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Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance.    

Leadership within a workplace is very crucial as the leader is regarded as the keyholder of unlocking their team’s potential and delivering their organisational success. A leader not only manages the daily operations of the business but also shapes the workplace culture, builds innovation, and helps provide directions to their team in achieving their goals. Therefore, it is important for the behaviours, methods, and qualities of leadership to be developed appropriately as this will impact how the organisations culture is shaped (Emeritus, 2023).
According to Northouse (2022), “A leader's role is to persuade a group of people to work toward a common objective, according to the definition of leadership”. 
There are many different styles and forms of effective leadership one can use to lead, depending on the situation. 1) Charismatic leaders - motivate their followers to do things by building up enthusiasm for their vision or goal. 2) Contingency theory – how effective the leadership is depending on the situation and other factors such personality, task nature. 3) Distributed leadership – all levels of the leadership expertise are mobilised in order to create opportunities for change and develop on improvement. 4) Ethical leadership – directed through respect of ethical beliefs and values and rights of others. Therefore, trust, honesty, fairness etc and related concepts (Vasquez, 2022).
Management is the organisation and direction of a business’s workflow, operations and employees in order to achieve company goals. The main aim of management is to create an environment for employees to work productively and efficiently. A manager would carry out many tasks within a workplace such as creating schedules, mentoring employees, monitor budgets, create goals and objectives, problem-solving (Mintsberg, 2011).
However, there are differences between management and leadership. Leadership is focused on tackling challenging issues and implementing changes. To maintain leadership, influence from followers is important, as this creates a psychological contract. Whereas management requires using legitimate power and being able to hold a position within an organisation (Coursera, 2023). According to Kotter (2008), leadership is to deal with ‘coping with change’ and management is ‘coping with complexity. Even though there are distinctions between leadership and management, both are important in a workplace environment, and their influence depends on the organisational serve. 
There are many propositions that have been put forward regarding the explanation of good leadership and this is still being developed. However, the two most well-known theories of leadership would be transformational and transactional leadership theories. 
Transformational leadership is where the leader encourages and motivates their followers to innovate and develop new ways to grow and shape the organisations future success (Robbins and Coulter, 2007). They can motivate and excite their followers to put in extra effort to accomplish group goals. This would be achieved by the leader paying attention to the developmental requirement of the individual followers and address any concerns, changing their follower’s awareness by encouraging them to look at old problems in a new manner. 
Likewise, there are many factors the transformational leadership uses to improve the productivity, morale, and motivation of the followers. The factors would be such as understanding the strengths and weaknesses of their followers so that they can give them tasks to improve their performance, encouraging them to take greater ownership of their work. (Jung and Sosik, 2002).
According to the philosophy of transformational leadership, a leader is someone who inspires followers to act in the best interests of the group as a whole and to look out for one another's interests (Warrilow, 2012).
There are four factors to transformational leadership which are Idealised influence, inspirational motivation, intellectual stimulation, and individual consideration. The report writer will briefly discuss each factor:
1) Idealised Influence – where the leader is an example for their followers based on their distinct set of principles and commendable behaviour. The leader is trusted and respected by their followers in making good decisions for the organisation.
2) Inspirational motivation – this is where the leader articulates the vision of the organisation and helps motivate their followers to commit to the vision. They will also encourage team spirit to help reach the goal of market growth and increased revenue.
3) Intellectual stimulation – this is where the leader encourages innovation and challenges the preconceptions, stimulates, and fosters creativity in the followers. If the followers are provided with a framework to understand how they connect with the leader and organisation, they would be able to creatively resolve any problems or challenges. Leaders who acquire intellectual stimulation encourage problem solving and critical thinking to make the organisation better. 
4) Individual consideration – thus is how the leader investigates the requirements of each individual follower and becomes a mentor or coach to them. The leader would also respect and value the individual contribution to the team and the follower would continue to achieve and grow (Warrilow, 2012)

Therefore, the four factors are valuable characteristics’ a leader will need for the transformation process and be able to also help transform their followers into becoming successful individuals. Northouse (2001) found from 39 studies on transformational literature that leaders who exhibited transformational leadership were more effective leaders and produced better work outcomes whether it was private or public sectors. Therefore, leaders using the transformational approach in the workplace would be very beneficial. However, Northouse also criticised the transformational process can be treated as a personality trait than as a learned behaviour by leaders.
Transactional leader is a leadership style where the leader focuses on achieving goals for their followers through structure, supervision and using a system of rewards and punishment. Followers who perform their tasks are rewarded by the leader and those who do not perform are punished. Transactional leaders closely monitor their followers to enforce rules, reward success and punish failure (Nye, 2013).
The leader would focus on how to achieve the short-term goals of the organisation rather than trying to change or improve the organisation as a whole. Therefore, transactional leaders would be good at setting expectations and standards to enhance the efficiency and productivity of the organisation. The leader would also provide constructive feedback to their followers regarding their performance so that the followers can improve for better feedback and reinforcement. 

There are three transactional leadership approaches which have been found by researchers in the 1990s such as James McGregor Burns, Bruce Avolio which the report writer will briefly explain:
1) Contingent Rewards – goals are linked to rewards.
2) Active Management by exception – teams are monitored, problems are anticipated, and corrective measures are put in place.
3) Passive Management by exception – leaders stay out of team’s way and only get involved when the followers are not meeting the standards or if the performance is not meeting the expectations (Lee, 2020).

Likewise, a transactional leader will work better in a structured environment usually on the organisations existing structure with few deviations from business process and specific tasks are defined to accomplish. The leader wants their followers to deliver specific results which are measurable and articulated, also referred to as SMART goals, which are specific, measurable, achievable, realistic and time bound. The leader would monitor their followers to see if they meet the defined requirements and expected results. Also using the Maslow’s hierarchy of needs, a transactional leader would also focus on the lower levels of the hierarchy and work at the fundamental levels of need fulfilment (Hargis, 2001). 
Overall, transactional and transformational leadership styles are opposite and incompatible, where the leaders in each style have to rely on different set of leadership skills. However, if a leader can utilize both leadership style then they have great potential to rise at the top but also bring their followers with them.
The transactional leadership style upholds the status quo and therefore, the leader would fit better in organisations where there are set protocols and procedures and rigid structure. The transactional leader would tell the followers what to do and focus on short-term goal achievement of the organisation.     
The transformational leadership would encourage their followers to focus on the vision of the organisation and challenge the status quo. The leader would motivate their followers without rewards and punishment. These leaders would perform better in situations where expectations are not clear so that there is room to experiment. 
Both leadership style have advantages and disadvantages. The transactional leadership has clear expectations and is ideal for crisis or emergency situations. The results are shown quickly as everyone knows their role and rewards are given for successful goals. However, the disadvantage of transactional leadership is that leaders can misuse the power and there is also pressure to perform for the followers and the followers’ needs are not being met (Weihrich, et al 2022).
Transformational leadership has room for growth where the followers’ needs are provided for, and creativity is highly encouraged. Before any problems occur, the issue is fixed and there is less deadline pressure. However, the disadvantage of transformational leader can be that lack of focus can become a problem and there could be fewer checks and balances. 

However, the report writer prefers the Transformational Leadership for a workplace setting as research have shown that managers using Transformational Leadership are more effective and high performers as well as having good employee work outcomes such as increased productivity, employee happiness and goal achievement. 
Although the transactional and transformational leadership do differ in theory and practice, authors have found that the effectiveness of transactional leadership improves significantly with addition of transformational leadership which results in increased level of performance and goal achievement for the followers and organisations (Bass & Avolio, 1994).

Another theory that would be useful within an organisation would be the situational leadership theory. This theory believes that there is no single best leadership style instead the type of strategies and leadership that are suitable to carry out the task based on the maturity/readiness of a team or follower is ideal. An effective leader would be those who can adapt their style to any situation and focus on task type, group nature, and other factors that could impact the job being completed (Cherry, 2023).
Fred Fielder (1967) found that the Situational Leadership Theory is based on two behavioural types which are task behaviour and relationship behaviour. Task-orientated leaders would focus on the details and obtain all the task related information before completing the task. Relationship-orientated leaders would first build connection with the team members so that the members can be involved when creating an action plan. Therefore, the situational theory would create a balance between task and relationship behaviour depending on the maturity level of the team for a particular task or project (Cherry, 2013).
According to Hersey and Blanchard (2013) there are four primary leadership styles which the report writer will explain. 1) Telling – the leader will explain to their followers what to do and how to do it. 2) Selling – this is a back-and-forth style between the leader and followers, where the leader would sell their ideas so that the followers can buy into the process. 3) Participating – the followers/group takes initiative in upcoming ideas and making decisions, leader offers less direction. 4) Delegating – group members undertake majority of the responsibility and decisions for what happens.


There are four maturity level of the Situational leadership theory which has been identified by Hersey and Blanchard (2013). 1) Low levels of maturity – employees who may not have the knowledge and confidence to complete the task on their own, could be new to the position. 2) Moderate level of maturity – employee want to complete the task but unable to do so as they do not have the relevant training or expertise for the job. 3) High moderate level of maturity – employee is unwilling to complete task even though they have the knowledge and necessary skills to complete it. 4) High level of maturity – employees can function independently and are dedicated and self-assured in completing the task. 
Therefore, it would be most effective for a manager to use the leadership style which matches to the maturity level of the individual employee or team members in a situation instead of a single fixed leadership method (Hersey, Blanchard, & Johnson, 2013). The different type of situational leadership style based on employee/team maturity are: 1) Telling: High Task/Low Relationship, 2) Selling: High Task/High Relationship 3) Participating: Low Task/High Relationship 4) Delegating: Low Task/Low Relationship.
Managers mainly use both a primary and secondary leadership style when managing a team. Most managers would have a default (preferred) leadership style they would use frequently when managing a team but will also adapt a secondary style (supporting style) based on the situation. However, according to Paul Hersey (2009), despite the leadership style a manager adopts including primary or secondary it is important for the manager to clearly communicate with their team members the goals and objectives so that the team members can successfully complete the tasks. 












Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role.     

The report writer is a recruitment manager for the healthcare sector. The report writer would use the situational leadership theory in their workplace as it enables them to act as a team leader under any given situation and is flexible. The report writer would be able to determine the maturity level of the employee or team that is to complete the task or project using the situational leadership theory. The report writer will discuss how they will use their situational leadership style in their workplace to fulfil the leadership role with different types of people and in different situation.
Telling: High Task/Low Relationship – the report writer would provide the relevant step-by-step instructions and information to the employees to complete a specific task. Communication is one-way as the report writer would be mainly discussing the process in what to do and how to proceed with their team/follower. They would closely monitor the team/employee to see how they are progressing with the task, providing supervisory support. For example, when the report writer hires new employee, they would provide them with clear instructions and detailed information regarding how to carry out the recruitment process and will monitor their progress to see if additional training is needed or if they are completing the process correctly.
Selling: High Task/High Relationship – the report writer would be explaining decisions and providing instructions to their team. They would encourage their team to ask questions and if they are not clear regarding a task then to ask for clarification. The communication would primarily be two-way, where the report writer would provide emotional support so that their followers are persuaded to buy (sell) into the organisation to boost business performance (Hersey, 2009).
[bookmark: _bookmark13]Participating: Low Task/High Relationship – the report writer would listen to their followers and have a high level of interaction with them. They would provide less task-specific behaviour instructions and only offer feedback when it is needed to motivate and develop the follower. The report writer will have a high level of trust in their follower to complete the day-to-day tasks independently (Bruin, 2020).
Delegating: Low Task/Low Relationship – the report writer would provide low support and low directive behaviour to their employees as most of the tasks are now being handled by the team/employee independently and with great responsibility. However, the report writer would keep observing and monitoring the team to ensure the tasks are being completed and if any necessary support is needed (Bruin, 2020).
For the report writer to understand their own leadership capacity, they had completed two different questionnaires to assess this. The results for the leadership style question are authoritarian leadership IS, democratic leadership 22 and laissez-faire leadership 17 (See Appendix A).
Authoritative leadership is where the leader will take a hands-on approach to lead their followers and organisation. They would act as mentors for their employees and encourage them to follow their direction and guide them towards success. The leader would continue to offer motivating feedback than harsh criticism. Communication and interaction with team members is essential for an authoritative leader to be successful in their leading strategy.
Likewise, an authoritative leader would also create an efficient work environment and will also help employees grow in their career. They are quick in decision making and are always forward-thinking step which is crucial to any organisation. Therefore, the report writer being an authoritative leader in their healthcare organisation would be useful as they would be able to make quick decisions in an effective manner which is needed in a fast-pacing pressured healthcare environment. Employees are always overwhelmed with workload and constant changes so the report writer can use their authoritative leading strategy to help motivate their team do best and have a clear direction in completing tasks (Sulpakar et al, 2022).

However, there are drawbacks of being an authoritative leader. The leader may be viewed as bossy and controlling, and this may create aggression or hatred amongst group members. Followers may feel that they cannot express their opinions to decision making and contribute their expertise and this can impact workplace culture negatively as they may feel their skills and abilities are not wanted or respected. Authoritative leaders can make mistakes, and this can impact the whole team as only one person is making decisions on behalf of the team (William, 2018).
Democratic leadership involves collaboration, shared decision making and equal distribution of power. Team members opinions are taken into consideration by democratic leaders and all followers are encouraged to share ideas and have equal say despite their position in the company hierarchy. Examples of democratic leaders are Nelson Mandela, Tim Cook (CEO of Apple), Larry Page (Cofounder of Google). Democratic leaders like to empower people around and have an open-door policy where followers can approach them regarding any concerns or for advice. Open communication is encouraged by a democratic leader, and they are not afraid to be challenged with their follower’s viewpoint (Stapleton, 2022). 
The report writer scored higher for the democratic leadership style and therefore can use this leadership style to create a positive, inclusive, and collaborative work environment and encourage team members to engage in the decision-making process. This will strengthen workplace relationships and increase productivity.
However, there are disadvantages for the democratic leadership style. Even though the leader encourages the team to put forward their ideas, this can be problematic during a crisis as the leader may find it challenging to make a difficult decision as the leader relies on team opinions. As there will be different perspectives put forward by the team, this can make the decision making or even solution process slow. Likewise, when all team members put forward their ideas, some members may feel disheartened if their ideas are not implemented (Stapleton, 2022)
Laissez-Faire leadership refers to ‘letting people do as they choose.’ The leadership style does not micromanage where the leader lets their followers make their own decisions. The leader trusts the followers to handle tasks and projects independently but will give team support, guidance and training when needed. If mistakes a made throughout the process of a task completion, then the leader does not mind as long as the mistake is considered. Therefore, a big priority for laissez-faire leadership leaders is freedom, where they empower their team to undertake own decisions and manage objectives using their own initiative and resources (Lewis et al, 2020).
The report writer scored low for this leadership style, and therefore can look into improving this style so that they can adapt this leadership style if needed soon. This is because the laissez-faire leadership creates flexibility and a low-pressure environment where innovation, creativity and collaboration are encouraged. This boosts effectiveness, job satisfaction and increased team member retention. 
However, there are limitations with laissez-faire leadership as too much focus is on the team members. Team members may feel confused and not always know how to complete their tasks without clear guidance from a manager. As the team members are completing their work alone, they may feel isolated without support from managers and not have access to team building events. Laissez-faire leaders rarely participate in decision-making and therefore will be held responsible for poor decisions or mistakes rather than employees (Lewis et al, 2020).
Furthermore, the report writer completed a second questionnaire to assess their leadership skills and results are administrative skill 22, interpersonal skill 22 and conceptual skill 20 (see Appendix B).
The report writer scored higher for their administrative abilities which reflects that they can complete as a leader administrative task that involve planning, make decisions, managing information, completing specific tasks, and communicating on a day-to-day basis. This is important for their workplace as their role involves completing admin tasks (Carroll, et al 2015).
Again, the report writer scored higher for their interpersonal skills. Interpersonal skills refer to skills that are used every day to communicate and interact with people whether in groups or individually. There is a wide range of skills for interpersonal but mainly is communication skills which are effective speaking and listening. Social skills are also under the category of interpersonal skill, where the leader can engage, communicate and work effectively with their followers. Active listening, empathy and emotional intelligence are also part of interpersonal skills. Having good interpersonal skills enables one to solve problems and make good decisions which is useful for the report writer to apply as a leader (Bennis, and Thomas, 2002).

The report writer scored moderate range for conceptual skills. Conceptual skills are referred to as thinking skills where an individual can come up with answers to a difficult problem and grasp complex ideas. Conceptual skills involve creative thinking, analytical, and communication, where these skills are valuable to have for a leader as it enables them to find solutions for different challenges through abstract reasoning and logical thought. The leader would have the capacity to recognize and address issues and make quick decisions when necessary.

Therefore, it is important for the report writer to build on their conceptual skill so that they can score higher. This is because through conceptual skill they can make effective decisions, solve problems, inspire their team and work through conflicts with ease. This will enable the leader to assess if objectives are being accomplished, business plans are being adhered and any issues being outlined with suggested solutions. Conceptual skills contribute towards positive leadership outcome and helps individual success at workplace (Alvesson et al 2017).

















Assess your own ability to set direction, motivate, delegate and empower others to bring about a workplace change.

For the report writer to understand their own direction, motivation, delegation and empowerment they need understand what leads to a successful leader and adopt any necessary changes. The report writer needs to initially understand the mindset of a leader such as the thoughts, feelings, and emotions that a leader inherent before focusing on other factors such as external characteristics, behaviour, and actions which lead to impressive leaders (Barsh and Lavoie, 2014).
Direction is the process of allocating duties at work and setting directions to team members to become more efficient in their job performance. It is important to have direction at work to improve work culture and to build a working environment that embodies teamwork, productivity, and growth.  The report writer will establish their own direction through adhering to the organisational vision and goals and share this with team members. They will need to identify shared values which drive the team and accomplish task completion. For example, the report writer can define the team goals and list tasks that need to be completed within a set deadline to their team. The report writer can track the progress through team meetings and maintain a communication archive as well as send reminders of deadlines so that team members are well informed and have a set direction regarding their task completion.
Using the Flow Model, the report writer will be able to help themselves and their team be motivated. This model was introduced by Mihaly Csíkszentmihály (1990) and represents the emotional states an individual experiences when completing a task based on the task complexity and the individual’s skill level to achieve flow. Using this theory, the report writer will identify the motivational goals so that they can understand how to inspire themselves and their team to achieve flow such as improving skills, increase certain tasks. For the team to perform best, the challenge faced needs to be significant and the team need to have well-developed skills to complete the challenge confidently. This will result in a state of flow with exceptional performance and reward the team with acknowledgement and accomplishment (Csíkszentmihály, 1990). 
Delegation in a work setting refers to the passing of a task responsibility and ownership from a manager/leader to a subordinate, where the person who the task has been transferred to is now responsible for completion. It is important for a manager to delegate, as it will enable them to understand which work to delegate and who to assign the task responsibility, resulting in successful organisational goals. However, the manager will need to trust their employees with responsibilities and ensure the task is being completed. Therefore, the report writer will use the Stewardship Delegation model in the workplace to understand the delegation process (Taylor, 2016).
There are five levels of the Stewardship delegation model which needs to be understood by the report writer to be effective. Level 1: Do what I say – leader will instruct the person in exactly what to do, usually required for someone who has just started. Level 2: Research and report – research the topic and gather information. The information discovered needs to be reported to the leader who will then discuss and make a decision. Level 3: Research and recommend – research and outline topics and put forward recommendations including the pros and cons of each option for the leader to decide. Level 4: Decide and inform – to make a decision and inform the leader what they did. Level 5: Act independently – make the decision independently and does not need to be reported to the leader as they trust the individual to act on their own.
Being able to delegate is important for the report writer as it will help them learn and develop. Using delegation as a strategy will enable improvement and introduce new viewpoints and innovative techniques (Taylor, 2016).
Empowerment in the workplace is to enable team members to take ownership of their work and succeed. When the leader empowers their followers, they set ambitious goals and establish an expectation that the team members will take accountability for their performance. If the empowerment is executed correctly, then this enables motivated worker and optimal business outcomes. 
Therefore, the report writer would need to empower their employees through interacting with them frequently and acting on their feedback, providing opportunities for the employees to grow such as additional task completion, recognise employee engagement and help increase this, and lastly provide any training or tools that are needed for the team members to excel (Wong, 2020).
However, there could problems within a team that can prevent the report writer to succeed in their direction, motivation, delegation, and empowerment of a workplace change. Trust amongst team members could be a main issue as not all team members want to come forward or show vulnerability in the group. If the team members are not honest with each other regarding shortcomings or problems, then this will impact in building relationships. Therefore, the report writer must ensure strong bonds are developed amongst team members so that mutual trust can be built.  
[bookmark: _bookmark16]In addition to this, if there is lack of trust amongst team members then this can also cause conflicts amongst them. This is because the team members may not have open conversations amongst each other instead use covert conversations. Therefore, the report writer will encourage team members to have open communication to avoid dispute and should any conflicts arise then this will need to resolved as a whole team (Lencioni, 2012). Likewise, team members may not commit to decisions so it would be important for the report writer to regularly discuss with them regarding any changes or decisions and ensure everyone is committed to their tasks and role explicitly.
[bookmark: _bookmark17][bookmark: _bookmark18]Overall, to conclude if there is effective leadership in the workplace then this enables followers to succeed where directions are set, and visions are built. Leadership can be seen as a way of mapping out where the leaders and followers need to go in order to ‘win’ as a team or an organization. To succeed as a leader, there are many theories and models which can be used as a framework to understand effective leadership and which leadership style one needs to adopt.






References
Alvesson, M., Blom, M. and Sveningsson, S, (2017). Reflexive Leadership. Los Angeles: Sage, p.33-44.
Bass, B. M., & Avolio, B. J. (1994). Improving organizational effectiveness through transformational leadership. Thousand Oaks, CA: Sage, p.80-96.
Barsh, J., & Lavoie, J. (2019, February 22). Lead at your best. Available at: https://www.mckinsey.com/featured-insights/leadership/lead-at-your-best (Accessed: 26/06/23)

Bennis, W. and Thomas, R, (2002). Geeks & Geezers: How Era, Values, And Defining Moments Shape Leaders. London: Harvard Business School Press, p.16-18
Bruin, L. (2020), Hersey and Blanchard Situational Leadership Model: Adapting the Leadership style to the follower. Available at: Hersey and Blanchard Situational Leadership Model EXPLAINED | B2U (business-to-you.com) (Accessed: 24/06/23).
Carroll, B., Ford, J. and Taylor, S. (2015). Leadership. Los Angeles. SAGE Publications, p.100-108.

Cherry, K. (2023), Situational Leadership Theory, Available at: Situational Leadership Theory (verywellmind.com) (Accessed: 22/06/23). 
Coursera, (2023), What is Management? Available at: What Is Management? Definition, Types, Skills, and Careers | Coursera (Accessed: 20/06/23).
Csíkszentmihályi, M. (1990). 'Flow: The Psychology of Optimal Experience,' Journal of Psychology, 3(1), p.25-30.
Emeritus, (2023), Here are the top 7 benefits of developing strong leadership skills. Available at: Importance of Leadership in the Workplace: 10 Traits for Success (emeritus.org) (Accessed: 20/06/23)/
Hargis, M. B., Wyatt, J.D., Piotrowski, C. (2001). ‘Developing Leaders: Examining the Role of Transactional and Transformational Leadership across Contexts Business.’ Organization Development Journal, 29(3), p. 51–66.
Hersey, P., Blanchard, K., & Johnson, D. (2013). Management of organizational behaviour –Leading human resources. New York: Pearson Prentice Hall: Upper Saddle River. p.56-67.
Hersey, P. (2009). ‘Situational leaders.’ Journal of Leadership Excellence, 2(6), p.2-4.
Kotter, J.P. (2008). A force for change. How leadership differs from management. Free Press: London, p.20-25.
Lee, S. (2020), What is transactional leadership? Available at: What is transactional leadership? | Torch (Accessed: 22/06/23).
Lencioni, P.M. (2012), The Five Dysfunctions of a Team: Participant Workbook for Team Leaders (1st ed.), USA: Pfeiffer, p.18-23/

Lewis, S., Williams, M. W., & Baker, D. (2020), Another Way: Living and Leading Change on Purpose. London: Chalice Press, p.40-60.

Mintzberg, H. (2011). Managing (First Edition). London: Berrett-Koehler Publishers, p.30-42.

Northouse, P.G. (2001). Leadership Theory and Practice, second edition. Thousand Oaks, CA: Sage Publications, p.150-167.

Northouse, P. G. (2022). Leadership: Theory and Practice (Fifth Edition). CA: Sage Publications Inc, p.9-13. 

Nye, J. S. (2013), ‘Transformational and transactional presidents.’ Leadership, 10(1), p.118–124. 

Robbins, S. P. and Coulter, M. (2007), Management (9th ed.). London: Prentice- Hall, p.15-21.

Stapleton, C. (2022), Democratic Leadership style: how to effectively use it at work. Available at: Democratic Leadership Style: How To Effectively Use It at Work, Available at: coachhub.com (Accessed: 24/06/23).
Sulpakar, S., Ridwan, R., Herdian, H., Sudjarwo, S., & Hariri, H. (2022). ‘Exemplary Leadership Style and Other Leadership Styles Associated with Exemplary Practices.’ International Journal of Education and Information Technologies, 16, p.81–91.
Taylor, L. L. (2016), The Art of Delegation: How to Effectively Let Go to Grow with 20–34 Employees. London: CreateSpace Independent Publishing Platform, p.60-76.

Vasquez, E. (2022), Leadership in the workplace: how to become a better leader. Available at: Leadership in the Workplace: How to Become a Better Leader, Available at: wellb.ee,  (Accessed: 26/06/23).

Warrilow. S (2012), Transformational Leadership Theory - The 4 Key Components in Leading Change & Managing Change.  Available at: http://EzineArticles.com/?expert=Stephen_Warrilow (Accessed: 21/06/23).
Weihrich, H., Cannice, M., & Koontz, H. (2022). Management a Global & Entrepreneurial Pe (12th ed.), UK: McGraw Hill Higher Education, p,33-46.
Williams, P. (2018), Leadership Excellence: The Seven Sides of Leadership for the 21st Century (Reprint ed.). New York: Advantage Media Group, p.206-218.

Wong, K. (2020), Employee empowerment: definition, benefits and factors. Available at: Employee empowerment: Definition, benefits, and factors - Achievers (Accessed: 27/06/23).
[image: Table  Description automatically generated]Appendix A


4.2 Leadership Styles Questionnaire
continued)
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	IS. ln general,it is best to leave follcm>eB alone..
	
	2
	3
	
4
	5
	

	
	
	
	
	
	
	D



Scoring
L  Sum the responses on items 1,4, 7, 10, 13, and 16 (authoritarian leadership).

2. Sum the responses on items 2, 5,8, 11,H, • d 11(democratic leadership).
3. Sum the responses on items 3, 6, 9, 12, JS,and IS(laissez.faire leadership).

TotalScores
Authoritarian Leadership IS.
Democratic Leadership 22.
Laissez-Faire leader.ship 17.

Scoring Interpretation
This questionnaire is designed to measure three common styles of leadership: authoritarian, democratic, and laissez-faire. Bycomparing yow-scores, you can determine which styles are most dominant and least dominant in yow otvn style of leadership.
Ifyour score is 26-30, you are in the ,,et).high range.
Ifyour score is 21-25, you are in the high range.
Ifyour score is 1 20, youare inthe mode.rate range.
If your score is ll-lS,you are in the low range.
Ifyour score is lO, you are inthe very low range.

Building YourLeadership Profile
If you have the interactive eBook version ofthis te,,.1, log in to access the Leadership Profile Tool. After completing
this chapter's questionnaire, you •·ill receive individualized feedback and practical suggestions for further strengthening your leadenhipbased on yow responses inthis questionnaire.





Appendix B
[image: Table  Description automatically generated]


	Statements	Not
true
	Seldom true
	Occasionally true
	Somewhat true
	Very true

	16. I am effective at obtaining resources to	1
support our programs.
	2
	3
	4
	5

	17.1work hard to find consensus in conflict	1
situations
	2
	3
	4
	5

	18. I am flexible about making changes in our	1
	2
	3
	4
	5


organization.



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 items3, 6, 9, 12, 15, and 18 (conceptual skill score).

Total Scores

Administrative skill: 22.

Interpersonal skill: 21.

Conceptual skill: 20.



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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4.2 Leadership Styles Questionnaire
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