all questions) and this result is called the mean

average of that particular question. Also, the table is arranged according to the highest mean

average to the lowest.

Table 2: Mean average of the survey questions.

Question Survey questions Meun Average
3 Like to provide guidance to the employees about performance 4.36
4 Prefer to maintain the standard of performance 3.91
5 Don't have confidence on my employees 2.36
6 Like to show concern to my subordinates 4.09
7 Treat all equal at work place 3.82
8  |Regard myself most friendly and approachable | 418
9 Usually consult my employees in case of arising any problem 4.09 |
10  |Encourage employees to take part in decision making process 4.27 |
11  |Serious consideration should be given to the employees idea during 3.82
the decision making process
12 |Encourage employees to perform at highest level 4.27 .
13 |Challenging goals and emphasizing excellence is an effective way of 4.18 |
achicvement
14  |Like to demonstrate confidence in employee ability 3.64




I'rom this tablc, onc can visualize the cntire survey results. It roveals those corporate
leaders of Dhaka City, for the most part; corporate leaders like to provide guidance to the
employees about performing their job. On the other hand, the lowest mean score in question 5.
This question is, I do not have confidence on my employees whether they would be able to do
their job if I don’t tell them what and how to do in person and or details. This shows the least
accepted item in this survey. In this table, question 1 and 2 are¢ disregarded because of their
demographic nature. Also question 15, 16 and comment section are not included because of their
write-in nature.

However, the results presented in the above table show the corporate lcaders reaction on
a 5 point Likert-type scale. From this table, corporate leaders of Dhaka City look more or less in
custom forms.

All in all, it is safe to conclude that overall corporate leader of Dhaka City are using

mixed corporate leadership style but in uniformed package.



RESULTS

Where,

SD = Strongly Disagree

D = Disagree
N = Neutral
A = Agrce

SA — Strongly Agree

Survey questions S| D | N SA
Like to provide guidance 0 0 0 1
Prefer to maintain the standard of performance 0 0 2 1
Don't have confidence on emplivééé - ) 1 7 2 1
Like to show concern to subordinates 0 0 1 2
Treat all equal at work place 0 2 1 3
regard most friendly and approachable to others 0 0 0 2
Usually consult employees in case of arising any problem| 0 0 1 2
Encouraéé_ émploye?es— 1o take part in decision maﬁing 0 0| o 3
process
Employees idea should gel priority in decision making 0 0 3 1
Encourage employeces to perform at highest level o[ 1]o 5
Chaﬁgnging goals and cmphasi_zitTg; cxcellence is the way| 0 0 0 2
to achieve
Like to demonstrate confidence in employee ability 0 2 1 1




Chapter Four

Conclusions and Recommendations

Conclusion:

In this study, there was no significant level of contrast between the findings of the
literature review and the findings of application section. However, corporate leaders of Dhaka
City were uniformed in their leadership style. Lable 2 clearly showed that the highest mean
average on all of the corporate leader of Dhaka City like to provide guidance to the subordinates
or employees about what should be done And how to do it in details, encourage employees to
take part in the decision making process. They also encourage employees to perform at their
highest level at the same time most of them regard them most friendly and approachable to
others. Again it is clear that they also disagree with the answer, which is don’t have confidence
on employees whether they would be able to do their job if it is not demonstrate clearly in
person/and or details.

However, it is safe to conclude that corporate leaders’ of Dhaka City are trying to
establish a good and highly moral corporate leadership style.

From chapter three, it is clear that corporate Icadership does not depend on a specific

faf;fgr. R?lhcr it is a combination of many other factors, such as loyalty, honesty, dedication,
inotivational quality, confidence, communication power and well behavior. Moreover, it is .
proved that most important is participation in every where it is needed. All these factors are
playing role for build up good corporate leadership style. All the leaders explained very clearly
how those factors are affecting each and every leadership style.

From this research, it is observed that careful evaluation on corporate leadership style of

Dhaka City can definitely assist anybody to identify his/her own position of leadership ranking.



Recommendation:

Eighty two percent of the respondents agreed the comments used in this survey
questionnaire. Whereas, ten percent of the total respondent disagreed and eight percent were
neutral (see table 1).

Even though this study was not a significant contrast between the findings of the
literature review and the findings of application section, some other factors came in light by the
comment section of the questionnaire.

In the comment section all the corporate leaders of Dhaka City recommended some major
and important factors, which is very csscntial in any socicty to build up corporate leadership
style. Communication power, confidence, dedication and well behavior are the factors, which are
playing the major powerful roles in building up a common and acceptable corporate leadership
style.

Last but not the least; it can be said that anybody has the qualities mentioned in the
questionnaire and the factors came into the light by the comment section is enough to build up a
corporate leadership style, which will be example to others. But it is clear that, the corporate
leaders of Dhaka the capital city of Bangladesh are more or less uniformed in execution the

corporatc lcadership stylc and choosing any other stylc.



Chapter Five

Reflection:

Without any doubt, all the skill learning from this course “Leadership Management” will
help me navigate in my next life. At this point of my life, I wish to pursue a challenging and
sportive future where I can imply all the factors I am learning from my different courses under
the Business Administration Program. Whatever path I choose, I know all these learning
experiences from the program will have a great influence in my future professional life.

This paper writing has created an opportunity to integrate all the skills in Business
Administration program. For this rcason, it was possiblc to cxposc myself to many diffcrent
techniques and avenues of knowledge in recent leadership management developments. Also I
had a chance to learn how to utilize the theoretical knowledge in solving the problem and
analyze problem-situation in more practical perspective, while I was writing this paper. For
example, how to prepare an effective paper, how to analyze the collected data to reach on a
constructive, progressive decision all these came to me as valuable experiences. In a word, the
decision making process, analytical skills, communication skilis and above ali thinking process,
have created a philosoplier inside me to adapt to this 21* century’s Iadership management. All
in all, this papcr has updatcd my past cxpcericnces to cope with the present time and cultivated an

insightful mind to foresee the future challenges in field of leadership management.
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AF?QmHX A

Survey Questione

Name:

Designation:
Organization:

Questionnaire for Leadcrship Style

Instructions: Please circle/mark the one that best matches of vour knowledgpe
and experiences as a leader position in vour institution/compansywork place.

. I belong to:

. 18 10 29 vears of age group
2. 30 to 39 vears ol age group
3. 4010 49 vears ol age group
4. 50 to 59 years of age group
5. 00 years or older group

[ Thave been working as a manager-leader posihon or:
1. less than | vear
2. 110 3 vears
3. d 1o 9vears
4. 1010 15 vears
5. 15 vears or more (write the number)

I, Thke to provide guidance to emplovees about what should be done
and how to do it in details.
I. stronglv disngree
2. disagree
3. neutral
4. agree
5. strongly agree

IV Tpreler to maintain the standard ol perlormance by schedulimg,
directing mysell to my subordinates.
I. strongly disagree

2. disagree

3. neulral

4. agree

5. strongly agree



V1.

VII.

VIII.

I do not have conflidence on my emplovees whether they would be
able to do their job if I don’t tell them what and how (o do i
person/and or details.

1. strongly disagree

2. disagree

3. neutral

4. agree

S. strongly agree

[ like to show mv concern to mv subordimates lTor therr well bemng and
eeds.
I. strongly disagree

2. disagree

3. neutral

4. agree

5. strongly agree

[ treat all employees equal at work place.

1. strongly disagree
2. disagree

3. neutral

4. agree

5. strongly agree

[ regard mysel{ most fitendlv and approachable boss (o my
employees/subordinate or/ colleagues.
I. strongly disagree

2. disagree

3. neutral

4. agree

5. strongly agree

I'usually consult myv emplovees livst when there arises any problent in
the company.

| stronglv disagree
2. disagree

3. neutral

4. agree

5. strongly agree

(-
i



X1l

XIT.

X111,

XIV.

[ encourage employees 1o take part in the decision making process.

1. strongly disagree
2. disagree

3. neutral

4. agree

5. strongly agree

1 believe serious consideration should be given 1o the emplovee’s
ideas when marking decisions.

| strongly disagree
2. disagree

3. neutral

4. agree

5. strongly agiee

Alwayvs | encourage emplovee to perform al their lnghest level
I stronglv disagree

2. disagree

3. neutral

agree

5. strongly agree

[

[ strongly believe that setting challenging goals and emphasizing
excellence of employee’s performance 1s an ellective wav of
achieving or organizational goal

[. strongly disagree

2. disagree

3. veutral

4. agree

5. slrongly agree

Usually I like to demonstrate confidence in emplovee abilines.

I. strongly disagree
2. disagree

3. neutral

4. agree

5.

strongly agree

24



XV. What I like most about a leader and would consider him/her a
successful one?

XVI. What I like least about a leader and would consider him/her a lailure
one?

Comments: (Please use the back of the page 1f vou need more space)

You have now completed this survey. Thank you !!!



