.

AD=AO&7 191  STATE UNIV OF NEW YORK AT BUFFALO DEPT OF PSYCHOLOGY F/6 5/10
PREPARATION OF A MANUSCRIPT ON LEADERSHIP DYNAMICS, (U)
NOV 77 E P HOLLANDER NOOO14=76=C=0868
UNCLASSIFIED NL

A
AD4TI
END
DATE
FILMED
| -/




ll2

=
22 fhes

TFEFEEER
FEEE
FE

=
I.M
o

Er
¥
Er

Fi‘

MICROCOPY RESOLUTION TEST C
NAﬂdNAL BUREAU OF STANDARDS-1963-

- -
..“ SR o a T |
b - e \-;:?;.;\"5'
/ A3 ” i !




Ty
J U A SRS N -

i
@4

3

P d ™ i

e

-

O s

-_‘-'\d\'.._;

)
¥,

¥y

ey
~,
3

‘\"_
S
-

3257

.
&

prooe - At
A Gl
»

4 Y

S AN Y
L RO ey |

el s SN

Ly
‘5

-

-

s
»
...'

i3

-
-

P

'.s.v}
&
* . LR

ADAO047191

P
0.

AD N

DDG FiLE copY

EINAL_REPORT

Preparation of a Manuscript on Leadership Dynamics
B8y Edwin P. Hollander

State University of New York at Buffalo

November 1977
D DOCN
]j\ﬁjfﬁﬁﬁjrwlfﬁfiil

%’ N0V S0 1977

Prepared and Distributed under !”“"E'QI:; “{3’

ONR Contract NOOO!14-76-C~0868

NR 170-826
NR 196~147X

Edwin P, Hollander, Principal investigator

Department of Psychology
State Unlversity of New York at Buffalo
4230 Ridge Lea Road - E
Buffalo, New York l4226.

Reproduction In whole or in part Is permitted for
any purpose of the United States Government.
Approved for public release and unlimited distribution,




UNCLASS IF IED

SECURITY CLASSIFICATION OF THIS PAGE (When Date Entered)

" REPORT DOCUMENTATION PAGE BEFORE COMPLETMG Foru |
WU ‘F'WTTGW T RECIFIENT'S CATALOG NUMBER

Final Report L

4. TITLE (and Subtitls) _. ., '-m J Se r q?, !
=20 . s} - -
é Preparaﬂon of a Manusc'rlu 0'[ rous v ;) b

Leadership Dynamics, [T PERFORMING ORG. REPORT NUMBER |

e

[7- AUTHOR(e) ’ ‘ [ ANY NUMBER(e,

| 4-76-C~#868 =
: / Nopi ~J ;;aﬁ/ﬂrjh"‘
3. PERFORMING ORGANIZATION NAME AND Aobnm 0. :. Al.Agol xzﬂﬁl 1'-"':”‘ m. TANK

Dept. of Psychology; State University of New York.

at Buffalo, 4230 Ridge Lea Road NR |70-826
Buffalo, New York 14226 NR 196=147X

11. CONTROLLING OFFICE NAME AND ADDRESS
Otfice of Naval Research
800 N, Quincy Street

Arlinaton, Virginla 22217
. MONITORING AGEN NAME & ADDRESS(!! ditfferent from Controlling Office)

Unclassitled
Ty ARIFICATION/ DOWNGRADING 4
; llzu LE

' b
A

oy ot \:3

1. DISTRIBUTION STATEMENT (ol thle Report)

17. DISTRIBUTION STATEMENT (of the abstrect enlered in Blook 20.“

. SUPPLEMENTARY NOTES

: { ; _Contract Support from the Psychologlical Sciences Divlsloﬁ,
E |} Office of Naval Research ,

-

e b S o s
-
[ ]

k 1 3 19. KEY WORDS (Continue an reverse slde Il necessery and identily by block mummber)

x3 Leadership, Management, Supervisio

' Leader-Fol lower Relatlons i

Leadership Effectiveness, Sroup and Organizational Performance,
Planned Change ! i

20. ABSTRACT (Continue on n.nuo slde it necessary and Identify By blook mmnber) The fask Of ﬂﬂs con‘rracf

was to Integrate a major part of the |lterature on leadership in the form of. .
a book almed at leaders or would-be leaders who wish to know more about the
process of leadership. A wide range of topics Is covered, inciuding a variety
of current and older approaches to leadership, Primary emphasis Is given to a
more dynamic view of leadership as & two-way Infiuence process involving the
leader and those who are foliowers In a social exchange relationship, This is

called a transactional approach, an% its practicaiities are stressed within the
ORM 1473 A-Eoimion oF 1 Nov 6813 oBsSOLETE : :

F
1JAN 73
8/8 0102-014~ 6601 |
. . - secumiTy CLM'ICATW;Z' THIS PAG .

Y031 33

tm—— e




-

T P T T e T
v
s i

74 Al

e

P i g
oA 5

A
~

-
————

e St
%y

AKRIE
NEE B 2SRl ¥
ped '--—JL‘

-

il

-

Ve -d
]

e Bpe——

RGLEY: " :
NTIS X n
poe BlL »w .4 ’
GHANNTLYS D C
JUSTISICATION - o
ST A
Final R == tract 14-7 DISTRIGUTION/AVAY ABE.TY CO0ES
L. 4/o_SPEOIAL
Dist.__avAi. 4700 0T
PREPARATION OF A MANUSCRIPT ON LEADERSHIP DYNAMICS et
8y Edwin P. Hoilander \
|
State University of New York at Buffalo 1

November 1977

troducti
For some years, the author has been Involved In a |Ine of research on
leadership with a primary focus on l|eader-follower reiations ynder a varlety ‘
of conditions. This emphasis has been calied a transactional approach to
ieadership. |t stresses a more dynamic view of ieadership as an influence
process invoiving two-way [nfiuence and social’oxcﬁange between the ieader
and those who are followers. J
The manuscript prepared under thls contract is designed to Integrate §
much of the research on leadership within this more dynamic view. As the §

Table of Contents below Indicates, a wide range of topics s considered in

the manuscript, Inciuding a variety of older and cuirrent approaches to lea-

dership. A large context of findings and theories Is provided,: apart from

the transactionai approach.,

PRI A are P

From a practicai standpoint, this work is intended primarily for the

|eader dr would-be ieader who wants to learn more about leadership as a soclai
<

procossg' Therefore, It is oriented malnly toward the practicaiities of iesder-
follower relations. The essential polint is to deal with the kind of issues

and concerns which are reievant to the theme of leadership effectiveness.




LEADERSHIP DYNAMICS:
A PRACTICAL GUIDE TO EFFECTIVE RELATIONSHIPS#*
by Edwin P. Hollander
i. Leadership: What s 142 '
Leadership Is an Infliuence Process. Background. Varieties of Leadership.
Leadership and the Leader. Leaders and Foliowers. The Leader-foliower
Transaction. Sharing Leadership kcflv]flos. Responsibiiity and Accountabliity.
2. Ways of Approaching Leadership
The Person and/or the Times? Traits and Leader Functions. The Description of

Leader Behavior. Leader Style. The Situationai Approach. Contingency Modeis.
The Transactional Approach. Iidiosyncresy Credit: Earned Status and innovation.

P

3. Leader Authority and Foliowership
Authority and Legitimacy Among Followers. The Perception of Status and Credi- ]
bility. Becoming and Staying a Leader. Effects of Appointed or Eiected Leader- 1
ship. Eftfects of Folliowers' Behavior on Leader Behavior. 1

4, Social Exchange in Leadership

Basic Concepts of Social Exchange. What Makes for a "Fair Exchange" in Leader-
ship? Leadership as a Transaction. System Progress and Leader=Folliower Team
Effectiveness. Distributive Justice and Equity. Leader-Foliower Roles and Power

5. Leadership Functions In Organizations

Leadership Roles and Group Masintenance. Resources and Powers in Management and
Administration. Defining Group Functions and Goals Adaptively. The Leader's
Task and Human Relations Functions. Participative Leadership. Job Satisfaction
and Dissatisfaction. Job Enrichment and Management by Objectives.

6. Leadership Effectiveness

g
et s
£ B P SR e O g TR e T T

 SUNS
o B

Effectiveness for Whif? identifying Leadership Effectiveness. Interpersonal
Qualities in Leadership Effectiveness, Enabiement, Restraint, and Autocratic
Leadership., Foresight and Pianning. Leader Tralning and the identification of

| o
59; Effective and Ineffective Leaders. Maintaining the Leader Role,

gi@ l s Leadership and Social Change : '

37 i . .

kg | Making Needed Changes. Organizational and Institutional Responses to Change.

?ﬁ i Organizational Renewal. Group Dynamics and Change. Charismatic Leaders.

bl { Organizational Structure, Control, and Limits to Innovation,

£

’ [2 2

4 8. Leadership Dynamics: A Summing Up

L r

zg How the Transactional Approach is Different. Variations on Leader Competence,

o Variations on Leader Style. Variations on Leadership Effectivaness. Parting

K Thoughts. A : 3

ey 4
E;‘ #To be pubiished by the Free Press, a Division of the Macmiilan Co., inc., in Spring nK7e..
b "
A

By d

” : : L




e ’

T
gl o 0 VR,

gt st

e
P

i

“y
Sy ALy

- 2 >
8 S Ry
ez Vs T

b T MR

av
v 3k

S it
3R

\N‘
<&

M )
athss R

-
-

S

Casmusv. 3
.

Each of the first seven chapters concliudes with a summory of its essentlai

points. The last chapter Is reiatively brief and Is itself a summery. As & short

exposition of the major material in the manuscflpt, these summaries are a useful
indication of Its contents. They are reproduced here by chapter, with some sum=
mary remarks from the last chapter concluding this report.
Chapter |
Leadership: What Is 112

Leadership Is a process of Infiuence which Involves an ongoing transaction
between a leader and followers. The key to effective ieadershlp is in fhls re-
latlonshlp. Although most attentlon is given to the leader, ieadership depends
upon more than a single person to achisve group goals. Therefore, the followers
as well as the leader are vital to undorsféndlng leadershlp as a process. fol~
iowers support the leadership activities and the leader's position.

Members of a group Involved in @ J(:lnf tesk operate within a leadership
structure, which includes rules and traditions, A structure indlcates the pat-
terns of influence and status and the different roios to be fiiied. |t should
help in achieving good performance and member satisfaction. !

The leader |s usualiy the mosf influential person In the group. However,

being a leader and being a follower are not Inconsistent with one another. In

nany sltuations indlviduals must show qualities of both. Although the ‘leader role

is usually directive, there are other aspects of leadership, Inciuding probiem
solving and'confllcf roso!uflon. Leadership functions may Bo”sharod, but the
ieader Is especlally responsible for maintaining the group, defining the situa~
tlon, setting goals, reducing uncertalnty, and providing stabllity. With the

leader's greater responslibiility goos the necessity to be accountabie to followers.

fhis |Is part of the leader-foliower transaction and the sense of a "fair ex~

shange" of benefits on both sides of the relationship.

P
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Chapter 2

Ways of Approaching Leadership

Beginning with the "great man" theory, various approaches to ieadership
have been pursued over the years. This chapter deais with several of them in
historic perspective, inciuding *ho.issuo of the person and/or the times,

The ireit spproach stressed the personal characteristics of the ieader. It
deait both with who becomes a ieader and what quaiities make a2 leader effective,
sometimes disregarding the difference between the two. A hereditery basis for
ieader quaiities was part of the ciassic trait approach, as in the "great man"
theory.

The iack of generalizability of the trait spproach led to two interreiated
developments. First was the description of ieader behavior, in varyin§ organiza~
tionai roles. Second was the situationai gpproach, which emphasized the character-
istics of the particular situation and task in which the leader and foliowers were
mutuaily involved. The stress was on the demands made for par*i?uiar ieader char-
acteristics. |

An extension of the situational approach was the deveiopment of contingency
modeis. These mode!s attempted to specify what leader attributes are appropriste,
given ceé*ain contingencies in the situation. They emphasized factors cailing
forth different ieader quaiities to schisve effectiveness.

A parailei deveiopment in fimo was the iransactional approach which considered
(N .

the quaiity of the relationship between the leader and foliowers. The perceptions
by foliowers of the leader's status and legitimacy are significant to this concept.
One example of the transactional approach is the "idiosyncrasy credit" modei of
ieader~fol lower relations. |t emphasizes sources of earned status, and the

iatitude provided for innovation by the ieader.
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Chapter 3
_Leader Authority and Foliowership

Authority requires that the leader have a iegitimete basis. Legitimacy may
come from appointment, election, or from the wiillng support of foiiowers, It is
the basis for the acceptance of the ieader's assertions of infiuence. Acceptance
of infiuence aiso. is reiated fo the nature of the ruies governing the activity.
Also por?ln;nf are the foliowers® perceptions of the ieader's direction as con-
sistent with organizational and individual goais. With authority go responsibili=-
ties, which may or may not be mafched.by the authority granted. Authority is en-
hanced by the foilowers' view of the ieader as competent and hofl&afed..

Status is related to having credibility as an infiuence source. |t is deter=-
mined by the way that leaders are perceived and reacted to by foliowers, as part
of a fransactionai process. Emergent leaders especiaiiy depend on the foiiowers'
perceptions of their motivation and capabiiity. An emergent !dader may be the one
who speaks up first and/or most in a group, and stands out as highiy motivated.
individuals can be encouraged in !sader-type scts .y vari.us means, including sup-
port from others, and then behave ilk? a ieader. “3 b peraa’>~d as one. Individ-
val motivation to be a leader is aiso importa~ |5 ecoming cu9, Tﬁere are differ~
ing quaiities involved in the processes of a.. ni- gqﬁ mainfalnlné the ieader
role. A ieader's actions are usuaiiy seen tv be more fhplrosulf of his or her in-
tentions, and wiii produce reactions different from those bofor; a persén was a
leader. Ano'ther distinction is made regarding leaders who come from inside or
outside, with advantages and disadvantages associated with ;ach.

The proéesses and effects of ieadership are affected by whether a ieader is
appointed or eiected. Eiection gives foilowers a greater sense of responsibiiity
for the leader and higher exbecfafions regarding his or her performance. Eiected

leaders mﬁy have té be more accountabie to fol lowers, but may stiii feei freer to

S—
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act because thelr legltimacy comes from followers.

As part of a transactional !

process, followers cen affect leader behavior by requlring accommodation to their
behavior.

Chapter 4
Social Exchange In Leadershlip

Social exchange refers to beno@lfs which are given and received as rewards.

{n leadershlp, soclal exchange Involves two-way Influence between fhe' téader.and
fol lowers, with due recognitlon of fho contribution they make. A "falr exchange"
involves these qlements!and the leadef's efforfs to bring about favoraple outcomes
for the group, Some fo!lowers may have a close; relationship wlfh the ieader than
others. This may produce greater benefits to them, in part because of the resource
the leader commands, but also hlgher costs. The actual "profit" may be no greater
than for the other followers who receive less but have lower costs.

The transaction between the leader and followers Includes the two factors of
System progress and equity. The flrst deais with attaining group goals and the
second with the fbliower's sense of being freafed:fairly. As a resourée providinc
benefits to the group or organization, the leader receives greater esteem, status,

and influence., In return, the foliowers expect the leader to give direction, de~

fine reaiity, and set goais almed at effective performance. If a leader fails to

perform well, he or she stili has the capacity to retain some foilowing.
Followers require a sufflicient sense of belng fairiy rewarded to }emaln in-
slde the gr;up and be satisfied. This sense of equity offgn depends upon a com-
parison with what others, of comparable characteristics and responsiblilty, are
reéolvlng relative to thelr inputs, The leader needs to be alert to perceived

Inequitles, and may be blamed for them as a determiner of rewards. These per-

ceptlons are subjective judgments since rewards and costs are always reiative fo
the people involved.
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are important, namely, the task and social structure. The task is 'a main eiement

Roies in leader-foiiower reiations are affected by the use ~f power to
exert controi. Resigtance to power is aiso important as part of a process in-~

o it O ST

volved in the two-way nature of social exchange. Bold assertions of power by a

teader can create costs to the ieader and to fﬁo ieader-foiiower reiationship.

PP T

Social exchange heips to check egoism and the abuse of power. Power can be dif- ;

fused and shared -in an organization, rather than being iocaiized in one piace.

Chapter 5
Leadership Functions in Organizations

Organizational ieaders fiil various roles, the major one of which .is manag-
ing the activities of others. The ieader's roie aiso includes faciiitation of
work, and attention to the important function of the group's maintenance as a
cohesive unit, This function is carried on within the iimits of time and avaii-
able Eesourcos. There are other roies played by both ieaders and grﬁup members
which can contribute to or affect maintenance, and group performance. .

The perfofmapce and satisfaction of group members does not depend upon the
actions of the leader alone. Furthermore, the powers of a leader stiii require

the use of persussion. There are two other factors in the context of work which

in esfabifshlng a basis for action. A structure involves reporting reiationships,
and communication channeis, but aiso ;oncepfs people hoid about the way things are.

There geéds to be a balance between conformity to organizational ruies and the
tiexibiiity needed for individuai expression. Otherwise, the group loses the cap-
aclfy'for taking lndbvaflvo action and the organization suffers. A ieader must
encourage and retain the potential for adaptability, recognizing that innovative
thinking is not disloyaity but rather is in the organization's interests.

The ieader's task and analytic skiils need to be baianced by human reiations
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skilis. Both are important in implementing decisions and faciiitating concerted
action, Human reiations abiiity is part of a process of transiating 2 program
into action. It aiso is necessary for incressing Job satisfiers and reducing
dissatisfiers. More satisfying conditions of-‘ork may be created through such
activities as job enrichment and management by objectives., These activities
represent a productive use of social exchange in organizationai ieadership.
Chapter 6
Leadership Effectiveness

Etfectiveness can be gauged by various standards. In general, leadership
effectiveness depends more on the way things are done by ieaders ;nd followers to
achieve goais. It involves attention to benefits for the individuais comprising
the group, Although ieadership effectiveness contributes to organizafional of=~
fectiveness, It differs in its emphasis, Leadership effectiveness may be con-
cerned nore with a comparison between a group's actual and potentiai perform-
ence. Organizationai effectiveness l§ gauged mere with regard to efficiency in
achieving productivity.

Leadership effectiveness requires ggg!-sezilné. imnlemontation, evaluation,

and feedback. Tiese are steps in a coomunication iink between the ieader and

foiiowers to provide a unified vfow of the group's common purpose. There are

interpersonai qualities of leadership: effectiveness important to exerting influence.

However, infiuence is not sufficient by itseif but depends upon the peécepflon of
a leader's compe?ence, fairness, and identification with ?he group and its goals.
The content” of each is determined by the special clrcumsfances which exist in a
given situation. In most situations a leader is expected to show enough compef-
ence on the task, and to have sufficient interpersonai skill, to heip in gairing
group goais with attention to the needs of followers.

The effectiveness of ieadership is associated with open communication and

i e G
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with signs ot fairness and of dependability on the ieader's part. Enabiement

is provided by the ieader's willingness to have others contribute and deveiop

thelr capabiiities. Although an autocratic ieadership style may be necessary
at times, it can thwart such developments in the fong run.
The skilis of leadership also inciude the ability to show foresight and
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plahnlng in dealing with new conditions. [magination and a sense of what might
A be are essential to this process. Training Indlviduais in skilis for leadership
efchtlvoﬁess is quite possibie, even though some individuals can be identified
who have the potential to be effec?lv§ with regard fto capaclity and experience.
Maintaining the role of leader is another important aspect of effectiveness.

it depends upon fuifilling expectations for performance, and being adaptabie
to changing requirements.

i i i

E ot - Chapter 7

g Leadership and Social Change

~ An importent function of leadership Is to faciiitate efforts for planned
change. Some chanﬁos'occur.uhethar or not peopie initiate them, because of iife
circumstances. But change may be planned or resisted, or shaped, by the efforts
of concerned individuais. Where a need is r;cognlzed,‘fhoy toeke the initiative

g : in seeking. imaginative ways to meet new circumstances, and new loa&ers may arijse.
i g Orgenizations may be typed as "mechanistic” or "organic" according to their
responsiveness to change., The mechanistic type is hlgh}y control led, emphasizes

obedience to superiors, and can function weli only under stable conditions. The

organic type is more open and adaptive to change. Aithough difticuit, it is
possible to move from a mechanistic to an orgenic type it there is an apprcpriate
ieadership process. Organizational renewal is necessary to avoid rigidity and
deciine. ([t involves deliberate attention to adaptive change through recruiiwent

and deveiopment of taiented individuals, an environment that encourages individuai~-
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ity of ideas, organizationai seif-criticism, and fiuidity of organization.

In group dynamigs there are three aspects in making a change. One is to
introduce an Innovation, the second is to overcome resistance to it, and the
third is to establish the new practice. The person who is abie to accomplish
these actions is most likely to be a leader who has the supgor# of the group.
Thaf,person's perceived trustworthiriess can be a ﬁajor component in organizing
change. A ieader also can have 8 significant effect in reducing or maintaining
intergroup confiict. The concern with credibility in the group can be a3 pivotal
element in the leader's stance as the group's advocate. In a crisis, with a
shared sense of urgency, charismatic leaders may be influential in briﬁging about
change, especially in social and poiitical movements. Such leaders have a strong
emotional appeal to their followers, though others may not feel it.

Organizational rules are necessary, but they may have unintended effects.
Techniques used to monitor performance can cause those being observed to try to
out-maneuver the system. When a jeader relies excessively on ruies, the effect
is to timit initiative and dampen prospects for reacting appropriateiy to unfore-
seen conditions. A balance needs fd be sfru;k be*ween.esfablishgd procedures
and requirements for innovation and change.

Chapter 8
.Leadership Dynamics: A Summing Up

Leadership requires more attention in dynamip fqrmg. as g'process; One
source of confusion in the study of leadership has been the failure to disting=~
uish it as a process from the leader who is the occupier of a central position
init.

The transactional approach to leadership emphasizes persuasion. and the two-
vay influence and social exchange relationships between |eaders and foiio&ors. in

these reiationships there is an exchange of benefits In which the ieader gives
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:cmething and gets something. He or she Is usually expected to provide competence 1

2 the main task, and fairness in dealling with others, among other expectations. ]
~ return, the leader receives the greater infiuence which goes with status, rec-

zgnition, and esteem. These are part of 2 leader's legltimacy in exercising

i b

authority.

inaddition to iegitimacy, leaders have personal qualities which are perceived
by foliowers and affect their responsiveness to the ieader. indeed, there now is a
resurgence of Iinterest in people who £ill the leader roie, especiaily where it is
possibie to relate their characteristics to task demands and other aspects of the
situation. This deveiopment is seen in contingency modeis, as weii as in the
transactional approach. Both approaches are essentially "neo-situationai" efforts
to represent more of the richness of the leadership process.

A ieader's perceived competence is iikely to be the most significant factor
in ieadership effectiveness. Although subjective, judgments about "getting re-
sults," “showing abiiity," and other such quaiities carry weight in foilowers'
-arceptions of the ieader. This factor is also the main initial source of idio-

wyncrasy credit, which aliows the ieader latitude for influence and innovation.

while there is usualiy a greater sense of invesiment in someone that foiiowers have
put in the leader's position, an eiected ieader remains vulncrablé fé being repiaced.
For continued support from foliowers, & leader's perceived competence and motiva-
tion is perticulariy crucial. ‘ '

The effect of a ieader's style depends on qualities which are appropriate to
the leader-foliower reiationship in-a given situation. The éoncopf of leader styie
usually invoives bi-polar comparisons, such as autocratic or democratic, task- or
human reiations~oriented, and ciose or distant supervision. Each of these needs to

be understood in a particular context. Styie is a reiational concept, and the res~

ponse of followers matters a great deai for effectiveness. |t is risky to make
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sweeping statements about a quality needed for a ieader to have an effective style
uniess more is known about follower expectations and the nature of the situation.

Two common ways of dealing operationally with the effectiveness of leadership
are through measures of Influence and porfonnanc;. but nelther is entirely satis—-
factory. A leader is not effective merely by being Influential., The outcomes of
that influence, and the activities along the way, cannot be overiooked. On the
other hand, just knowlng about ocutcomes, independentiy of what resources the |eader
and group have avaiiable, aiso provides only a limited view. Although centered in
the leader, an entire interpersonal system is invoived in the question of effect-
iveness. ;

Communication is a particulariy important element in leadership effectiveness,
and the abiiity to give ciear expression to what is intended is valued. Studies
of persuasive communication indlcate that the receiver of a communication will
actively select and process it, as well as giving attention to Its source. There~ |
fore, while a |leader conmunicates a doflnlflon of the situation to folliowers, they 4
=re not passive but process the information for its relevance to goal~setting and !
the attaimment of group ob jectives. .

The fransactional approach therefore affirms an active role forwfollowers.
Every benefit Is not seen to depend upon the leader. initiatives are not expected

to come only from the leader. Being a leader and being a foilower are not viewed 3

as mutuaily exclusive categories. This more active sense of the foliowers' roie

is Important 'in understanding the leadership process.
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