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Abstract

Organizations are facing major challenges, many of them resulting in restructing,
reengineering and downsizing. Work environment have become more complex and

sophisticated. The need for leadership, has become more critical. Today's leaders are

confronted with unpredictable challenges, which require a different degree of flexibility

and leadership style. For managers to lead their workers most effectively, they need a style
of leadership behavior that is tailored specifically to the employees' level of commitment.

Employee perceptions of leadership style are all that really matters to leaders.

Employees do not respond solely to what leaders think and do and say but to what they

perceive leaders are. Leadership is truly in the eyes of the beholders.

The aim of this research was to identify what type of leadership style used in banks of

Turkish Republic of North Cyprus, and the workers' perceptions of their supervisors
leadership style.

Type of research is descriptive. Study settings is field study. Unit of analysis is workers in

banks of North Cyprus. Time horizon is one-shot study, questionnaires were distributed

and collected within one month. Nonprobability sampling is applied, convenience sampling

method were used. Two type of questionnaire were distributed to supervisors and workers.

Results of this study is that supervisors see themselves as democratic leaders. And
workers perceive their supervisors as democratic leaders.
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INTRODUCTION 

Problem 

Organizations are facing major challenges, many of them resulting in restructuring,

reengineering and downsizing. Work environments have become more complex and

sophisticated. The need for leadership has become more critical. (Earle, 1996) Alan
Deutschman (1993) Therefore, today's leaders are confronted with unpredictable

challenges, which require a different degree of flexibility. For managers to lead their

workers most effectively, they need a style of leadership behavior that is tailored

specificallyto the employees' level of commitment. (Niehouse, 1987).
In summary, now appears to be an ideal time to study the types of leadership used in

commercialbanks of North Cyprus.
So the main problem of this study is to learn which type of leadership is in use in banks

of North Cyprus and how it affects the success of organization.

Aim of study 

Aim of this research is to learn which types of leadershipusing the leaders of commercial
banks in Turkish Republic of North Cyprus and how it affect the success of organization.

Importance of study 

Commercial Banks of North Cyprus was not been studied before because of political

situation, but most of Banks are just branches of banks of Turkey, but since it in different

country different policies in use, different type of risk in this country, different

economical situation and all of this factors affect the type of leadership which has to be
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used to.make Banks become more successful. Such research will be helpful for future,

for banks which has been studied and for students who interested in development of

banks stability and success in North Cyprus.

Coverage 

In this research has been studied biggest commercial Banks in Letkosa, other cities were

not covered just because Letkosa is the capital city of North Cyprus and it have all

branches of Turkish Banks ,and banks in other cities become the branches of banks of

Lefkoşa, so there is no big differences in operating style of other banks in other cities.

Methodology 

Methods which were used in this research are: ev Ç;_Gl 0, 
First of all was made literature review of~ topic yjJ can(fsee/\-~ in chapter 1 of this

project.
Second method is questionnaire, two types of questionnaires were prepared, first type

of questionnaires was given to executive managers of banks to understand which type of

leadership they use, second type of questionnaires was given to employees of same bank

to see their perception of type of leadership their manager is using.
-----Third method is statistical analyses: analyses were made on data which was collected

through questionnaire method and gave the last statistical result.

Limitations 

In this research time limitation is M.arch-June. During those months questionnaires were

given to banks; studied, and results were analyzed. Questionnaires were given not to all

workers of the banks, just supervisors, and their subordinates.
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1.2 Types of leadership style 

1.2.1 Autocratic leaders centralize power and decision making in themselves. They

structure the complete work situation for their employees, who are expected to do what they are

told and not think for themselves. The leaders take full authority and assume full responsibility.

Autocratic leadership typically is negative , based on threats and punishment, but it can appear to

be positive , as demonstrated by the benevolent autocrat who chooses to give some rewards to

employees. Some advantages of autocratic leadership are that it is often satisfying for the leader,

permits quick decisions, allows the use of less competent subordinates, and provides security and

structure for employees. The main disadvantage is that most employees dislike it, especially if it

is extreme enough to create fear and frustration. Further, it seldom generates the strong

organizational commitment among employees that leads to low turnover and absenteeism rates.

Source: Gregory G. Dess and Joseph C. Picken, "Leadership in 21st Century," 2000.

Brent B. Allred, Charles C. Snow, and Raymond E. Miles, " Characteristics of Leaders 
in 21'1 Century, " 1996.

1.2.2 Democratic leaders delegate authority involve employees in decision making, and

encourage both employee participation and unrestricted communication- all the time making it

clear that the leader has the final say. Democratic leaders offer relatively little supervision and

are most effective when the employee are highly skilled professionals. But this style has

weaknesses: the group may be slow to arrive at decisions, and the leader may end up having
little control over employees.

Source: Fred E. Fiedler and Martin m. Chemers, Leadership and Effective Management, 
Glenview, IL:Scott, Foresman, 1974.

decemralize authority. Participative decisions are not

iparion by them.



The general trend is toward wider use of participative practices because they are consistent with

the supportive and collegial models of organizational behavior. Because of its importance and

increasingly widespread usage.
Source: E.A. Fleishman, Leadership Climate and Supervisory Behavior, Columbus, OH:

Personal Research Board, Ohio State University Press, 1951.

1.3 Contingency approaches to leadership styles 

The autocratic, democratic and laissez-faire leadership styles are not always the best styles to

use. At times there are exceptions, and the prime need for leaders is to identify when to use a

different styles. A numbers of models have been developed that explain these exceptions, and

they are called contingency approaches .These models state that the most appropriate style of

leadership depends on an analysis of the nature of the situation facing the leader. Key factors in

the situation need to be identified first. When combined with research evidence, these factors

will indicate which style should be more effective. Four contingency models of this nature are

briefly examined:

1.3.1 Fiedler's Contingency Model 

Fiedler shows that a leader's effectiveness is determined by the interaction of employee

orientation with three additional variables that relate to the followers, the task, and the

organization. They are leader- member relations, task structure, and leader position power.

Leader- member relations are determined by the manner in which the leader is accepted by the

group. If, for example, there is group friction with the leader, rejection of the leader, and

reluctant compliance with orders, then leader- member relations are low.

Task structure reflects the degree to which one specific way is required to do the job.

Leader position power describe the organizational power that goes with the position the leader

occupies.
In highly unstructured situations the leader's structure and control are seen as removing

undesirable ambiguity and the anxiety that results from it, so a structured approach may be

8
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preferred by employees. In situations where the task is highly routine and the leader has good
"" """ 

relations with employees, they may perceive a task orientation as supportive to their job

performance. The remaining broad middle ground requires better leader-member relations to be

established, so a more considerate, employee-orientedleader is effective.

1.3.2 Hersey and Blanchard's Situational Leadership Model. 

The situational leadership(or life-cycle) model developed by Paul Hersey and Kenneth

Blanchard, suggested that the most important factor affecting the selection of a leader's style is

the development (maturity) level of the subordinate.
Development level is the task-specific combination of an employee's task competence and

motivation to perform (commitment). Managers assess development level by examining an

employee's level of job knowledge, skill, and ability, as well as willingness to take responsibility

and capacity to act independently. Employees typically (according to Theory Y assumptions)

become better developed on the task as they receive appropriate guidance, gain job experience,

and see the reward for cooperative behavior. Both the competence to perform a given task and

the commitment to do so can vary among employees; therefore development levels demand

different responses from leaders. Hersey and Blanchard use a combination of guidance and

supportive (also called task and relationship) orientations to create four major styles- telling,

selling (coaching), participating (supporting), and delegating. These are matched with the

progressive development levels of the employees, suggesting that a manager's leadership style

should vary with situation. The model is simple and intuitively appealing and accents an

important contingency factor that is sometimes overlooked. However, it ignores several other

critical elements that determine leadership style, and it does not have widely accepted research

base.
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1.3.3 Vroom's Decision- Making Model ~ 

A useful decision-making model for selecting among various degrees of leadership

style(autocratic to democratic) was developed by V.H. Vroom and others. They recognized that

problem-solving situations differ, so they developed a structured approach for managers to

examine the nature or those differences and to respond appropriately.

Problem Attributes: in this model, managers assess a current decision situation according to its

problem attributes -especially the perceived importance of technical quality and employee

acceptance.

Decision-quality dimensions include cost considerations and the availability of information and

whether or not the problem is structured.

Employee-acceptance dimensions include the need for their commitment, their prior approval,

the congruence of their goals with the organization's, and the likelihood of conflict among the

employees. By carefully following this analysis in a structured decision-tree format, managers

can identify and classify several unique kinds of problems.

Leadership Options

After the type of problems being faced is determined, guidelines are then offered to help

managers select one of five approaches to use.

• Autocratic 1- leader individually solves the problems using the information already

available.

• Autocratic 2- leader obtains data from subordinates and then decides.

• Consultative 1- leader explain problem to individual subordinates and obtains ideas from

each before deciding.

• Consultative 2- leader meets with group of subordinates to share the problem and obtain

inputs, and then decides.

• Group 2- leader shares problem with group and facilitates a discussion of alternatives and

a reaching of group agreement on a solution.

The usefulness of Vroom's model rests on at least three key assumptions. First, it assumes

that managers can accurately classify problems according to the criteria offered. Second, it

assumes that managers are able and willing to adapt their leadership style to fit the

10
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contingency conditions they face for each major decision. Third, it assumes that employees

will accept the legitimacy of different styles being used for different problems, as well as the

validity of the leader's classification of the situation at hand. If all these assumptions are

valid, the model holds considerable promise for helping managers choose the appropriate

leadership style.

1.4 The Tasks of Leadership 

1.4.1 Be the Leader: 

A leader is a symbol for the entire group. Serving as symbols, leaders are a representative of the

group's collective identity. They embody the goals which the group is motivated toward,

committed to, and finds shared values in. They speak for the group in their words and actions. As

leaders, Coast Guard men and women, must symbolize and show commitment to our motto

"Semper Paratus" and live our core values of honor, respect, and devotion to duty. Only then will

we move others to willingly give more than they thought possible toward their collective and

individual goals. The leader who serves as a symbol, displays the courage of his or her

convictions, can move the group towards it's common goals. Looking back to the first essay we

are all familiar with the story of Signalman First Class Douglas Munro, who on the night of 27

September 1942, gave his life at Guadalcanal. Placing his landing craft in the direct line of

enemy fire, he displayed the courage and supreme devotion to duty, necessary to allow his

shipmates to complete the mission and achieve their goal. While we are not often called upon to

serve in the fashion of Douglas Munro, we are frequently called upon to be a leader and symbol

for the people who live and work with us. Whether it be the Chief on the buoy deck barking

orders to the deck force or the boarding officer going about his or her job in the hot sun on the

pitching deck of a fishing trawler, each person is a symbol and leader in their own way. They

represent 200 years of honor, respect and devotion to duty. Individually and collectively they

also provide motivation and drive towards excellence which tells us that: "Every job is a self­

portrait of the person who did it. Autograph your work with excellence." Be a leader, drive

towards excellence, be a symbol of honor, respect and devotion to duty!
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motivation can yield.great productivity and performance. John Gardner tells us in his book "On

Leadership":

" ... a leader must recognize the needs of the individuals, help the individuals see how those needs

can be met, and give the group confidence that they can accomplish that result through their own

efforts."

Yet, Gardner recognizes the desire to satisfy basic needs is not, in itself, sufficient to maximize

or sustain motivation through periods where immediate and positive results are not possible.

Leaders who understand this also recognize that they must help those who look for their

leadership, move toward long term commitment and shared values.

"Commitment requires hard work in the heat of the day; it requires faithful exertion on behalf of

chosen purposes and the enhancement of chosen values. In return it gives meaning to our lives

and joint endeavors and lends dignity and continuity to living. Commitments motivate. Values

motivate."

Remember the Chief on the deck of the buoy tender? Long hot days, sweat, dirt and still the

Chief and crew continue to work tirelessly into the night. What keeps them going? Values,

commitment to a goal, devotion to duty are all present and alive and exemplified in the Chief and

the crew as they work. They are a team, with a leader, working towards the bottom line goal of

"getting the job done."

1.4.4 Communicate: 

Did you ever have someone talk "at" you and not "to" you? Were you confused and unsure what

they wanted? Properly communicating information can be a challenge. For example, in the late

1950's Hallmark Cards faced a major corporate reorganization. After many months of discussion

and planning, and as they neared a final decision, Hallmark's President Bob Stark realize
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"The operating committee and I spent a lot of time trying to understand the questions. After that,

our challenge was communications: How do you get thousands of people to understand what you

are talking about? We had to go through a definition of terms ... and go to great lengths to define

the issues very clearly."

Hallmark Cards shows us that sometimes as leaders the first thing we overlook is the need to

communicate. What is clear in purpose to one person in not necessarily clear or even relevant to

another. Failed or ineffective communication is a land mine along the road to leadership.

Internal to the task of communication, coaching and teaching are critical elements. By

continually raising performance expectations, through coaching and teaching new techniques and

skills, we encourage teamwork and the development of personal skills, while discouraging

complacency. Coaching and teaching instill the desire to learn and grow. From the athletic fields

of America, we see an example of coaching

"He never yelled at me. He never poked his finger in my chest. He helped me learn how to block

and tackle and catch a football, and be responsible and take pride in my actions. He coached me,

not the scoreboard. In the process he helped me consistently play over my head, and win games."

Essential to coaching is taking the time to explain. Leaders must be teachers and teachers explain

the "whys" and "hows." In today's workplace, everyone wants to know and understand.

Providing explanations, where possible, increases confidence and competence, and moves

everyone toward responsible ownership.

The glue that binds individuals together and enhances all the elements of communication is trust.

An effective leader communicates and instills trust and confidence among individuals.

Personally we do this by being steadfast, fair, and a person true to our word. We communicate

and provide the opportunity, for each person to demonstrate they are individuals who are

competent and confident in their abilities.
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Team skills, just like individual skills, must be continually updated and learning vigorously

pursued. As the leadership team struggled and worked writing this essay, learning was the name

of the game. New methods and procedures were developed and employed as we better learned

the topic. In fact, even today, as you read this essay, the members of the leadership team

continue with their learning, always looking to the future, communicating, setting goals and

looking for ways to be better leaders.

~
1.4.5 Keep Your Leadership Skills Current to the Task: 

As leaders, we must strive to continually learn, and learn to be more effective. We must step

outside the box and look "beyond the horizon of the current situation." Leaming is a process that

builds ownership and develops empowerment

"Tony Gwynn, one of the best batters in the National League, illustrates my point. He never

misses an opportunity to practice batting. He videotapes himself and studies the replays to

identify how he can improve. He constantly swings, studies, and swings some more, and has a

lifetime batting average of .300. His star status is no accident. He earned it."

Like Tony Gwynn, we must have the courage to stand up and learn about ourselves and others,

examine and reexamine our methods of leadership. Our learning process is constant. We must

never become discouraged in our failures or too jubilant in our successes. For just as Tony

Gwynn is one of the best in his chosen profession, he still fails 7 out of 1 O times at bat. Never

fail to recognize that we can always learn more.

Leadership, made up of many interrelated tasks, is ever-challenging and presents a moving target

to those who aspire to lead. Ifwe concentrate on a few simple tasks, we're going to score a "hit."

The five basic tasks of leadership are:

• Serve as a symbol
• Display commitment to Honor, Respect and Devotion to Duty

1. Be the Leader
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