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Situational Leadership Theory
A leader is the one unitary personality who is followed by a number of followers of diverse nature (Wood and Dibben, 2015). The ability of a person to influence others is known as the Leadership, which has been alluded to the way toward rousing and affecting others for accomplishing an objective, from finishing an assignment of accomplishing the predefined targets. Based on the strength and weaknesses of the leadership styles, every leader has a specific leadership style. The decision of administration style relies upon the particular subordinates and the work/undertaking that should be refined. It, in this manner, relies upon the circumstance and conditions. The leader guides individuals in the association to play out a specific occupation or errand. On the off chance that the style of authority is picked accurately, individuals do their work energetically and in an efficient atmosphere
Situational leadership is an approach to managing people, based on the use of four styles of management, depending on the situation and level of development of employees in relation to the task. The four styles of management are delegating, supporting, mentoring, and directive and all these management styles are dependent on the employee’s maturity level. Paul Hersey and Kenneth Blanchard were the first developers of this theory of situational leadership.
With situational leadership, it is the leader who has the choice to decide a particular leadership style. Followers have no responsibility of adjusting to the leadership style of their leader.  The style of leading the followers with situational leadership might be reconsidered constantly while addressing the matters of everyone working in the company or organization according to a given situation. Situational Leadership stresses adaptability and effortlessness in execution, and has the ability to make the leaders in any organizational setup with the devices that are important for exploring the requirements of an unquestionably challenging workforce with skill. Endlessly versatile to any condition, the model plans leaders to address the most squeezing challenges that are unavoidable in the present workplace environment.
According to situational leadership theory, leaders give reasonable attention on the task, and likewise focus on the strengthening of the general population they are re driving relying upon what is predictable to take care of the business in an effective way (Jansen, 2015). A compelling leader is an incredible resource for any association to be fruitful. An amazing leader dependably fundamentally dissects distinctive approaches to enhance and accomplish the goals and objectives of an organization. The situational leadership theory is valuable and important in building up a viable initiative culture since it enables leaders to receive their representatives' styles of work (Bierman, Ferrell, & Ferrell, 2016). Leaders that have situational authority style can mask dread, frenzy, and stress into an extraordinary feeling of fearlessness while moving, persuading, and driving their workers to progress. 
With application crosswise over singular supported, first-line supervisors, and hierarchical leaders, and even groups, situational leadership makes use of the task specificity to fill in as a system through which leaders strengthen the effectiveness of their control and discipline. We call these people "situational leaders". For any organization to progress successfully, situational leaders are very important as they can handle critical situations accordingly with ease.
Situational or contingency theories analyze the fit between the situation and the leader while giving rules to managers to accomplish this compelling fit. The scholars in this area trust that administrators pick initiative styles in light of authority circumstances. Administrators alter their decision‐making, motivational methodologies, and orientation in view of a one of a kind blend of variables in their circumstance, which include attributes of the representatives, work types, authoritative structures, individual inclinations, and upper‐level administration's persuasions.
Path-goal theory of House and Mitchell, possibility model of Fiedler, and life cycle theory of Hersey and Blanchard are the three theories of situational leadership. Fiedler joins center around individuals or task to conditions in three factors that include relations between leader and members (that can be good or poor), structure of the task (either unstructured or organized), and position control of the leader that can be strong or weak. Every one of the three identifies with the situation of the leader at any given time and emphasizes the need of being adaptable in embracing any orientation. According to Plunkett, Allen, & Attner (2013), his work is known as the situational leadership theory.
The contingency theory of Fred E. Fiedler focuses on the conviction that there is no most ideal path that can be adapted by the managers for leading the employees or followers. Distinctive circumstances make diverse initiative style prerequisites for the managers. There is a great possibility that a style working best in a given situation may fail badly in another situation.  According to Fiedler there are three elements, task structure leader-member relationships and positioning power that can impact the situational control of a leader.
Task structure looks into the organization of the task and helps in determining whether the task is fairly unstructured, structured or in any case is neither structured nor unstructured and lies in-between. The relations between leader and members have an important role to play in determining leadership style that the managers chose in a given situation.  The leader-member relationship measures the devotion, reliability, and encouragement that the team members have in their leader. When the relationship between a leader and his / her team members is positive, the leaders usually have properly planned work assignments and can reward his/her team members accordingly. Also a good leader-member relationship allows a leader to punish the team members on their poor performances. On the other hand, if the relations between a leader and his/her teams members or followers is not good, it results in poor performance and the tasks are also structured inadequately, and limited authority lays in the hands of the leader that result in poor performance of the organization causing huge losses. Situating power measures the authority of the manager that is perceivably given to the manager by the association to direct, fulfilling, and punishing the subordinates. Situating forces of supervisors relies upon the unfavorable and favorable decision‐making powers of the workforces.
Judging whether the style of leadership adapted by the managers is great or awful cannot be easy. Be that as it may, every administrator has his or her own particular inclinations for authority. Leaders who are motivated by the nature of task are getting it done when their groups perform effectively, for example, accomplishing new records of sales or outflanking real contenders. Those leaders who are relationship‐oriented get it done when more prominent consumer loyalty is picked up and positive images of the organization are built up.
According to the path-goal theory of House and Mitchell motivation of the subordinates can be affected by indicating delegates the capacities they need to perform to models and get rewards, fitting prizes to address specialists' issues, and acting to encourage the efforts of the subordinates. According to Bierman, Ferrell, & Ferrell, (2016) this speculation is the purpose behind the expectation theory of motivation. The theory developed by House and Mitchell is based on two assumptions which state that behavior of the leader is commendable and satisfying to subordinates to the extent that they consider it to be either a irritable wellspring of satisfaction or as an instrument to some future satisfaction, and following of a leader will grow the efforts from the subordinates' in case it joins satisfaction of their needs to intense execution and sponsorships their undertakings to achieve destinations (Plunkett, Allen, and Attner, 2013).
There are several leadership styles that are identified by the path-goal theory of House and Mitchell. The leadership styles introduced by the path-goal theory include supportive leadership, achievement-oriented leadership, participative, and directive leadership (Yang, & Lim, 2016). According to this theory leaders are assumed as flexible and therefore it is expected from them that they will change their leadership style according to the nature of the situation. There are two contingency variables that the path-goal theory proposes as the moderators of the leader’s relationship between behavior and outcome. The proposed contingency variables are environmental characteristics that impact the determination of behavior type of leader and follower’s characteristics that determine interpretation of a leader’s behavior and environment.
[bookmark: _GoBack]An effective leader has the ability to elucidate the way to enable their adherents to achieve their goals and objectives, and make their adventures less demanding by retreating the traps and barricades (Chemers, 2014). On the other hand satisfaction and performance of the employees and followers are decidedly affected when leaders adjust for deficiencies in either the setting of their work or employees. Behavior of the task is the degree to which the leader participates in guiding the employees about their duties and obligations either individually or in groups. This type of leadership conduct includes telling the employees about the ways to perform a task, timing of performing a task, and particular place of performing a task. In attempted direct, only one-way communication is performed by the leader, whereas, on the other hand, in a behavior that is based on strengthening the relationship, a leader is either involved in two‐way communication or a multi-way correspondence. Supporting, encouraging and motivating the representatives are the important component of relation based behavior of the leader. Moreover, the maturity is the capacity and readiness of an individual to assume the responsibility of organizing and synchronizing his own conduct according to the situation. Workers are susceptible to have inconsistency in their maturity and development depending upon the particular situation, specific tasks, their capabilities, or objectives that are attempted by them with a desire to achieve and perform extraordinarily. After identifying the maturing levels of the employees, the managers decide the leadership style accordingly. The appropriate leadership style can be telling, delegating, participating or selling. 
The function of a leader under situational leadership is to decide the level of a devotee's assignment and mental development. Once the general level of development and maturity of the follower is determined, the leader ought to change his conduct in a way that most viably deals with the adherent's conduct in relation to the development and maturity of the follower. Less course and help is required for the mature employees, while representatives with less development need more bearing and help. Considering everything into account, the main point supporting the situational leadership model or theory is that every situation demands a particular style of management. There is not a single management style that can be a best fit to any situation. 
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