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1.0 [bookmark: _Toc77544217]Introduction

The meaning of leadership can differ from person to person in different places throughout the world, and different things in different situations. Examples of different types of leadership is political leadership, religious leadership and community leadership. 
In an organisational context, leadership is crucial in order to maximise workplace performance as according to studies carried out by Brandon Hall (2015) 83% of the organisations agree that is important to develop and grow leaders at all levels as it they believe it results in success across all teams and channels. Leadership plays a big role in an organisation’s success; without good leadership all other aspects of organisations remain inactive (Pasmore, Lafferty and Spencer, 2009). Strong leaders can assist a business to optimise production levels and attain corporate objectives. In contrast, ineffective leadership can harm productivity and jeopardise the company’s performance (LaMarco, 2019). Many individuals believe that owning a business immediately makes one a leader because they are in charge of such things like directing the company’s strategy, key decision making and determining the direction of the business etc. However, that is not all there is to becoming a leader. To be an effective leader and to have strong leadership is significantly a more difficult duty/responsibility/role that involves a variety of essential competences, personal attributes and in many cases years of practise and experience (Black, 2015). 
This report will explore leadership within an organisation and what it takes to be strong and effective leader in the business sector. The student will refer to their own organisation which is a retail mobile network company where their role is a customer advisor. 

[bookmark: _Toc77544218]2.0 - Leadership models and theories and its ability to impact on individual’s workplace performance 

Leadership can be defined as a procedure of influencing people to comprehend and concur on what is required to be accomplished and how to carry it out/ways on completing the necessary activities; as well as the process of supporting individual and collaborative attempts to achieve common goals (Yukl, 2006). Another similar simplified description of leadership is Northouse’s (2014, P.3) definition, which he described as “a process whereby an individual influences a group of individuals to achieve a common goal”. Immediately one can establish mutual grounds between the two definitions of leadership as both portrayals imply that leadership requires the ability to influence others. Influencing is a key component of successful leadership, as it enables the leader to impact, inspire and motivate individuals or a great number of people (Lunenburg, 2012); This can allow the leader to utilise their influence to start new projects, strategize, make judgements and overall bring about change in the company (Peters, 2018). In addition, Yukl and Northouse both establish that leadership is a process within itself, rather than a series of innate characteristic traits, this indicates that leadership is a transactional event that occurs between the leaders and their cohorts. The process involves providing a meaningful direction and giving purpose (Kottterman, 2006). Another common feature with the two descriptions is that leadership entails achieving objectives which are shared between both parties. It is crucial for leaders and their team to share the same goal to obtain organisational growth and success (Hollander, 2012). Not only will it benefit the organisation, but it will also improve the morale of the team and the leaders (Boyatzis, Rochford and Taylor, 2015). This is because team members will feel valued and motivated to work collaborative as a team towards achieving their shared purpose as their actions will align with the rest of the teams; whose efforts can ultimately result in rapid growth and productivity (Colbert, et al, 2008). For example, in the students’ workplace, their bonus is achieved by accomplishing the monthly team targets – it is not individual commission. This promotes collaborative team work as to obtain that bonus, everyone needs to be working together to hit these targets to unlock bonus. It is the managers role to dictate that leadership to ensure that their team has the desire to obtain the objectives set by the leader. In the students’ organisation, the managers goals are to hit the stores targets compliantly and maximise the bonus available which the manger has successfully influenced onto their team. As the group’s goal is to hit their team target to ultimately earn bonus. 
The phrases leadership and management are frequently used interchangeably, it is important to understand that they are not synonymous, they should not be mistaken for one another (Kotter, 2013. Although there are similarities between the two, leadership necessitates qualities that go beyond those of a manager. For example, leaders must inspire their followers whereas managers can be inspirational to the individuals working under them, but they do not necessarily need to be. (See Appendix A for the full table on Leadership vs Management). The major distinction between the two is that managers have employees that work for them whilst leaders have followers that follow them (Gavin, 2019). Management is about monitoring and administering the day-to-day operations, ensuring that they are being completed in the correct manner while on the other hand, leadership is to do with inspiring and motivating others to comprehend and believe in the leader’s mission as well as collaborating with the leader to accomplish their goal (Algahtani, 2014). The function of a leader is to direct and inspire a vision for the future whilst a manager’s function includes planning, organising, recruiting, directing and controlling. In order to be a successful corporate owner, the individual must be capable of having strong leading and managerial attributes to enlist their team to join them in their quest for success (Toor and Ofori, 2008); the two-work hand in hand so to become a successful manager, one would need to be an effective leader. Mintzberg (1973) agreed on this as he suggested that leadership can potentially be a part of management.
As already touched upon previously, it is apparent that strong leadership within the organisation can have a positive impact. Effective leadership can directly result in an effective team as good leaders will encourage, motivate and lead their team by example which builds up trust and staff satisfaction (Palmer et al., 2001). The benefits form a knock-on dominoes effect, as if you have formed an effective team, the team will be determined to succeed which will increase the productivity levels as the members of the team will willingly want to put in more effort and work harder because they feel the included, appreciated and supported (Yukl, 2012). Moreover, staff loyalty and retention will rise as the team members will be more satisfied and content in their roles (DePree, 2011) – the boost in morale will assist in retaining employees as organisations cannot be successful without their employees.  It is a win-win situation for both sides, the organisation and the employees. Other benefits include motivated employees, implementing vision and values, effective communications and delegation which will be explored in depth in section 4.
[bookmark: _Toc77544219]2.1 Leadership Theories
Over the years, there has been many different approaches to leadership. These leadership theories and framework can be useful in understanding and knowing the many attempts in which people decide to lead. It can assist in developing one’s own style of leading and help become a further efficient and successful leader (Bolden, 2004). The leadership theories can be categorised into several main groups:
· Behavioural theory 
· Participative theory 
· Trait theory 
· Contingency theory 
· Relationship/Transformational theory 
· Situational theory 
These are just some of the most popular leadership theories put forward, there are many other approaches to leadership. This section of the report will explore and assess the situational theory framework. 
The well-known situational leadership theory (Hersey-Blanchard model) was first developed in 1969 by Paul Hersey and Kenneth Blanchard in their book, Management of Organisation Behaviour: Utilising Human resources. As briefly touched upon above, the model implies that there is no single leadership approach that is superior to another. It is a flexible template whereby leaders can adapt their leadership style to fit the many factors in the organisation, taking account of the competences and commitment of their followers (Kenton and Drury, 2020). The bottom-line emphasis on the Hersey-Blanchard model depicts is that different situations require different styles of leadership even with the same individual. The model practises an individualistic approach instead of a group approach as it is dependent on the leaders decision-making skills (Meirovich, and Gu, 2015). In relation to the many tasks and connections that leaders encounter within the workplace, Hershey and Blanchard established four styles of leadership, these are: Directing, Coaching, Supporting and Delegating (Blanchard & Zigarmi, 1993). Moreover, the subordinates have been grouped into four categories based on their aptitudes, dedication and self-confidence which have been listed below – the group the individual/situation falls in, determines the leadership style that is used (Lee-Kelley, 2002). These categories are:
1. Low Competence/Low Confidence and commitment 
2. Low Competence/High Confidence and commitment 
3. High Competence/Low Confidence and commitment
4. High Competence/high confidence and commitment
Hersey and Blanchard went on to underline that there are two factors to dictate what leadership style approach is best to take, the two factors to take into consideration are:
· What the task is
· What skills are possessed by the individual 
The diagram below demonstrates the four leadership styles in each quadrant against a supportive behaviour and a directive behaviour variable. 
Supportive 
Behaviour
Four Leadership Styles 
Directive Behaviour


	Supporting (S3)
High supportive behaviour and low directive behaviour
	Selling (S2)
High directive behaviour and high supporting behaviour 

	Delegating (S4)
Low supportive behaviour and low directive behaviour. 
	Directing (S1)
High directive behaviour, Low supporting behaviour.




(Aliekperova, 2016)
Directing is the first quadrant on the diagram, this style requires high directive, instructive and autocratic behaviour from the leader whilst the supportive element is low. Directing style of leadership is used when the situation possesses an individual who is not very confident or dedicated to the task along with not having the capabilities required to fulfil the required activities. Therefore, the leader must guide and instruct them on what to do a how to do it. Rotating anti-clockwise, when the subordinate is low in competence but is willing and confident to do the tasks, the leadership style that is normally approached is coaching. This is where a leader would present a high directive, persuasive and encouraging behaviour towards their followers; at this stage, leaders can explain and sell the task. The next style is supportive, this is also known as a participative style. Leaders are more supportive, involved and involved with the individuals in this approach whilst being low in their authoritative and directive manner. This is usually because in these situations, the followers have the experience to complete the activities however they may not have the confidence or willingness to do so; therefore, the leaders must motivate them to want to do the job. The selling and supporting quadrants are where leaders put in the most effort as they need to be constantly engaged with the people, providing regular feedback etc. Finally, the last of the quadrants and leadership styles is delegation which is where the followers have high maturity, they have the skills, experience and eagerness to complete the tasks. This allows the leaders to put trust into the individuals to take responsibility for certain task decisions, providing them with empowerment. In this approach, leaders do not need to be involved as much so there is low supporting and low directive behaviour. It is key to note that at this stage, leaders should not take their eye off the team as it is possible for something new to occur, and the individuals may not have the experience for that particular task in that given situation; it can potentially set one up for failure as the individual can feel like they have been trusted and given the responsibility to figure it out and fulfil the tasks and can be afraid to ask for the help which can lead to demotivating the individual (Papworth, Milne and Boak, 2009).
The situational leadership model allows leaders to assess how the strengths, weaknesses and attentiveness of their subordinates can impact their performance in the workplace, along with results of projects (Thompson and Vecchio, 2009). This can direct the leaders to apply the relevant style and degree of control to accomplish the required outcomes. The advantage of this is that leaders can adapt and change their leadership approach at their own time and choice as it is a flexible model. Moreover, Kaushik (2020) mentions that a great advantage of the Hersey Blanchard model is straightforward and easy to implement as leaders can swiftly assess a situation to determine what approach is best fitted. On the other hand, academics like Cirstea & Constantinescu (2012) argues that the model has some limitations that is out of the leader’s power such as position and authority restrictions by potential chain-of-command or hierarchy in a firm. This evidence suggests that the leader can sometimes have no choice but to follow a certain leadership style to their subordinates rather than adapting to their subordinate’s maturity. Another weakness that has been addressed is that this model can sometimes place excessive liability on the leader whose judgements can possibly be incorrect (Gaille, 2018). In addition, Bedford and Gehlert (2013) stated that another flaw is that the framework can allow leaders to easily overlook an organisation’s long-term goal due to them prioritizing and being invested in the relationships with their followers and the tasks instead. 
Although there is a lot of discussion and opposing views around the Hersey-Blanchard model, overall, there is a logical reasoning behind the concept. This can be supported by a study from Kenneth Blanchard (2021) that shows that 54% of leaders use only a single leadership style despite the circumstances and 50% of leaders are not using the appropriate leadership style that corresponds to their followers’ requirements. These results indicate that more than half of the leaders are not being effective in their role and to their subordinates as if a leader is taking a one-style-fits-all attitude, it can lead to issues such as demotivated individuals because some team members may find themselves being micro-managed whereas others may end up not getting the support or guidance they require. Kaifi, et al. (2014) supports this argument as he mentions that the situational leadership model tackles such issues by educating leaders on how they can modify their leadership style according to the competency and dedication of the subordinates on a specific objective or task. 
The situational leadership model can be compared to many other theories and models. For example, another popular theory of leadership is the action centred leadership model by John Adair. This model highlights three concepts that leaders must manage in order to be efficient, these are the task, the team and the individual (Cherry, 2020). In accordance with Adair’s (2015) description, strong and effective leaders should be actioned-centred towards the three concepts mentioned above (Zigarmi and Roberts, 2017):
- Task: Directive to the job that is required to be completed
- Team: Coordinating and fostering the entire work team
- Individual: Supporting and evaluating the individuals who are completing the tasks (Bolden, et al 2003)
This model contrasts with the Hersey-Blanchard, as the situational leadership model is oriented towards circumstances whereas the Adair’s theory of leadership is function oriented. The action centred leadership model is attentive on the subset of duties that leaders must accomplish when performing an activity, irrespective of the nature of followers (Pilgrim, 2014). On the other hand, the situational leadership model seeks to improve team members performance by altering the leadership approach depending to the individual’s nature or maturity (Tortorella and Fogilatto, 2017). Leaders and managers can adopt the action-centred leadership, however, to apply the situational leadership model, one must have the necessary power and status in a corporate hierarchy.


[bookmark: _Toc77544220]3.0 – Direction, Motivation, Delegation and Empowerment in relation to leadership and organisational change.

In order to bring about change in an organisation, there are several factors that can contribute or not contribute to this. The employees must have certain attitudes and behaviours to help work towards creating such changes which are implemented and influenced by strong leaders (Morgan and Zeffane, 2003). For example, the employees need to have some sort of encouragement and purpose for them to want to help achieve organisational goals shared by the leader. This requires a collaborative and engaging team effort, because if a team only has a few employees who are set to help fulfil goals it is very unlikely to reach these or be as productive due to not having the full commitment and energy from everybody else (Mohammed, Mathieu and Bart’Bartlett, 2002). Therefore, it can be established that it is important to have all members of the team on board, motivated and directed to accomplishing the tasks. Senger (1990) supports this argument as he believes that to be able to have a hardworking, dynamic and productive team, one must work on improving and developing the individuals first in order to improve the team. 

Direction is an important element in leadership as leaders need to know where they are going and why they are going there. Setting direction involves setting clear and specific expectations to your team so that every team member is aware of what is required of them to fulfil the goals and the reasoning behind it (Drath, et al., 2008). This further assists in generating accountability within the team, as individuals can be held liable for their actions and activities which according to Brearley (2020) is crucial for performance and motivation. It can be beneficial in situating boundaries for performance criteria or the ultimate target because if subordinates happen to be performing poor or moving in an opposite direction, leaders have the tools to present relevant feedback and emphasise consequences to facilitate the individuals to progress (Lorinkova, Pearsall and Sims Jr, 2013). In order to set direction clearly so it can be the most effective, leaders should aim to provide autonomy to their followers along with a set timeframe to ensure that the followers are able to manage and prioritise their workload. Setting direction generally follows the SMART objectives guidelines as directions need to be specific, measurable, attainable, relevant and time bounded. 

The goal-setting theory put forward by Locke and Latham (1990) implies that the more difficult and specific a goal is, the harder individuals tend to work to attain and accomplish those goals. This conforms with the element of setting direction, as it is involving clear and well-defined expectations and objectives being set out. Locke and Latham presented five goal-setting doctrines that they believe can increase the likelihood of success, these are:
· Clarity
· Feedback
· Commitment 
· Challenge 
· Task complexity
The principles align with what direction in leadership is about. The clarity and specificness of the task or goal, along with providing feedback can motivate the team to commit and excel in the given activities.

One of the most crucial and central components of leadership in all organisations and contexts is the aspect of motivation. Many academics have concluded that motivation directly impacts an individual’s performance and behaviour (Kim and Lee, 2008; Fejes and Nicoll, 2008). People need to be motivated to take action, to want to do their job, to succeed. King and Teo supported this as they (2012) defined motivation as the ‘want-to’ factor of people’s conduct and acts. 
Motivation can be described as an internal psychological process that is connected the emotional state of an individual (Mayer, 2011). Therefore, this suggests that it can be a great benefit for leaders to have a high level of emotional intelligence so that they are able to observe their subordinates and understand their emotional well-being to take the necessary actions to motivate them for the benefits of both parties. For example, the leaders can get them on board to help fulfil organisational goals and tasks along with increase moral and satisfaction for the employees when they fall low. In addition, one should be aware that motivation can be categorised into two groups: extrinsic and intrinsic. Extrinsic motivation is where individuals are encouraged to attain objectives via the system of rewards and sanctions; whereas intrinsic motivation is where individuals are driven to succeed solely because they are personally interested and attracted in reach such goals (Mata, et al., 2009). 
Intrinsic motivation has been proven to be more powerful and effective than extrinsic motivation according to Singh (2016) studies. The evidence suggests that intrinsic is more effective because it comes from within, there are no external factors like rewards and sanctions that can impact the individual’s motivation; it is an internal and personal curiosity that seeks the eagerness and motivation. Research conducted by Pinder (2011) implies that intrinsic motivation is better in the long run as it requires a higher level of effort and promotes cohesive interaction. There are many other factors that can determine one’s motivation levels, some examples are meaningful work, feeling valued, stability and challenge work. Herzberg’s two factor theory (2017) implies that there are two distinct groups to motivation which are:
· Motivating factors – these are essential elements that assist in allowing employees reach high levels of satisfaction in the organisation. Some examples of these are recognition, empowerment, achievement, personal growth, the work etc. (Young, 2017)
· Hygiene factors – they don’t necessarily motivate an individual, but it can demotivate one. Hygiene factors are required to prevent employees from being dissatisfied in the workplace although these factors alone will not help an individual attain a high level of satisfaction.  Examples of these are pay, job security, status, safety, supervision, psychical environment and relationship with co-workers (Alshmemri, Shahwan-Akl and Maude, 2017)

The model advocates that the standard hygiene aspects are a necessity in order to avoid dissatisfaction in an organisation, however, a collection of motivating factors such as personal growth and empowerment are obligatory to generate actual satisfaction and happiness in the workplace (Alfayad and Arif, 2017). Other academics such as Kanfer (1992) states that direction, intensity and persistence are three elements that are the main drivers for motivation. Direction has been mentioned already above, however intensity relates to how hard an individual attempts, whereas persistence is how long the individual attempts for. 

Another important concept in leadership is delegation, many people tend to undermine the effectiveness of delegation. It can aid as a valuable tool for developing and empowering individuals in the team. A common mistake in organisations when attempting to delegate is that leaders and managers tend to hand out the tasks that they don’t want to do, which normally tends to be the less attractive and boring tasks. This can result in low morale in the team along with damaging employees’ development and confidence levels.  So, it is crucial for leaders to be able to delegate properly as it can help boost the performance and productivity of both the teams and the organisations (Wright, 2016). Delegation is to do with sharing responsibility and giving others the opportunity to contribute towards the objectives (Skinner, 2020). It allows employees to feel empowered and trusted which can make the individuals feel valued, appreciated and engaged in in the workplace that results back into that element of motivation as it starts to become meaningful work. This then can be seen as a win-win outcome as leaders are able to share responsibilities and tasks out to their team which helps them get things done faster. In addition, the leaders will have a more developed team as the individuals carrying out the delegated tasks will be learning new skills, tasks and accountability; this also comes as an advantage to the individuals as they are developing their competencies and experiences which can open more opportunities to learn new process or even progress in their role (Jokisaari and Vuori, 2016). 

Empowerment has been briefly touched upon above and as it is already apparent, it has links with the delegation and motivation. Empowerment has been described as allocating authority and power with the goal of increasing individuals’ engagement and interest in their roles (Zhang and Bartol, 2010). To have empowered employees in the team can give an organisation a competitive advantage over others for a number of reasons. For example, allowing team members to take charge of their jobs can have long-term benefits for both the organisation and the individuals as the employees will feel supported, confidence and free to act on their own initiative – it gives them self-belief and determination to excel in the given task. This has been supported by a study from Folkman (2017), which indicated that employees who are empowered are 67% more eager and happy to put in extra effort in their role. This results in better and stronger work performance, job fulfilment and loyalty towards the organisation.

[bookmark: _Toc77544221]3.1 Assessment of student’s abilities 
· 
The student has completed a number of leadership-based questionnaires that can be found in Appendix B, C & D. The results of the situational leadership survey (Appendix D) dictated that the student’s leadership style follows a mix of the participating and selling style in referral to Hersey and Blanchard’s theoretical model. The student scored the highest equally amongst the two, this suggests that the student is more oriented towards the relationship between their subordinates as both participating and selling style prioritises the relationship. The student can agree with the assumption as reflecting on past situations, the student deems their self to be very self-aware of themselves and of others. They put the feelings and emotions of others as a top priority as they advocate for a positive and collaborative environment where everyone can get along. This can be an advantage as self-awareness and emotional intelligence is crucial leadership as one needs to be able to understand their subordinates. This can also be seen as a weakness too as being too self-aware can sometimes cause the individual to not express themselves fully or not be assertive as they will be very conscious of it being taken the wrong way. Although, the participating style demonstrates that the student is low task focused, in contrast the selling style represents that this approach is high task focused. The student considers them to be leaning more towards the selling side as they find themselves to be high task focused from past experiences. The results from the other two questionnaires completed in Appendix B and C also conform to the same traits. 


[bookmark: _Toc77544222]4.0 Conclusion

In conclusion, the report has made clear that effective leadership can have an impact on not only the organisation but the individuals too. It has demonstrated that there are many traits and characteristics in being a strong leader in an organisation. In addition, the report has made apparent that learning is a crucial factor in leadership as it is an ongoing process. Warren Bennis quoted “The basis of leadership is the capacity of the leader to change the mindset of another person.” The research has demonstrated this throughout the report, that leadership is to do with inspiring others to share the same visions and goals as you which can be done through direction, motivation, delegation and empowerment. Overall, for an organisation to maximise to their full potential and succeed, an effective leader is needed.
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15. Inmost situations, workers prefer little input from the 1 2 3 4 5
leader.
16. Effective leaders give orders and clarify procedures. 1 2 3 4 5
17. People are basically competent and if given a task 1 2 3 4 5

will do a good job.

18. In general, itisbest to leave followers alone. 1 2 3 4 5
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1. Employeesneed to be supervised closely, or they 1 2 [ ] 4 5
are not likely to do their work.

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

3. Incomplex situations, leaders should let followers 1 I 3 4 5

work problems out on their own.

4. ltis fair to say that most employees in the general 1 2 [ ] 4 5
population are lazy.

5. Providing guidance without pressure is the key to 1 2 3 4 5
being a good leader.

6. Leadership requires staying out of the way of 1 [ ] 3 4 5
followers as they do their work.

7. Asarule, employees must be given rewards or 1 2 3 4 5
punishments in order to motivate them to achieve
organizational objectives.

8. Most workers prefer supportive communication from 1 2 3 4 5
their leaders.

9. Asarule, leaders should allow followers to appraise 1 2 [ ] 4 5
their own work.

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

1. Leadersneed to help followers accept responsibility 1 2 3 4 5
for completing their work.

12. Leaders should give followers complete freedom to 1 [ ] 3 4 5
solve problems on their own.

13. The leader is the chief judge ofthe achievements of 1 2 [ ] 4 5
the members of the group.

14. Iltisthe leader’s job to help followers find their 1 I 3 4 5
“passion.”
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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 33,5232

Democratic Leadership 4,45523

Laissez-Faire Leadership 232322

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 inthe very high range.
If your score is 21-25, you are inthe high range.

If your score is 16-20, you are inthe moderate range.
If your score is 11-15, you are inthe low range.

If your score is 6-10, you are inthe very low range.
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1. | am effective with the detailed aspects of
my work.

2. | usually know ahead of time how people
will respond to a new idea or proposal.

3. 1 am effective at problem solving.

4. Filling out forms and working with details
come easily for me.

5. Understanding the social fabric of the
organization is important to me.

6. When problems arise, | immediately
address them.

7. Managing people and resources is one of
my strengths.

8.1am able to sense the emotional
undercurrents in my group.

9. Seeing the big picture comes easily for me.

10. In my work, | enjoy responding to people’s
requests and concerns.

11. | use my emotional energy to motivate
others.

12. Making strategic plans for my company
appeals to me.

13. Obtaining and allocating resources is a
challenging aspect of my job.

14. The key to successful conflict resolution is
respecting my opponent.

15. | enjoy discussing organizational values
and philosophy

16. | am effective at obtaining resources to
support our programs.

17. I work hard to find consensus in conflict
situations

18. 1 am flexible about making changes in our
organization.
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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: 5,5,3,4,2,5 = total is 24, Average is 4

Interpersonal skill: 4,3,4,4,5,5 = total is 25, Average is 4.2

Conceptual skill: 5,5,5,5,5,4 = total is 29, Average is 4.8

Scoring Interpretation

The Leadership Skills Questionnaire is designed to measure three broad types of leadership skills:
administrative, interpersonal, and conceptual. By comparing your scores, you can determine where
you have leadership strengths and where you have leadership weaknesses.

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.
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Situational Leadership Model: Situational Leadership depends on the readiness of the followers and
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