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It is very important to fit right people in the right place. That would, in the long term, build a successful 

team and expand business. However, one cannot simply expect the business to flourish on its own. There 

are so many things that are essential for an organization’s success and one of them is efficient leadership 

along with effective team work.  
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Efficient Leadership: 

A leader is one who can aspire, persuade, influence, motivate and spearhead useful. He creates a vision for 

others and helps them in achieving it. Leadership as a concept is an interplay of leaders and followers and it 

is closely linked with development. Leadership is a process that evolves with time, solutions and context 

and it impacts individuals, organisations and society. But to build a powerful leadership one requires, first 

and foremost, creating an environment conducive for working. In this sense, a leader is an agent of change, 

an aspirer and developer who shows the way forward. A leader must also integrate people and ideas by 

drawing from the past and present experience to show how the future will be shaped. He has to lead the 

people and bring them in an organised as well as practical way. For example, Mahatma Gandhi united the 

nation with his mantra of ‘ahimsa (non-violence) and satyagraha (truth)’ in the freedom struggle with a 

dream of independent India. But it took him long years to make the people understand, unite them, organise 

them and make them act in the right direction. 

Some of the most important qualities that a leader must hold, to make the vision happen, are patience, 

perseverance and being consistent. Today, it has become important that leaders not only motivate their 

teams and show the way but walk with the team and build the pathway.  

If performance builds success, then leaders are required to show best performance. Mahatma Gandhi 

justified his vision with self-example and that has created a great impact on people’s mind, even today.  

Another important element of an efficient leadership and an effective team work is the ‘no blame’ concept. 

A leader should not blame his team when things go wrong but provide solutions to the problem and rectify 

it taking the blame on self. But he must give credit to the members when everything goes fine. In this 

regard, leader is interpreted as someone who gives direction to an effort and influences people to follow that 

direction. 
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Effective Team work:  

Teams are nothing more than people being together. They can only be effective if they understand the 

following: 

1) The role of each one in the group. 

2) The significance of their contribution in the team. 

3) The value of unity and togetherness. 

4) The vision and mission of their organization.  

5) The organizational development plan to achieve the goals. 

6) The strategy, ways in which the management expects targets to be achieved. 

7) The directions of their leader to produce the expected performance. 

Each member needs to understand their organizational goals and these goals should be put above all 

individual goals. In other words, the ‘we’ concept is required rather than the ‘I’ concept. An orchestra can 

provide excellent example of this concept where each musician plays his part, at the required time interval, 

to create the harmony but stops when not essential. If all the teams, of various departments, focus on 

common goals and operate in the desired form, organizational success is bound to happen. It is not one man 

who makes the success nor do the people who can make it happen without each and every one’s 

contribution. In this sense, every employee is important and these employees build the team. All the teams 

build the organization and the organization through its actions builds success. 

For an effective teamwork to occur there are few things that the leader as well as the management needs to 

pay attention to. They are as follows: 

1) Direct the team with clear instructions. This includes proper delegation of work. 

2) Take calculated risks. This also refers to discovering innovative ways to achieve the goals. 

3) Prepare the team for different situations based on the business trends. This refers to effective 

trainings, learning and development opportunities for staffs and an efficient Human Resources team 

within the organization. 

4) Prepare the team for performance in a competitive environment not internally but externally with 

rivals, with fair means in all transactions. 

5) Prepare the team to accept the failures and rise higher again. This refers to forgetting the pains, 

suffering but remembering the mistake and trying again. 
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Conclusion 

Employees need to be made aware on the ‘code of conduct’ and rules that govern the business. This 

includes the policies and procedures through which they are expected to perform. This also refers to 

knowing about their rights and duties, being the part of the organization. If the management lacks in 

providing this employees will go outside the boundaries and that is a time waster too. In this sense, it is 

important to create an organization’s culture, suitable to business, and groom every staff in that culture. 

This will produce uniformity in work and result in customer satisfaction levels. 

Above and beyond, a team cannot progress without an appropriate action plan whereby each thing is laid 

down clearly and every one understands his / her role. Research has observed that most of the plans fail 

since they lack clarity of work. Everyone thinks someone will do that activity but ultimately no one does 

that. A good action plan will assign ownership of tasks, identify the resources required, set adequate 

timescales, offer minute details about the status of the tasks and keep every team member in check, finally 

ensures everything is under control. 
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