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[bookmark: _Toc107171598]Introduction
 
The student is currently employed by 3M Bridgend; however, this is about to change soon as 3M have sold their food/healthcare division. There is currently a takeover in place, the student is having to deal with both 3M and the new employer Neogen. The student has recently changed roles because of medical reasons, and they are now office based in an administration role. This position they are currently doing is Purchasing lead.
This assignment will focus on emergent leadership skills in the workplace. Part one is an evaluation of the student’s own ability to use a range of leadership styles. There will be two scenarios, each one will be in different situations and with different types of people. The first scenario will be a meeting with the new company directors, the second scenario will be a meeting with colleagues. The student will reflect on both meetings and use questionnaires to determine which leadership style has been used. The questionnaires will be available in the appendices. In part two the student will critically assess Adair’s Action-Centred Leadership model, also known as the overlapping three circles model which can used in conjunction with Adair’s Eight Functions of Leadership. In part three the student will assess their own ability to set direction, motivate, delegate, and empower others, this will be on a workplace example of bringing about a change. They will use workplace examples and a questionnaire to assess their leadership skills.
[bookmark: _Toc107171599]1.0   Evaluate own ability to use a range of leadership styles, in different situations, and with different types of people, to fulfil the leadership role

[bookmark: _Hlk107149399]A leader defined by Winston & Patterson (2006) is an individual who trains, equips, influences others, known as their followers. The followers will have different skill sets and the leader will encourage them in whichever way motivates them, this will be dependent on both the leaders and the followers’ beliefs, values, and attitudes and the objectives of the organisation. The leaders and followers will strive to meet common goals. According to Silva (2016) there are many definitions of leadership, and it is very difficult to define it. They agree with Winston & Patterson (2006) and conclude with defining leadership as “the process of interactive influence that occurs when, in a given context, some people accept someone as their leader to achieve common goals” Silva (2016, P1).



1.1 [bookmark: _Toc107171600]Scenario 1

The student is currently working for 3M food/Healthcare division, Bridgend 3M have recently sold its Food/Healthcare division to Neogen. Neogen are a global animal and food safety organisation. They supply the testing kits manufactured at 3M Bridgend. The takeover, announced in December 2021, is gradual and will not be completed until September 2022. This will be a massive change, during 2022 there have been meetings with Neogen staff, who have wanted to get to know staff members and answer any questions they may have. Neogen have given their point of view on the transition, this has been alongside 3M Human Resources Department staff members, in a group setting. Over the last few weeks, the directors from Neogen in Scotland have visited the Bridgend Site. They have been conducting individual meetings with those in leadership positions. 
The student’s role has recently changed due to ill health. The student is now in an administrative role and leading the purchasing section for the stores. The meeting with the Neogen directors was the first time there was an opportunity to speak about their current role and the future of their position. This was an opportunity for the student to show their skill set and express their thoughts on how they felt that the last month in this role had gone. There were discussions on whether this could be a permanent role and the leadership opportunities available with Neogen at Bridgend and on other sites. The student was firm and made it clear that they had been able to fulfil this role, is able to take the role further and is more than capable of successfully leading the current stores team of three staff. The student explained the Continuous Professional Development programmes that they had recently undertaken as well as the personal development they have committed to by going to university.
The student listened intently to any opportunities that the directors felt were appropriate for them, including the possibilities of remote working, which has been driven by covid-19. There was an exchange of views and concepts. It was important for the student to show the Neogen directors their leadership skills, their ability to confidently converse and actively listen. The student made it clear that they were adaptable and welcome change, this is particularly important given the fact that most existing staff, who have been there for many years, are resistant to change. The largest change that was discussed during the meeting was an idea of how to improve the supply and storage of Ivec pumps, this has been a contentious issue with stores staff who do not like change. This problem has a solution which was verbally discussed, the directors have assured the student that they are the leader, and they must make the decision.

The student has undertaken a questionnaire, Appendix 1. This questionnaire Northouse (2019), was conducted after the meeting to establish which leadership style was used. The results were very clear, out of a possible score of forty-five Democratic leadership style was twenty-two points, Authoritarian twelve and Laissez-faire eleven. The meeting involved all parties being involved in decision-making; however, it is down to the student as the leader to make the final decision. Bhatti et al (2012) states that by involving others in the process will make them feel like they have a voice, they are important and that they are part of the journey. The improvement of the supply and storage of Ivec pumps has been discussed with the new directors, it will be discussed with current managers and colleagues. The decision may have variations once it has been discussed with others, it will be finalised by the student. It is vital that others are onboard and feel they have some control.
In conclusion, this scenario with these individuals required a democratic leadership style. It was important for all involved that they were able to freely share information and have equal discussions. If there had been any stamping of authority it would have led to problems. It is important that there are relationships formed from the start, and they go on the journey together. 

1.2 [bookmark: _Toc107171601]Scenario 2

The student has weekly meetings with the stores team. This consists of four individuals who have very different beliefs, values, and attitudes. The latest meeting was regarding a new staff member joining the team, who has been on agency the last two months, and a change in working times. The current structure is that between three staff the hours of 6am -6pm are covered. This has always been a controversial subject with two staff members refusing to change their hours and refusing to start any earlier. Due to illness the 6am start time has not been covered; the agency will only supply the team member at 7am. During the team meeting there were many arguments from two staff members who are refusing to change their hours. The student stated that they are employed between the hours of 6am -6pm, they are responsible to cover those hours between them and that is what they must do. They should sort it out amongst themselves.
The student will monitor the situation but will not interfere. It is down to the staff to ensure that the hours are covered. Everyone has been empowered and have ownership of ensuring that the stores are run smoothly. In this scenario it is not the responsibility of the leader, the staff must work together. They know exactly what needs to be done, they are not micromanaged, nor would they want to be, therefore, they need to take responsibility. The student has agreed that there is no reason that this can not be alternate, all have the same knowledge, they are all trained in all areas except for the shipping which must be done between 11am and 2pm, whilst all three staff members are present. The shipping will not interfere with the start times, which should be 6am -2pm, 8am -4pm and 10am – 6pm. The culture of 3M Bridgend should be that everyone ‘helps out’ to get the job done. This works well in other departments and there is no reason for it not to be successful in the stores.
The questionnaire Appendix 2 Northouse (2019) is the same questionnaire that was completed for scenario 1. As this was a different situation, with different people, it gave different results. The results show that in this scenario the student’s leadership would be laissez-faire. Wong & Giessner (2018) state that employees do not feel that the leader has empowered them as much as they feel that the laissez-faire leaders are passive and uninterested. The research shows that the followers worry that laissez-faire leaders are not committed to developing them and that it is more delegation than transactional. Breevaart & Zacher (2019) argue that laissez-faire is non-leadership. Followers have no firm direction and may feel that they are not supported, just left to get on with it, and do not receive adequate feedback. This lack of leadership can cause issues, particularly workplace conflict.
In conclusion, the student agrees with Wong & Giessner (2018) and Breevaart & Zacher (2019) that laissez-faire leadership is non-leadership. In this scenario, the staff are more than capable of deciding between them and acting on that decision. There is no need for any other leadership style. The followers have full training and have been empowered. Micromanagement will only lead to more conflict.

1.3 [bookmark: _Toc107171602]Emotional Intelligence and leadership

Emotional Intelligence (E.I.) plays a big part on how successful a leader is with other people. According to Sadri (2012) leaders with E.I. can understand and control their own emotions and recognise the emotions of others. Their research states that leaders with E.I. are good at building relationships with their team and can motivate them. These are great qualities when leading a team. Cote et al (2010) agree with Sadri (2012) and their research shows that E.I. is associated with emergent leaders. During small group tests, measurements were taken, E.I. scored higher for emergent leadership than personality traits, gender, and cognitive intelligence. Khalili (2012) agrees of the importance of being able to control emotions. Leaders with E.I form better relationships both personally and professionally. This would lead to an increase in organisational effectiveness and can also lead to a competitive advantage. When individuals are not in control of themselves then this can cause many issues for the whole team. 
To conclude, the student understands their own emotions and those of others. Capable of reading the room, reading body language, and knowing when to speak and what to say. When reflecting on scenario one they agree that Democratic leadership was the correct style to be used with new directors and discussing their own leadership skills, their current and future position within the organisation. Scenario two on reflection is a little complex. Laissez-faire is not a leadership style that the student would normally use. The student would mostly tend to have a democratic style. There has been conflict with this situation and these colleagues, the student wonders whether the approach of you’re all grown adults and you are capable is the right decision. In this scenario it seems that you can not please everyone. Being adaptable and using different leadership styles with different people and different situations is a leadership skill which links to Emotional Intelligence.

[bookmark: _Toc107171603]2.0 	Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance

Adair (1973) explains his Action-Centred Leadership model consists of three overlapping circles. Written inside the circles are task, team, individual. These are the most important elements of leadership; each one must be satisfied for a team to be successful. The circles overlap each other, this is because they are not stand alone, each one is reliant on another. An individual will need to have a task that will need to be completed, a project, a common goal. The task requires more than an individual and will need to be fulfilled by a team. The team can only be successful if the individuals involved are capable. The team needs to be built and maintained, whilst also meeting the needs of the individuals. Individuals have needs that must be met, leaders must ensure that they are meeting their basic needs, a salary to enable them to pay for food, shelter. Individuals will also want to be recognised for their contributions. This fundamental model is often referred to as the three-circle model. 
Ackah (2019) states that Adair’s Action Centred Leadership model can work very well, however, it is possibly a little outdated. The main reasoning for this statement is that the three circles could be viewed as being very rigid, which does not fit with today’s leadership. The modern leaders will be striving to empower, encourage change and innovation. The simplicity was also criticized, stating that it was not academic, just common sense. Clayton (2015) agrees with Ackah (2019) that there has been criticism that this is basic common sense but highlights that common sense in people can often be lacking. Clayton (2015) is very complimentary about Adair (1973) and the Action-Centred Leadership model. They state that it can be used successfully in any setting, and it can be as simple or as complex as required. The breakdown of three headings, task, team, and individual makes it easy to apply. The simplicity is practical.  They state that Adair’s Action Centred Leadership model is an invaluable model for all leaders. 
In section one there were examples given of different leadership styles that were used with different people and in different situations. Hersey et al (1979) coined this as situational leadership. Leaders can adapt their leadership styles to suit their environment. The situations that they find themselves in will be unique. One leadership style does not fit all, hence why there are different styles. Kaifi et al (2014) agree that situational leadership will involve the leaders being flexible and able to problem solve. Although this is not gender specific, research shows that male leaders tend to naturally adapt into different situations. Situational leadership links to the Action-Centred Leadership model, this basic model can be used in any situation, for any people, in any setting. The leader can use this model with their followers to build relationships and get the best results for every task. 
The Action-Centred Leadership model would certainly add value to both leaders and individuals. If this was used in 3M Bridgend, the leader would be able to break everything down into the sections and ensure that everything was actioned correctly. The task would change on a weekly basis, this would be dependent on whether stock was being held or shipped. The task section must be clear on the aim and the reasoning. The Individuals would rotate as this would only require two staff members at a time. The individual section would consist of any training required, any needs that must be met, build their confidence, motivate, and empower, recognition for their actions. The team section would consist of any information that needs to be shared, such as what resources are needed and where to find them, any planned time off during the task period, team building exercises, praise, rewards, and celebrations. 
Adair (2010) state that for the three-circle model to be effective it should be used alongside the Eight Functions of Leadership. 1. Defining the task – there must be clear objectives and goals. 2. Planning – break the task into stages, discussions with the team. 3. Briefing – communicate with the team, clearly so it is understood, and be available to answer any individual’s questions. 4. Controlling – Monitor own and the team’s performance, intervene if necessary. 5. Evaluating – Own, team and individual progress. Give feedback during the process, this would include both positive and negative. 6. Motivating – create a positive environment, research, and understand what motivates everyone. 7. Organising – time management for leader and team, keep the team on task and relieve them of anything that is not essential. 8. Providing an example – The leader should be an example to others, show that they have strong values. Treat others how they would wish to be treated.
A model that supports Adair’s three-circle model is Maslow’s Hierarchy of Needs, Maslow & Lewis (1987). The hierarchy of needs is a pyramid. The first level, physiological needs, food, shelter, warmth, sleep. These are some of the basic needs that must be met for an individual to be able to function. It is only when the needs are met on the first step can the individual have the drive to proceed to the second step. The second step, safety and security, employment, health, personal security, property. This level is an improvement on the first step. Step three is love and belonging, family, friendship, intimacy. Step four is esteem, status, strength, freedom. The more needs are satisfied on each level, the easier it is to progress. There are five levels in total, individuals should strive to move forward, eventually reaching the top to self-actualisation, being the best version of themselves. Life does not follow a hierarchical pattern, there will be incidents where there is movement up and down the pyramid. The first step being satisfied is always the most important.
There is not a leadership model being used in 3M Bridgend. The leader has no clear understanding of all the needs from the individuals that make up the stores team, who need to fulfil the tasks. The main tasks are being completed in a timely manner; however, morale is the lowest it has been in the last five years. This may be because people are concerned about their positions as there is a takeover, or it may be because there’s no clear structure and people feel under appreciated. There are currently only annual review meetings in relation to individual’s needs, including wellbeing. Team building or celebrations of any kind is non-existent, there is no motivation. If the three-circle model was used it would encourage a better working environment. The leader particularly would be more mindful that everyone’s needs were being met, that they had the correct training, they felt important and successful and had a sense of pride. The model would most definitely be a positive leadership tool, which would make positive changes for all staff. 
[bookmark: _Hlk107080161]In conclusion, there will always be different situations in 3M Bridgend especially as they are currently being taken over. The same will happen when Neogen are official owners. The student can adapt to different situations with different people, they are approachable, respected by their followers and always willing to have discussions. Adair’s three circle action-centred leadership model would ensure that all aspects of the tasks were covered and that everyone felt included in decision making.

[bookmark: _Toc107171604]3.0	Assess your own ability to set direction, motivate, delegate, and empower others to bring about a workplace change	
Northouse (2021) states that a leader is not who they are but what they do, the skills they have and the actions they take. A leader wants to build relationships with their team, rely on trust and encourage success. Leaders look forward and encourage change, they are role models for their followers and encourage feedback from others to strengthen their leadership skills. Kouzes et al (2013) agrees with Northouse (2021) they describe the five practices of exemplary leadership which explain what is required to become a great leader. 1. Modelling – showing the way, giving examples and any clarification needed. 2. Inspiring – sharing visions and striving for common goals. 3. Challenging the process – taking risk, being innovative and making improvements no matter the size. 4. Enable others to act – strengthening others, build trust, facilitate relationships. 5. Encourage the heart – leaders show appreciation and celebrate victories. 
In the current workplace there needs to be a change. The way that non batched and consumable items are stock controlled and purchased is inefficient and inaccurate. The student has chosen a member of staff who has been with 3M for five years. The staff member has been involved with other projects in the last twelve months. The student wants to delegate this project to them, they are trustworthy and diligent, with a proven track record. The staff member is always first to put their name down for overtime and are motivated by financial reward. They would need to leave their normal role for two days a week and would be working longer hours, and this would mean guaranteed overtime payments for the next two months. The overtime payments are not monitored, meaning that the staff member could do as much overtime as they wanted while the project is ongoing.
The project needs to be completed within two months. There needs to be a full stock take, new spreadsheets with every item logged, the data would be a barcode, the supplier, the purchase price, and quantity for approximately seventy thousand different parts. This is a large change, there is a lot of work involved. This would mean that the chosen staff member will have access to a team to assist them, therefore, the empowerment would be a project management role. This is the first project management role for the staff member, it will be recorded on their Human Resource file. The staff member would also be entitled to the voucher scheme, this is where the leadership team can reward staff members who go above and beyond. The student has mapped out the change, set the direction, and has conversed with the new project manager exactly what is required, why the change needs to be made and how it will be successful. 
The direction set by the student needs to be clear, there can not be any miscommunication. SMART objectives Doran (1981) would ensure that the new project manager has specific information, the tasks are measurable, achievable, Relevant and time based. Allio (2013) state that leaders should make the project manager accountable, they will be responsible for the task, and they should have all the information, the team must understand why they are doing the task. The direction set originally may be quite vague, this will give the leaders and the team an opportunity to define the goals to the best of their ability. Kotter (2017) agrees with Allio (2013) that there would be acceptance that although there is direction to move forward, there can be uncertainty on some points at first which would be resolved in time. There is no need to give all the answers, setting the direction means exactly that, this will give the project manager and the team some freedom to solve problems themselves.
The student undertook a leadership skills questionnaire, Northouse (2019). The questionnaire measured administrative skill, interpersonal skill, and conceptual skill. The results of this questionnaire, Appendix 3, show that the highest score was for conceptual skill. Scoring twenty-nine points, indicating that it is in the highest range. Jasim (2019) states that conceptual skills are very important for organisational change. They comprise of skills such as analytical thinking, the ability to solve problems, multi-tasking, critical thinking, and the most important aspect for the student is the ability to communicate. The student agrees that they have conceptual skills, and this has helped them to see issues and solve problems, the conceptual skill set has helped them to set direction for the new project. 
According to Jensen (2018) motivation can be challenging for leaders. Motivation of individuals will depend on the individual. It is up to the leader to know their staff well and this will lead them to know what drives them. Some team members may be motivated by financial gains, some want time off or flexible working, some want promotions or status, some may want further training and professional development. Hannus (2016) agrees with Jensen (2018) that motivation can be challenging, knowing what different generations want. Their research was based on millennials, and the results show that they are motivated by being developed both personally and professionally. Millennials want to have flexibility, great feedback, status, they are not motivated by money. The only way to truly know what motivates an individual is to get to know them. The student is very familiar with the other members of the team, they know what rewards they want and what they don’t want. This knowledge helps them to make decisions. 
Meyerson & Dewettinck (2012) states that it is vital that delegation is done properly. Delegation is not abdication of the leaders’ responsibilities. Delegation is assigning a task to another individual. Delegation must be considered carefully by the leader. The leader must delegate to the correct staff member, and there should be a mutual conversation on whether both parties feel that this is the right course of action. Delegation is a leadership tool; the leader cannot do everything, and this can be classed as a time management tool. Ugoani (2020) agrees with Meyerson & Dewettinck (2012) that the leader will know their staff and their capabilities, so that they can delegate to the correct staff members. They will have great trust in the individual that they delegate to, they will give them responsibility. The student has worked with the staff member for five years, they know them well. They know they can fulfil this role and that they have managed previous tasks well. The student trusts them to successfully fulfil a project manager position. 
Empowerment in the workplace is vital for growth. Nauman (2010) states that empowerment in the workplace is when the leader gives other individuals a voice. The leaders are giving others an opportunity to make their own decisions, under their previous and current guidance. The leader should structure their teams to be able to give more responsibility to others. Empowerment is beneficial to the leader and the staff member. The staff member will have a sense of pride and respect. Firth & Carroll (2016) agrees with Nauman (2010) that an effective leader will empower team members. With that said, the leader may empower individuals, but it can be very clear that the leader is still in charge in some cases. The student has passed the reigns over completely for this project. The leader will always be available should the new project manager have any queries, but they will not be interfering. The leader specifically chose to empower this individual as they know their capabilities and they trust them that they will successfully complete the project.
To conclude, the student can bring about a workplace change. They know how to set direction, motivate, delegate, and empower others. They have good conceptual skills which enable them to notice issues and be creative, this leads to wanting to make changes. 3M are an innovative company and strive for change. The student understands the importance of building good relationships with their colleagues to enable them to have a better understanding of what is important to them. With the knowledge of the motivational drivers, they can motivate individuals with ease. The student understands the benefits of delegation to both parties, they would never abdicate anything to anyone, any delegation would be beneficial and discussed beforehand. The student understands the importance of empowerment, everyone should feel that they have a voice, they are trustworthy and are proud of themselves. The student will be moving forward with this change, it is beneficial to themselves, their colleagues and 3M.

[bookmark: _Toc107171605]Conclusion

This assignment focused on emergent leadership skills in the workplace. In part one the student evaluated their own ability to use a range of leadership styles. There were two scenarios, each one was using different situations and with different types of people. In the first scenario the student has a meeting with the new company directors, after the meeting the student completed a questionnaire Northouse (2019). The results of the questionnaire were that the student used a democratic leadership style in this situation. In the second scenario the student was part of a meeting with colleagues, the same questionnaire was completed after the meeting. The results show that the student on this occasion, used a laissez-faire leadership style. The questionnaires are available in the appendices. In part two the student critically assessed Adair’s Action-Centred Leadership model, also known as the overlapping three circles model and Adair’s Eight Functions of Leadership. In part three the student will assess their own ability to set direction, motivate, delegate, and empower others, applying it to a workplace example of bringing about a change. The student has used a questionnaire which shows conceptual skills. Throughout this assignment the student has reflected on their own practice, given workplace examples and made firm conclusions.
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    Statements    Strongly  disagree        Disagree        Neutral        Agree    Strongly  agree    

1.    Employees need to be supervised closely, or they  are not likely to do  their work.    X    2    3    4    5    

2.    Employees want to be a part of the decision - making  process.    1    X    3    4    5    

3.    In complex situations, leaders should let followers  work problems out on their own.    1    2    X    4    5    

4.    It is fair to say that most  employees in the general  population are lazy.    1    X    3    4    5    

5.    Providing guidance without pressure is the key to  being a good leader.    X    2    3    4    5    

6.    Leadership requires staying out of the way of  followers as they do their work.    1    2    3    X    5    

7.    As a rule, employees must be given rewards or  punishments in order to motivate them to achieve  organizational objectives.    X    2    3    4    5    

8.    Most workers prefer supportive communication from  their leaders.    1    X    3    4    5    

9.    As a rule,  leaders should allow followers to appraise  their own work.    1    2    3    X    5    

10.    Most employees feel insecure about their work and  need direction.    1    X    3    4    5    

11.    Leaders need to help followers accept responsibility  for completing their work.    1    X    3    4    5    

12.    Leaders should give followers complete freedom to  solve problems on their own.    1    2    3    X    5    

13.    The leader is the chief judge of the achievements of  the members of the group.    1    X    3    4    5    

14.    It is the leader’s job to help  followers find their  “passion.”    1    X    3    4    5    
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  4.2 Leadership Styles Questionnaire     (continued)        

    Statements    Strongly  disagree        Disagree        Neutral        Agree    Strongly  agree    

15.    In most situations, workers prefer little input from the  leader.    1    2    3    X    5    

16.    Effective leaders give orders and clarify procedures.    1    2    3    X    5    

17.    People are basically  competent and if given a task  will do a good job.    1    2    X    4    5    

18.    In general, it is best to leave followers alone.    1    2    3    X    5    

        Scoring         1.        Sum the responses on items 1, 4, 7, 10, 13, and 16 (authoritarian leadership).         2.      Sum the responses on items 2, 5, 8, 11, 14,     and 17 (democratic leadership).         3.      Sum the responses on items 3, 6, 9, 12, 15, and 18 (laissez - faire leadership).         Total Scores     Authoritarian Leadership     12       Democratic Leadership     12     Laissez - Faire Leadership     23             Scoring Interpretation         This questionnaire is designed to measure three common styles of leadership: authoritarian, democratic, and laissez - faire. By  comparing your scores, you can  determine which styles are most dominant and least dominant in your own style of leadership.         If your score is 26 – 30, you are in the very high range. If  your score is 21 – 25, you are in the high range.     If your score is 16 – 20, you are in the moderate rang e. If  your score is 11 – 15, you are in the low range.     If your score is 6 – 10, you are in the very low range.         Building Your Leadership Profile         If you have the interactive eBook version of this text, log in to access the Leadership Profile Tool.  After completing this  chapter’s questionnaire, you will receive individualized feedback and practical suggestions for further strengthening your  leadership based on your responses in this questionnaire.                 Visit  edge.sagepub.com/northouseintro4e  for a downloadable version of this questionnaire.      
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    6.2 Leadership Skills Questionnaire         Purpose     1. To identify your leadership skills     2. To provide a profile of your  leadership skills showing your strengths and weaknesses     Directions     1. Place yourself in the role of a leader when responding to this questionnaire.     2. For each of the statements below, circle the number that indicates the degree to which you feel  the  statement is true.    

Statements    No t  tru e        Seldo m     true        Occasion ally     true        Somew hat     true        Ver y     tru e        

1. I am effective with the detailed aspects of my work.    1    2    3    4    X    

2. I usually know ahead of time how people will respond to a new  idea or  proposal.    1    2    3    X    5    

3. I am effective at problem solving.    1    2    3    4    X    

4. Filling out forms and working with details come easily for me.    1    2    X    4    5    

5. Understanding the social fabric of the organization is important to me.    1    2    3    4    X    

6. When problems arise, I immediately address them.    1    2    3    4    X    

7. Managing people and resources is one of my strengths.    1    2    3    4    X    

8. I am able to   sense the emotional undercurrents in my group.    1    2    3    X    5    

9. Seeing the big picture comes easily for me.    1    2    3    4    X    

10. In my work, I enjoy responding to people’s requests and concerns.    1    2    3    X    5    

11. I use my emotional energy to  motivate others.    1    2    X    4    5    

12. Making strategic plans for my company appeals to me.     1    2    3    4    X    

13. Obtaining and allocating resources is a challenging aspect of my job.    1    2    X    4    5    

14. The key to successful conflict resolution is  respecting my opponent.    1    X    3    4    5    

15. I enjoy discussing organizational values and philosophy        1    2    3    X    5    

Statements    Not  true        Seldom     true        Occasionally     true        Somewhat     true        Very     true            No t  tru e        Seldo m     true        Occasion ally     true        Somew hat     true        Ver y     tru e        

16. I am effective at obtaining resources to support our programs.    1    2    3    4    X    

17. I work hard to find consensus in conflict situations    1    2    3    4    X    

18. I am flexible about making  changes in our organization.    1    2    3    4    X    

    Scoring     1. Sum the responses on items 1, 4, 7, 10, 13, and 16 (administrative skill score).     2. Sum the responses on items 2, 5, 8, 11, 14, and 17 (interpersonal skill score).     3. Sum the responses on  items 3, 6, 9, 12, 15, and 18 (conceptual skill score).     Total Scores     Administrative skill: _____________25______     Interpersonal skill: ___________23_________     Conceptual skill: _____________29________         Scoring Interpretation    
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    Statements    Strongly  disagree        Disagree        Neutral        Agree    Strongly  agree    

1.    Employees need to be supervised closely, or they  are not likely to do their work.    X    2    3    4    5    

2.    Employees want to be a part of the decision - making  process.    1    2    3    X    5    

3.    In complex situations, leaders should let followers  work problems out on their own.    X    2    3    4    5    

4.    It is fair to say that most employees in the general  population are lazy.    1    X    3    4    5    

5.    Providing guidance without pressure is  the key to  being a good leader.    X    2    3    4    5    

6.    Leadership requires staying out of the way of  followers as they do their work.    X    2    3    4    5    

7.    As a rule, employees must be given rewards or  punishments in order to motivate them to achieve  organizational objectives.    X    2    3    4    5    

8.    Most workers prefer supportive communication from  their leaders.    1    2    3    X    5    

9.    As a rule, leaders  should allow followers to appraise  their own work.    1    X    3    4    5    

10.    Most employees feel insecure about their work and  need direction.    1    X    3    4    5    

11.    Leaders need to help followers accept responsibility  for completing their work.    1    2    3    4    X    

12.    Leaders should give followers complete freedom to  solve problems on their own.    1    2    3    X    5    

13.    The leader is the chief judge of the achievements of  the members of the group.    1    X    3    4    5    

14.    It is the leader’s job to help  followers find their  “passion.”    1    2    3    X    5    

        4.2 Leadership Styles Questionnaire     (continued)        

    Statements    Strongly  disagree        Disagree        Neutral        Agree    Strongly  agree    

15.    In most situations, workers prefer little input from the  leader.    1    X    3    4    5    

16.    Effective leaders give orders and clarify procedures.    1    2    3    X    5    

17.    People are basically competent and if given a task  will do a good job.    1    2    3    X    5    

18.    In general, it is best to leave followers alone.    X    2    3    4    5    
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  Scoring         1.        Sum the responses on items 1, 4, 7, 10, 13, and 16 (authoritarian leadership).         2.      Sum the responses on items 2, 5, 8, 11, 14,     and 17 (democratic leadership).         3.      Sum the responses on items 3, 6, 9, 12, 15, and 18  (laissez - faire leadership).         Total Scores     Authoritarian Leadership     12       Democratic Leadership     22     Laissez - Faire Leadership     11             Scoring Interpretation         This questionnaire is designed to measure three common styles of leadership:  authoritarian, democratic, and laissez - faire. By  comparing your scores, you can determine which styles are most dominant and least dominant in your own style of leadership.         If your score is 26 – 30, you are in the very high range. If  your score is 21 – 25,  you are in the high range.     If your score is 16 – 20, you are in the moderate range. If  your score is 11 – 15, you are in the low range.     If your score is 6 – 10, you are in the very low range.         Building Your Leadership Profile         If you have the interactive e Book version of this text, log in to access the Leadership Profile Tool. After completing this  chapter’s questionnaire, you will receive individualized feedback and practical suggestions for further strengthening your  leadership based on your responses in  this questionnaire.                 Visit  edge.sagepub.com/northouseintro4e  for a downloadable version of this questionnaire.      
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