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"Leadership is, most fundamentally, about change. What leaders do is create the systems and organisations that managers need, and, eventually, elevate them to a whole new level or change in some basic ways to take advantage of new opportunities". John P. Kotter 
This report examines leadership styles, models, and organisational effectiveness. It examines how the author modifies their leadership style to overcome problems and use these models in varied workplace contexts. It will also test their adaptability to workplace change.

1.0 [bookmark: Own]Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role.
In order to effectively evaluate the author's capacity to employ leadership styles, a questionnaire (Appendix A) was taken to determine the author's opinion of leadership. We agree with the argument that flexibility is key to effective leadership, but it can be scrutinised depending on where we work. In particular, in the cruise ship industry, we observed that the autocratic style is the only model for success. According to Kloefkorn S. (2017), leaders must be adaptable and effortlessly switch from one leadership style to another to adapt to the ever-changing needs of organisations and employees. "Situational leadership is not something you do to people, but something you do with people." Blanchard, K. (2000). 
Blanchard, K. (2000) asserts that the traditional leader no longer exists. Today's leaders cannot rely merely on exerting their authority; they must adapt their leadership styles to organisational and employee situations.
  
[bookmark: questionnaire]1.1 The Questionnaire and leadership style 
The questionnaire results (Appendix A), under 16 points, show that the writer of this assignment has a moderate democratic style of leadership, which is correct in many senses for the organisation that he works in today. However, it feels that the leadership styles questionnaires do not reflect the whole range of personal leadership styles. It is mainly about how we feel in the moment of our leadership style, but the result would not apply to our different experiences with different people. 
  
[bookmark: Autocratic]1.2 Autocratic leadership experience of working on a cruise ship.
The author adopted an autocratic leadership style while working on cruise ships, because of the level of the operation. We can criticise the situational model proposed by Blanchard (2000), because in the cruise ship's working environment, the organisation is hierarchical and pyramidal, according to Vukonic, D. (2016), with functions and responsibilities shared among numerous shipboard ranks. 
Autocratic leadership enables restaurant managers to uphold high-quality standards and enhance the customer experience. The author agrees with Jones, S. (2017), who believes that "it is more of an autocratic leadership style on a ship, but if you behave like an autocrat ashore, you will not succeed in building a successful team'. People are trained to be obedient and docile by coercive leaders. Although goal-oriented, authoritative leaders disregard their subordinates' initiative, they prefer that individuals obey their directions. Various research has demonstrated that autonomy is a desirable employment asset. It enables individuals to organise their work, make independent judgments, and manage job execution (Hackman & Oldham, 1976).

[bookmark: Restaurant]1.3 Restaurant and leadership onboard and ashore.
Working on restaurants on board cruise ships requires a high level of operation. A team of food and beverage workers, from the Maitre 'D to head waiters, waiters, and assistant waiters, must deliver a high standard of service. The process of this service is one, and one only, and we must follow specific rules for breakfast, lunch, dinner, and midnight buffet. Micromanagement is very strong, and a well-paid job, making sure that the rules are followed all the time. Because management and human resources departments work closely together, if employees do not follow orders, they have two yellow warnings, and one red warning would mean expulsion from the company.
Autocratic is a strong style of leadership, but if proven a successful way of working, then job satisfaction is high too. We observed that on board cruises, there are more managers than leaders. Leaders would be right at the top of the company, where lower-skilled employees may never interact with them. Nevertheless, we noticed many informal leaders. Indeed, (2021) indicates that "informal leadership refers to an individual's ability to be perceived as a leader because of their reputation, credibility, and influence in the workplace." Individuals within an organisation view informal leaders as worthy of following or listening to.
We must agree with Wolfgang, L. (2009), who indicates that leadership on cruise ships is a unique topic that encompasses a variety of deviations from typical work situations. The breadth and depth of the unique challenges in the cruise sector make it essential to comprehend leadership aboard a cruise ship in this context, which is why other leadership styles would not work onboard. An ashore restaurant should have an autocratic leadership style, as workers are required to fulfil specific duties in their roles. Nevertheless, it can not be completely autocratic. Leaders must listen to their workers because if they are not satisfied with their jobs, they could easily leave and find another job where they feel more comfortable. While working onboard, employees must follow orders, and if they disagree, it is difficult to leave their workplace, as they basically live where they work. 

[bookmark: Working]1.4 Working under autocratic leadership 
According to Lewin K. (1930), the most effective form of leadership is autocratic, followed by democratic; the laissez-faire leadership style is the least productive of the three. Lewin K. (1930) indicates that autocratic leadership offers greater clarity, swift decision-making, enhanced crisis management, and better productivity among low-skilled teams. Therefore, it is easy for low-skilled crew members to follow orders, especially in the restaurant environment, as they need to follow orders to fulfil their role. 

[bookmark: Democratic]1.5 Democratic leadership of working for a non-profit organisation
Having a moderate democratic leadership style (Appendix A) while working for a non-profit organisation is a good fit because having the right skills that are required for the job produces job satisfaction. According to Taliento and Silverman (2005), non-profit strategic leaders consider the following strategies: reduced scope of authority, a more comprehensive range of stakeholders, the need for metrics to track performance, greater emphasis on communications, limited resources, and skills.
For the vision and purpose of a non-profit organisation to be effective, it must integrate its culture and be assessed internally and externally. Internal evaluation concerns how the organisation is perceived by its members. External evaluation, including all stakeholders, is advantageous since it provides a unique perspective (Dimitrios et al., 2013). Drucker (1990) asserts that the distinctions between companies and non-profit organisations are most significant in managing people and relationships. 
We agree with Chambers and Edwards-Stuart (2007) list of qualities of successful leaders in the social business sector, including: integrative and speculative thinking; drive and perseverance; a strong value-base; concentration; and networking. Kirchner (2006) propose a considerably more extended list of attributes, including enthusiasm, a strategic perspective, networking and influencing, personal humility, motivating a team, resilience, self-confidence, being a visionary and inspiring communicator, and other decision-making. 
A leader who focuses on communication, culture, and connections is suited for non-profit organisations that embody collaboration with other non-profits and community members. Before making decisions, a facilitative leader seeks consensus on a topic; this leadership style is appropriate for big boards of directors or volunteer groups. Like a democratic approach, this management style has the disadvantage of a lack of promptness; a facilitative leader will struggle to make choices quickly. 
 
1.6 Characteristics, advantages, and disadvantages of democratic and authoritarian leaders
According to Indeed (2022), democratic leaders: 
Encourage group members to contribute their thoughts; the leader solicits and evaluates employee input. Engage members of the group: The leader engages members and encourages them to engage others. The leader wants staff to feel confident in their ability to complete duties without supervision. The leader fosters and recognises the team's innovative thinking.
 
[bookmark: Advantages]1.7 Advantages and disadvantages of democratic leadership
The author agrees with Indeed (2022), that indicates that enhanced job satisfaction and dedication: when employees feel included in decision-making, they feel appreciated by their employer. This sense of importance can lead to more work and loyalty to the company, which can make employees less likely to leave.
Increased creativity: open dialogue fosters creativity and innovation. The more people share their ideas, the more they can improve and update the ways things are done.
It promotes multiple solutions: when the decision-making process needs collaboration and various perspectives, more potential options are discussed. The group can assess additional facets of a project and find solutions that better meet the organisation's needs.
Employees who are more satisfied with their jobs are less likely to miss work. When employees feel valued, they are more likely to meet deadlines and work extra hours to complete tasks and contribute to the success of their companies.
Greater cohesion: participating in the decision-making process helps strengthen the company's mission. It contributes to increased group cohesion. Everyone is a part of the group's choice and comprehends its reasoning. They are aware of working toward a common objective.
 Relationships based on confidence: when both employees and management have equal decision-making authority and access to the same information, their trust level rises. Each group member is aware of the reasoning behind their leader's decision and does not need to challenge them.
Disadvantages
Slower decision-making: it may be more difficult to make quick decisions when everyone is involved in the decision-making process. When a business needs to make quick decisions or meet strict deadlines, the time it takes to prepare for meetings and conversations can slow it down.
Decreased efficiency: some workers are less effective under democratic management because they dislike making decisions. Additionally, they may believe that they work harder than the leader.
Overloaded leaders: when a team agreement is required, this leadership style can take more time and effort. This additional labour may contribute to missed deadlines and leader exhaustion. 

[bookmark: Thebenefits]1.8 The benefits and drawbacks of autocratic rule
According to Cherry, K. (2022), the characteristics of an autocratic leader are: 
The autocratic style typically has a negative tone, certainly if overdone or applied against the incorrect groups or circumstances. In certain circumstances, however, autocratic leadership can be advantageous, such as when decisions must be taken swiftly without consulting a large group of people.
Some projects require great leadership to be completed efficiently and swiftly. An autocratic approach can facilitate swift and effective decision-making when the leader is the most knowledgeable member of the group.
The autocratic style of leadership can be advantageous in the following situations:  
It provides direction: when leadership is weak in small groups, autocratic leadership can be effective. In this situation, a strong leader with an autocratic style might take charge of the group, give each member specific tasks, and set firm deadlines for projects to be finished.
These types of group projects typically perform better when a single individual is assigned the role of leader or undertakes the task independently.
By creating clear responsibilities, allocating tasks, and establishing deadlines, the group increases the likelihood of completing the project on time and with everyone contributing equally. This leadership style can also be utilised effectively in high-pressure situations. In highly stressful situations, such as military battles, group members may choose an autocratic leadership style. This helps group members focus on completing specific tasks without having to make difficult decisions. This also lets people in the group get very good at certain tasks, which helps the group succeed in the long run.
It provides structure: construction and manufacturing can also profit from the autocratic style. In these circumstances, it is crucial that each individual has a task, a deadline, and regulations to follow.
There are numerous occasions on which autocratic leadership can be detrimental, despite the fact that this leadership style can be advantageous at times. People who use an autocratic style of leadership too much are often seen as bossy, controlling, and dominant.
This can occasionally result in in-group member resentment. Members of a group can wind up feeling as though they have no voice or say in how things are carried out, which can be especially troublesome when competent and talented team members feel as though their expertise and contributions are diminished.
Due to the fact that authoritarian leaders make choices without consulting the group, group members may detest being unable to submit suggestions. Researchers have also discovered that authoritarian leadership frequently results in a lack of creative problem-solving, which can eventually hinder the performance of the group.
Autocratic leaders have a tendency to disregard the expertise and information that group members may contribute to a problem. In such circumstances, failure to consult with other team members hinders the success of the group as a whole.
Damages In rare cases, autocratic leadership can also be detrimental to group morale. People tend to be happier and perform better when they believe they are contributing to the group's future. Since authoritarian leaders often prohibit teammate involvement, followers begin to feel unhappy and constrained.
   
[bookmark: Criticallyassess]2.0 Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance        

The Action Centred Leadership theory (Appendix D) offers three factors interconnected, but if one of the factors fails, then the whole task is affected.
Adair J. (1973) proposed that working groups or teams get a personality that is unique and depends on the situation. Nonetheless, the analogy persists in that groups, like individuals, share certain common "needs." Adair identified three requirements for such working groups or teams. Two of these apply to the group as a whole: the need to fulfil the shared objective and the requirement to sustain the group's social cohesion (or team). The third area is comprised of the sum of each team member's specific requirements.
Maslow's Hierarchy of Needs Theory(Appendix C) argues that participation in working teams satisfies some of our primary human needs (belonging, esteem, self-actualisation) in whole or in part. Leaders personify or exhibit the attributes that are expected or required of the members of their work groups. Adair believed that a leader's competence is defined by his or her capacity to assist the team and people in meeting these three needs. Adair showed these requirements using a three-circle diagram, which represents three overlapping project requirements that a leader must enable or fulfil. The combination of these three components of action-centred leadership encompasses both the social and technical aspects of project management methods. 
In the context of project management, the three aspects of the circle model: task, team, and individual, provide a framework for integrating management and leadership (Cadle and Yeates, 2004). The methodology is also consistent with the socio-technical approach to project management (Marchewka, 2006), which enhances project success by emphasising both the technical and human aspects of project management.
Each of the social aspects of project management leadership and the integration of task, team, and individual are discussed in the following paragraphs. Again, from a rhetorical perspective, the social practises address the needs of the project team and the individual team members, while the technical practises relate to the organisational features of the project.

[bookmark: Social]2.1 Social practises in project management.  
The social or human and the technical parts of project management are identified as two dimensions of project manager leadership practices. 
To ensure the success of the project manager's leadership practises, he or she must effectively demonstrate the following traits: the ability to communicate, the capacity to deal with people; the capacity to develop and sustain connections; and the capacity to organise (Marchewka, 2006). 
Three of these qualities pertain to the human element of project management, but people are a project's most valuable resource. 
Human resource management strategies focus on generating and developing project team members and grasping and responding appropriately to the behavioural components of project management. Two circles of Adair's action-centred leadership model address the project manager's individual and team-related social practices. According to the self-determination theory (Ryan and Deci, 2000), the interpersonal context influences the extent to which individuals are autonomous or can be independent in the social context. According to Deci and Ryan's (1985) concept of autonomy support, a leader must see things from the other person's (a team member's) perspective, respect the other person's sentiments, and provide the other person with pertinent information and options while utilising minimal pressures and demands. This is essentially an empathic response to the other members of the team. 
For example, an autonomy-supportive project manager can provide team members with the essential information and insights while encouraging them to solve problems or accomplish a goal independently. The project manager also promotes the autonomy of team members when he encourages them to raise questions, responds to these questions thoroughly and attentively, and listens to how team members wish to perform their duties. 
It is evident, according to Deci (1996), that individuals in control can keep employees engaged and motivated if they enable them to feel independent and competent in their work. Regarding the social environment of a team, Bandura (1997) introduced the notion of collective efficacy, which describes a group's shared belief in its ability to plan and execute a course of action. In the same manner that an action-centred project leader must support each individual's autonomy, they must also facilitate and encourage the team's (collective) productivity. Moreover, a group's shared perceptions influence its attitudes and behaviours, and as the group's effectiveness increases, the group's perceptions, beliefs, and norms take precedence over an individual's perceptions (Kozlowski and Klein, 2000). 
Bandura further emphasised that a person's perceptions of a group's talents reflect the group's shared beliefs. Moreover, collective efficacy beliefs across all disciplines, including sports and business, impact what people choose to accomplish as a group, how much work they put into group endeavours, and their persistence when group activities fail to produce quick results or face obstacles to success. 
Additionally, a group's perception of its collective efficacy can be derived either from the sum of each member's judgement of their performance abilities within the team or from each member's assessment of the team's performance abilities as a whole. 
Individual assessment of group performance suggests an influence that begins with the team and evolves. Using an experimental methodology, Hodges and Carron (1992) confirmed that perceived collective efficacy had a causal effect on team performance. In their study, teams with enhanced perceptions of collective efficacy fared better than teams with decreased perceptions of collective efficacy. It is believed that, for a project to be a success, an action-oriented project leader should help and encourage all team members to believe they can accomplish the tasks at hand. 
 The third circle of Adair's action-centred leadership model focuses on the need to organise and complete the current duties. Effective task management requires the technical practices of a project manager associated with developing and executing a comprehensive project plan. 

[bookmark: Argument]2.2 Arguments against the Adair theory 
It will not always be able to balance efforts equally across all three domains due to the pressures of the working world. The ideal equilibrium varies over time and according to the circumstances. 
For example, a new team member who requires extra training and leadership may be in charge of a brand-new team and must prioritise team building, while a pressing deadline may require undivided attention to the work. However, there are times when the needs of the team or an individual take precedence, such as when a team member is ill or a family member dies, or when the team has a major setback, such as a catastrophic data loss. 
Leaders must utilise their judgement to discern the best balance of duties at any given time and adjust their focus accordingly. The goal is to restrict the change in emphasis to the short term and restore equilibrium after the situation is handled.
 
[bookmark: Assess]3.0 Assess your own ability to set direction, motivate, delegate, and empower others to bring about a workplace change.
By employing autocratic and democratic leadership styles, we might be able to encourage, delegate, and empower subordinates and the organisation's environment. 
Having utilised both democratic and autocratic types of leadership, we propose using coaching and direction-setting skills. Using Goleman's classification of leadership, we shall distinguish six unique varieties, each of which derives from different emotional intelligence components. 
Goleman (2000) identified six leadership styles: coercive, authoritative, affiliative, democratic, coaching, and pacesetting. Each style results from a distinct combination of emotional intelligence competencies. Coercive leaders who set the pace are willing to act and take the initiative and are compelled to improve performance to meet rigorous criteria of excellence. In contrast, coercive leaders manage their emotions and impulses (exercise self-discipline), whereas pacesetting leaders are highly conscientious. These leaders are all competent in self-management but lack the social competency of four other types. 
Authoritative leaders have self-assurance, an awareness of others' perspectives and emotions (empathy), and the capacity to inspire, manage, and direct others creatively, among other qualities (they are change catalysts). Comparable to initiating leaders, coaching leaders strengthen the talents of others through feedback and direction (they emphasise developing others). 
Affiliative leaders are emotionally sensitive (empathetic) and form and maintain relationships (through building bonds). Their communication abilities are equivalent to those of democratic leaders. In addition, this type is based on teamwork and collaboration skills. 
The ability of authoritative and coaching leaders to regulate themselves and others sets them apart from other leadership styles. They have self-knowledge, social awareness, and the ability to manage relationships. 
According to the taxonomy developed by Goleman (2000), employees rated their immediate supervisors based on six leadership styles: authoritative, democratic, affiliative, coaching, coercive, and pacesetting leadership. Using the Organisational Restrictions Scale (Spector & Jex, 1998), participants rated the extent to which they encountered organisational limits at work. Employees assessed their immediate supervisors based on the characteristics of six leadership styles: authoritarian, democratic, affiliative, coaching, coercive, and pacesetting leadership. Using the Organisational Restrictions Scale (Spector & Jex, 1998), participants rated the extent to which they encountered organisational limits at work. 
 
The activities of a leader inside an organisation have numerous repercussions on personnel. Managers can be a source of assistance in the achievement of objectives since they are knowledgeable personnel who also provide practical and emotional support. Conversely, leaders can increase workplace stress by intensifying stressors, such as by increasing the ambiguity of employees' duties and their workload or limits. 
According to Spector and Jex, organisational restrictions are variables that "prevent workers from converting ability and effort into good job performance" (1998).  According to Spector and Jex (1998), they are a leading source of job stress because they make it difficult for employees to attain their goals, organisational limits result in adverse outcomes, such as health problems (1988). 
Through their actions and characteristics, leaders can develop, increase, or minimise the level of organisational limits encountered by their subordinates, so impacting their performance. These results can be influenced by subordinates' perceptions of their superiors' leadership approaches.  
According to research, these beliefs mediate the relationship between leaders' self-monitoring behaviour and their subordinates' affective and normative organisational commitment. 
"To maximise a team's performance, its members, particularly its leaders, must tune in to its emotional condition and needs," Goleman adds (Goleman, Boyatzis, & McKee, 2002). 
The author absolutely agree with Goleman by introducing EI in leadership styles, because Goleman (2000) amplified the notion of the leadership styles (authoritative, affiliative, democratic, coaching, pacesetting, and coercive) by emphasising certain combinations of EI talents. These characteristics may enable leaders to understand the workplace from the perspective of their subordinates, thereby building an environment conducive to employee growth, removing potential obstacles in advance, and providing assistance for overcoming setbacks. 
These acts are possible if the leader possesses effective goal-seeking and people-focus characteristics. The cornerstone for Daniel Goleman's (2000) classification of leadership styles was emotional intelligence (EI), that consists of four competencies, two of which are personal (self-awareness and self-management) and two of which are social (social awareness and relationship management) (Boyatzis et al., 2000, Goleman et al., 2013). 
In turn, each skill consists of a unique collection of other capabilities. Although it is still controversial whether emotional intelligence influences leadership, a lot of research indicates a connection between emotional intelligence and effective leadership, at least in terms of the transformational style. According to a study (Dulewicz & Higgs, 2003), emotionally intelligent people can be better professionals and leaders (Goleman, 2000) than those with lower emotional intelligence (Dulewicz & Higgs, 2003). 

[bookmark: Practices]3.1 Practices in Leadership 
According to Lewin's (1939) classification of leadership styles, authoritarian leadership is akin to coercive and pacesetting. These two styles are also generally associated with transactional or task-oriented leadership, whereas the authoritative, democratic, coaching and affiliative styles pertain to people-oriented leadership. Additionally, transformational leadership may be associated with a visionary leader who can effectively manage change and vision. 
Goleman's (2000) proposal is expanded by identifying the EI competencies that form each type. As he suggests, leaders should be able to "employ several unique leadership styles at the right time and in the right amounts" (Goleman, 2000). His approach diverges from Fiedler's (1967) contingency model of leadership, which assumes that leaders have a persistent task or relationship orientation. 
Once a supervisor is aware of the EI skills underlying a style in which he is poor, according to Goleman (2000), he can work to enhance his aptitude for those abilities. This can be especially helpful for managers who must cope with constantly shifting people, teams, and situations. 
 According to Goleman (2000), the most effective styles positively affect the group environment. Coercive and directive leaders have the lowest levels of favourability and support. However, authoritative, democratic, coaching, and affiliative leaders have a favourable effect on the climate of an organisation, with authoritative leaders having the most significant impact (Goleman, 2000). 
 
[bookmark: Leadership]3.2 Leadership and organisational context 
Even though the organisational environment may not affect performance directly, it correlates with results. Kozlowski and Doherty (1989) found that the quality of the leader-subordinate relationship was directly proportional to the subordinate's satisfaction with the organisational environment. 
Coercive CEOs are less desirable to employees than those who employ the other leadership styles. Specifically, they seek leaders with meaningful and rewarding power. Blake & Mouton (1964) assert that care for people is as critical as concern for performance; hence, it is essential to instruct leaders on how to improve their approaches and shift them toward democratic or team management tactics (Blake & Mouton, 1964). 
Although in times of crisis, the speed and accuracy of a leader's judgments may be more important than their relationships with group members, group members typically favour an atmosphere of trust (Covey & Merrill, 2008). According to Goleman (2000), this environment is generated by emotionally intelligent, self-aware, and empathic leaders, i.e., leaders who employ either an authoritarian or a coaching approach. 
The self-awareness and integrity of a leader mediate a positive relationship between subordinates' trust in their supervisor and their organisational commitment. Greater levels of authenticity boost the interaction between leaders and employees.
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[bookmark: Appendixes]Appendixes 

Appendix A
Leadership style questionnaire

	4.2 Leadership Styles Questionnaire
	 

	Purpose
 
1.     To identify your style of leadership
 
2.   To examine how your leadership style relates to other styles of leadership
	 


 
Directions
 
1.     For each of the statements below, circle the number that indicates the degree to which you agree or disagree.
 
2.   Give your immediate impressions. There are no right or wrong answers.
 

	 
Statements
	Strongly disagree
	 
Disagree
	 
Neutral
	 
Agree
	Strongly agree

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

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

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

	4.
	It is fair to say that most employees in the general population are lazy.
	1
	2
	3
	4
	5

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

	6.
	Leadership requires staying out of the way of followers as they do their work.
	1
	2
	3
	4
	5

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

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

	9.
	As a rule, leaders should allow followers to appraise their own work.
	1
	2
	3
	4
	5

	10.
	Most employees feel insecure about their work and need direction.
	1
	2
	3
	4
	5

	11.
	Leaders need to help followers accept responsibility for completing their work.
	1
	2
	3
	4
	5

	12.
	Leaders should give followers complete freedom to solve problems on their own.
	1
	2
	3
	4
	5

	13.
	The leader is the chief judge of the achievements of the members of the group.
	1
	2
	3
	4
	5

	14.
	It is the leader’s job to help followers find their “passion.”
	1
	2
	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
	4
	5

	16.
	Effective leaders give orders and clarify procedures.
	1
	2
	3
	4
	5

	17.
	People are basically competent and if given a task will do a good job.
	1
	2
	3
	4
	5

	18.
	In general, it is best to leave followers alone.
	1
	2
	3
	4
	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  	  Democratic Leadership  	 Laissez-Faire Leadership  	 
 
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 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.


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
	Not true
 
	Seldom
true
 
	Occasionally
true
 
	Somewhat
true
 
	Very
true
 

	1. I am effective with the detailed aspects of my work.
	1
	2
	3
	4
	5

	2. I usually know ahead of time how people will respond to a new idea or proposal.
	1
	2
	3
	4
	5

	3. I am effective at problem solving.
	1
	2
	3
	4
	5

	4. Filling out forms and working with details come easily for me.
	1
	2
	3
	4
	5

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

	6. When problems arise, I immediately address them.
	1
	2
	3
	4
	5

	7. Managing people and resources is one of my strengths.
	1
	2
	3
	4
	5

	8. I am able to sense the emotional undercurrents in my group.
	1
	2
	3
	4
	5

	9. Seeing the big picture comes easily for me.
	1
	2
	3
	4
	5

	10. In my work, I enjoy responding to people’s requests and concerns.
	1
	2
	3
	4
	5

	11. I use my emotional energy to motivate others.
	1
	2
	3
	4
	5

	12. Making strategic plans for my company appeals to me. 
	1
	2
	3
	4
	5

	13. Obtaining and allocating resources is a challenging aspect of my job.
	1
	2
	3
	4
	5

	14. The key to successful conflict resolution is respecting my opponent.
	1
	2
	3
	4
	5

	15. I enjoy discussing organizational values and philosophy
 
	1
	2
	3
	4
	5

		Statements
	Not true
 
	Seldom
true
 
	Occasionally
true
 
	Somewhat
true
 
	Very
true
 



	Not true
 
	Seldom
true
 
	Occasionally
true
 
	Somewhat
true
 
	Very
true
 

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

	17. I work hard to find consensus in conflict situations
	1
	2
	3
	4
	5

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


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: ________26___________
Interpersonal skill: ________21____________
Conceptual skill: _________26____________
 
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. 
 
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.

Appendix B
Six styles of leadership proposed by Goleman.
	Leadership style
	Leadership style characteristics

	Empty Cell
	Main characteristics
	The style in a phrase
	Underlying EI abilities

	Coercive
(commanding)
	Demands immediate compliance, does not let others to work on their own initiative, has overall negative impact on climate in organization, works well in times of crisis or in the case of problems with workers
	“Do, what I tell you”
	Drive to achieve, initiative and self-control

	Authoritative
(visionary)
	Mobilizes people toward a vision; works exceptionally well, whenever new vision or clear direction is required
	“Come with me”
	Self-confidence, empathy, change catalyst

	Affiliative
	Concentrates on harmony and builds emotional bonds; works well, when people face stressful circumstances
	“People come first”
	Empathy, communication, building relationships

	Democratic
	Forges consensus through participation; works successfully, if there is a need to build consensus, or to obtain input from valuable team members
	“What do you think?”
	Team leadership, communication skills, collaboration

	Pacesetting
	Sets high standards for performance and quickly replace these employees, who do not rise to the occasion; destroys climate, but works effectively with motivated and competent people
	“Do it, as I do, now”
	Conscientiousness, drive to achieve, initiative

	Coaching
	Develops people for the future: works especially well, if there is a need to help others improve their performance or develop long-term strengths
	“Try this”
	Developing others, self-awareness, empathy



Appendix C 
Maslow’s Hierarchy of Needs 
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Appendix D
Adair’s Action Centred Leadership
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