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Annotation: the article reveals the essence of leadership, reveals that a person succumbs to
the feeling of helplessness, seizes the control of reality around him, and his personality
disintegrates. The article sets out recommendations on how, in a society dominated by such
uncertainty, to independently fulfill the necessary resources in the implementation of the goals that
they set, to preserve their values. It is clearly shown that the human position, the growth of his
ability to self - development-is set against the level of authoritarian and commanding character.
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A leader or leader is a person who wants others to follow his Trends and ideas. It is also
possible to temporarily achieve leadership, but the true leader is distinguished by irreplaceable
loyalty by the next steps forward.

Each leader or chief is individual and irreversible in his own way. This is due to the fact
that each boss organizes his work activities, managerial activities in his own way. One problem
that has been studied in detail in the field of Management in political psychology is the different
management styles. German scientists in this field G.Gibsh and M. Forverg, Russian scientist V.D.
Parigin, L.N.Umansky, M.Yu. The work of Zhukov and others is especially noteworthy.
Summarizing all scientific research, let's give a characteristic to the three main management
methods adopted in Social Psychology. These three styles are authoritarian, democratic and liberal
styles of work.

An authoritarian leader conveys all instructions to employees in a spirit of workmanship, in
a clear, sharp tone. In the process of communication, too, it uses strict tones, such as an
exclamation towards employees, a sharp ban. One of his main goals is to pass his sentence,
whatever the way it is. His speech is also clear and fluent always in a serious tone. Praising or
punishing employees over a case, criticizing them is purely subjective, and this thing depends on
the mood of the boss and his personal attitude towards those individuals. The wishes of the
members of the team, their opinions and advice are taken into account only in very few cases, in
most cases such wishes or instructions are limited or unsatisfied by direct insults, humiliation or
moral punishment. Such a leader usually keeps a secret from the team how he wants to carry out

his work methods, future plans, some specific work, Opera, which, in his opinion, can negatively
affect his reputation.

The authoritarian leader has visions of the abilities of each team member, their attitude to
work, their position, according to which he has programmed the work actions of each employee in
the maximum possible way, in which any restrictions bring his open anger, and for this he has
different methods of punishment. That is, in such communities, power is centralized, the head of
the community is the sole governor of this center-that is why phrases from the tribe "my people",
"my work", "according to my opinion" are often used here. Such leaders have such self-sacrifice
towards their work that they cannot imagine themselves without work, that is, the work "covered
his whole body". For this reason, such a leader knows every person very well about his daily work
activities, his results.
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But, in fact, he is more interested in his leadership role, leadership there than in the content
of his work, and gives himself an assessment of those qualities. Since this quality naturally affects
both the quality of the work and the quality of the work, not all the tasks set before the team are
completed ("Iron Leader"). In such communities, the work of criticism is rather sluggish, since it
does not allow both itself and others to criticize. to criticize, in his opinion, only the chief is
entitled. At meetings, starting the word itself and not giving the initiative to others to the end,
people's suggestions, their feelings are ignored.

G.Gibsh and M.Forvergs analyze that the efficiency of the work in which the authoritarian
leader is the head is much higher, and that the production indicators will also be higher. But the
mental-spiritual atmosphere in the community was heavy, tangy, and this thing led to a person's
dissatisfaction with the community, with work. People who work in labor communities headed by
such a leader can easily replace their professions, jobs.

The Democratic leader, on the contrary, is in favor of giving independence, erk to
subordinates. Distributes when giving assignments at work, taking into account the personal
abilities of workers. In doing so, he also takes into account the personal inclinations of employees.
Orders or assignments are usually given in the sense of an offer. His speech is simple, always calm,
quiet, in which a friendly, friendly attitude is felt. Praising a person, increasing his position or
assessing his work according to the shortcomings in the work is always carried out in agreement
with the opinion of the team members. Criticism, often in the form of suggestion, desire, is
conveyed to the "culprit" as an assessment of the content of what is done. Therefore, its spatial-
social state is "within the community".

Criticism and self-criticism in the team are set in such a way that no one suffers from its
consequences. Because more often than not a boss, but other activists of the team-informal
leaders-criticize. The chief is not afraid to make a mistake-to take the shortcomings in front of the
public. Because the sense of responsibility in it is felt not only during communication with
members of higher management organizations, but also communication with employees, and loves
to divide responsibility for the assigned task into others. The chief has no secret from his staff, so
even at meetings more and more he speaks, and not all employees, he fully uses the right to make
the final decision and complete the words, to generalize.

According to the analyzes of gibsch and Forvergs, the spiritual and spiritual atmosphere in
the communities led by such a chief is very good, workers are satisfied with the team, work, there
are few cases of leaving-he, but the production will hardly be normal.

It is difficult to know whether the attitude of a leader who works in a Liberal (loyalist) style
to work is satisfied with the work or not. In it, prohibition is not punishable-instead it is often
limited to acquaintance with the final outcome of the case only. The problems of the team of the
team of a great leader who is not interested in the highs and lows of work, seem to be walking in
another “universe”. It does not give clear quotations, instead the tasks that must be done through
informal leaders or those close to it are conveyed to the executors. His main task, in his eyes, is to
create working conditions for employees, eliminate shortcomings in work, find the necessary
products, supplies, attend meetings and hokazo.

When he has to communicate with employees, he is always a hushmumomala, trying not to
violate the norms of etiquette, morality, but never arguing with them. At meetings, if a problem
causes a discussion, it leaves the last word to itself, not directly interfering with the process. Thus

the employees were given freedom of thought and action.
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Even if the chief is asked for his opinion on those free actions, it is not clear from him,
because he does not know the employees well, he is afraid to offend the rest. His spatial-
psychological state is”outside the group".

Scientists believe that in the communities where such a leader conducted the work, all
indicators are always behind, and I do not even land. The Liberal leader tries to look for work from
elsewhere, without standing too much, by doing anarchy at work.

The management styles evaluated above are more leadership-specific than leadership-but,
in the scientific literature, both of these phrases are often used synonymously. In fact, the best
leader will also embody all leadership qualities in himself. Because the leader in a purely social

psychological sense is more manifested in himself in different conditions, which is differentiated
according to personal qualities. For example, the leader is the organizer, the leader is the initiator,
the leader is the erudite, the team is the leader who manages the emotional-emotional state, the
leader is the wrist and the hokozo. A good leader, knowing these qualities of a leader, must
educate them in himself and be able to work in collaboration with leaders in his team.

Experts indicate that there are four main contextual factors that leaders should be aware of
when assessing the situation. These factors include:

1. Leaders should consider the relationship between group leaders and members.
Social and interdependent factors can play an important role in determining which approach is best.
For example, a group that lacks efficiency and productivity can use a style that emphasizes order,
rules, and clearly defined roles. An effective group of highly skilled workers can use a more
democratic style that allows group members to work independently and make organizational
decisions.

2. The leader must decide for himself his task. Tasks can vary from simple to complex,
but it is necessary to clearly define the task in order to determine whether the leader has been
successfully and competently completed.

3. The level of authority of the leader over the members of the group should also be
considered. Some leaders have potential in their position, such as making fire, doing work,
rewarding, or obeying them. Other leaders often gain power through relationships with employees,
often respecting them, helping them and helping them get involved in the decision-making process.

4. Everything-the Blanchard model assumes that leaders must take into account the
maturity level of each group member. Maturity levels are the ability and willingness of an
individual to complete a task. Incapacitated, but appointment to a member fails.

In conclusion, as a result of research in Moscow and other large centers in recent years, it
has come to the conclusion that in reality it is difficult to meet a purely democratic or purely

authoritarian leader in life, but even when they are encountered, it turns out that they cannot
control a team for a long time. That is why they depend on the situation, the situation, the concrete
community, the norms of behavior adopted in it, the idea that interpersonal relationships determine
the tactics and style of work of both the tipii leader and the leader. But the practical importance of
knowing the psychological content and essence of these leadership styles is that each style has its
own positive side, while the skillful leader is self-educated, it is advisable for them to educate the
most optimal, especially those suitable for the team he leads.
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