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1. INTRODUCTION

One may assume that all managers are leaders but raises questions in differences and similarities. This report delves deeper in its complexities and paradigms in leadership. It is known that some managers do not show any leadership skills, and some individuals lead, without having any management skills, mentioned by Adair (2013), he also argued that there are contrasting leadership paradigms. Like being a born leader, identified in 19th century by historian, Thomas Carlyle’s, who developed, ‘The Great Man Theory’ and claimed that all leaders are born (men), does not apply now in the 21st century. Leaders nowadays acquire and possess effective skills and innate traits by experiences. According to Armstrong (2012), leadership is a multidimensional construct, a position of authority, defined by many phycologists in styles, traits, relationships, behaviour, and skills. Management, however, possess similar styles, but are more responsible in operating the ‘managerial’ structure and processes by exercising their duty that are placed by leaders, articulated by Armstrong (2016). The report will identify and discuss in detail the difference and similarities between management and leadership. 

2. Leadership & Management

Leadership defined is the action of leading a group of individuals, to guide them and to lead them towards an objective or common goal. People perceive that a manager is also a leader, however the two are not the same, but there is a common overlap, between managers and leaders. (See figure 1). 
Leader and manager have different meanings, leaders lead while managers aim are to meet the organisation’s goals and objectives. Both imply a unique set of skills characteristics and functions that share a few similarities, they also show some strong differences in some circumstances. 
Leadership is multidimensional construct with so many layers from, traits, ability, skills, behaviour, relationship, and influencing the process towards the common goals. The leadership can be very demanding role, and bear heavy responsibilities mentioned by Armstrong (2016). 
[image: ]

Figure 1. 
3.What is Leadership?

[bookmark: _Hlk110412301]In 1939 psychologist Kurt Lewin determined three basic leadership styles. Authoritarian (Autocratic), Participative (Democratic), and Delegative (Laissez-Faire). In 1960 Douglas McGregor of Harvard University, conceptualized two contrasting theories in Douglas McGregor’s Theory X and Y (1960). Theory X based on McGregor’s assumption that people dislike work do not want extra responsibilities. Where leaders may have to micro-manage team members. Theory Y is based on McGregor’s assumption that employees or team members come to work because they want to. Managers allow employees or team members to get involved. The Theory Z was introduced in the 1980’s by William Ouchi, he argued that western organization could learn from their Japanese counterparts. This style is based on groups, teamwork, an extension of the Theory Y. 
4.What is Management?

Management defined is fundamentally managing groups of people. The process of controlling, supervising and communicating with subordinates in an organisation, according to Armstrong (2012). These can be skills like, responsibility, purpose, strategy and in strategic management. Managers responsibilities is to execute and display all the objectives mentioned. Managerial duties form a part of a job description and conduct managerial functions responsibly. A manager’s role is to meet expectations from stakeholders and their leaders. Managers are accountable for their actions as well as their actions of their subordinates. 




5.Effective Leadership Styles

Participative (Democratic) Leadership Style: 

Democratic leadership skills on the assumptions of Douglas McGregor’s 1960’s Theory Y, according to Woods and Gronn (2019), is a decentralized role. The leader here, with its team members shares ideas. They participate in group interaction, in problem solving and decision-making process. Advantages are that team members are better prepared for a promotion by going through the participative process. Also, team members can accept organizational changes as they were aware of those changes.
Disadvantages in the democratic style of leadership, are the time it takes for decisions to be made. Additionally, a strong leader is needed to lead in discussions between staff members, so there is a clear communication of ideas. This style works well in a football team.

Delegative (Laissez-Faire) Leadership Style:

This leadership approach also known as ‘hands-off’ approach, is a delegative style and gives team members to get on with their roles. Group members work without guidance from their leader. Furthermore, Robert and Vandenberghe, (2020), articulates that these leaders employ highly qualified and motivated team members, who work autonomously by exercising their own decision making, and organising themselves by taking on accountability. Advantages of the delegative leadership style team members feel empowered and motivated by the responsibility. Also, employees feel confident by not being micromanaged. Disadvantages are that employees feel pressured when not supported, being demotivated, and stressed. This style works well for specialists in consultancy work.

Authoritarian (Autocratic) Leadership Style:

Authoritarian leadership skills are assumptions on Douglas McGregor’s 1960’s Theory X. Bodla et al, (2019) explains that this leader takes on a more centralised role, exercising their authority and power. Where one person has control over all decisions. Taking all the responsibility in all decision-making process. These leaders make choices on their ideas and judgments and take little or no input from team members. Advantages are that decisions are made quickly, due to leaders making all the decisions. Better efficiency as all team members has clear directive. Disadvantages of autocratic leadership style is employees’ inputs and ideas are ignored. This also leads to staff members being demotivated and less engaged. This style works well in the military. 
[bookmark: _Hlk110290923]Transactional Leadership Theory (1970’s)
Transactional leaders are task and results driven, controlled through strict structures and processes. These leaders evaluate performance, efficiency, and effectiveness. Armstrong (2016) argues that that this form of leadership style is better for working with strict deadlines and tight budgets. Maintaining group dynamics, evaluating team members, and rewarding members by using a (carrot and stick method) with extrinsic motivation. This leadership style rewards and disciplines their team members. This style works well in sales and manufacturing industry.
Transformational Leaders Theory (1970’s)
Transformational leaders have qualities that encourage and inspires their staff for them to work above and beyond the job roles. In this process leaders are required to engage and enthuse their employees. These leaders lead by example with their vision and values according to Armstrong (2016). This leadership style is somewhat of an evolution of transactional leadership style mentioned by Bass and Riggio (2005). Like using the ‘carrot and stick’ method by fulfilling the objectives. This is where Bass and Riggio (2005), argues that transformational leaders transcend in their skills. By the application in the development of its team members. By supporting them in a shared process in organization’s goals. Thus, transformational leaders will motivate and build expectations by inspiring team members. Advantages of this style is they are more dynamic and future conscious in their roles. Transformational leaders style examples are Nelson Mandela, Sir Winston Churchill, Steve Jobs and Jeff Bezos of Amazon. 
Below are comparisons between Transactional and Transformational leadership.
[image: Table

Description automatically generated with medium confidence]

In the case study Amanda Pritchard must show ability to keep calm by the pressures faced by the NHS. Amanda will need to be a dynamic leader. Find ways to inspire her team in these challenging and changing times. She will need to adapt a ‘task’ and ‘relationship orientated behaviour’, to align with her leadership style. According to Armstrong (2012), Amanda will need to show effective control through strong values where employees need a strong leadership. Where rapid changes need vision in creativity in her leadership in the NHS. The style suited to her post would be an ‘Agile and a Transformational leadership style.’ With all the difficulties and challenges, she faces in her new role. 
6.Effective Leadership Skills 
Effective leadership skills have three core concepts. These skills are required by leaders that are confident and show competences in their leadership skills in an organization. Leader’s need to acquire what is known as ‘knowledge economy’ applied through research and increasing need of intellectual capital argued by Brown et al (2004). Effective skills required are split in three components of:

1. Administrative Skills – being an effective leader
2. Interpersonal Skills – being a good leader
3. Conceptual Skills – challenges of leadership

[image: ]
Administrative Skills
Administrative skills are an integral part of effective leadership. That has three fundamental components of managing people, managing resources and the ability to exhibit in technical competencies by showing knowledge about their work. 
Interpersonal Skills  
These skills sets are people skills, this is important for effective leadership. Leaders need to be socially perceptive. Having insight and knowing how employees will respond to change. Emotional intelligence (EI), where leaders perceive and express emotions, EI leaders have awareness of their emotions and have empathy and regulate emotions effectively. 

Conceptual Skills 
These leadership skills are critical whilst working and adapting to innovative ideas, which is imperative to the organization. These skills have been divided into three core parts of, creating vision, strategic planning and problem solving for effective leadership. These skills are required for handling conflicts effectively, reducing stress and solving problems. 
Leadership skills identified and needed in the NHS where Amanda needs to execute her role effectively. By displaying interpersonal, conceptual, and administrative skills combined. Already an outstretched work force and impacted by the Covid-19 pandemic, the staff are all over worked and stressed by the challenges. Amanda needs to show a lot of EI and regulate empathy and emotions for her and her team. With all the challenges she faces in her new role she would have to implement all leadership skills identified in this report. Amanda has taken on an already 18 months of back log in care and an exhausted workforce, which is lacking in resources. She will need to work closely with the Health Secretary, delegating more resources into the underfunded NHS. 

Challenges to Leadership in Covid-19 and uncertain times
There were so many challenges to leadership, especially throughout the pandemic of Covid-19. Leaders were put on immense pressure due to the environmental factor, as our world was gripped with the pandemic. While the UK was in lockdown, jobs were at risk, it caused havoc and disruptions to businesses and our daily lives. Big high street names like Top Shop and Debenhams keeled and went into administration. Whilst the UK government pumped billion to help support people in furlough and other schemes, mentioned by Espiner (2020). Leaders had to adapt, and adopt new leadership skills, which aligns with the changing times. Transformational leaders are better suited and popular nowadays, where employees go ‘above and beyond’, to help their organizations mentioned by Lussier (2022). A study on modern organisations in Malaysia showed in their volatile market, stated that those organisations that adapted an ‘agile leadership style’ performed better and survived the rapid changes, argued by Subramaniam (2022). 
Amanda in her new post at the NHS would have to adapt to being a ‘Agile, Transformational Leader’. 

“The Age of Agility: Building Learning Agile Leaders and Organizations focuses on learning agility, one of the most important trends in the business world during the past decade.”   Harvey and De Meuse (2021).



7.Ethical leadership  
Ethical leadership defined, promoting, and demonstrating people skills in an appropriate conduct by doing the right things. An obligation to work for the common good, as leaders influence their followers. Ciulla (2003). He or she must have the six dimensions of the character of the leader. 
1. Respect 
2. Trustworthiness
3. Fairness 
4. Responsibility
5. Caring
6. Citizenship
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By acquiring and demonstrating these core six characteristics they are fundamental aspects of an ethical leader. Also, being honest is synonymous with being ethical, as dishonesty creates distrust and puts a negative effect on people’s skills. The power of a leader is being vigilant and aware, being fair and caring in leadership and has the influence to affect its followers. Three Values are the ideas, beliefs, and modes of action that people find worthwhile or desirable
1. Ethical Values - are respect, honesty fairness, caring, trust, and citizenship
2. Modal Values - are concerned with the means or actions a leader takes
3. End Values - are the outcomes or goals a leader seeks to achieve

Various cultures have different rules of conduct, and as a result, behaviors one culture deems ethical may not be for another culture. Hanges et al (2006) found that Nordic European cultures like Denmark and Sweden, place more emphasis on integrity on a leader behaving in honest, just, and trustworthy way, than a man of a middle Eastern culture like Qatar. 

8.Conclusion
Although the roles of leaders and managers are similar with their trait, behavioral, situational, and integrative theories, and utilizing effective leadership skills. This can only reach its best when both leadership and management are working in tandem to their full potential. Organization’s need good leaders by exercising their values and vision, using the resources that are offered to them, and by reaching the organisation’s goals can truly transform the effectiveness and productivity. In challenging times like Covid-19, leaders would have to adapt and change its company dynamics to maintain competitive advantage. To conclude, as Kotterman (2006) articulated in his book, a blend of good managers and leaders are needed to achieve organisation’s success. 


9.Task 2 
Reflective Writing on Emergent Leadership Module. 
Using Gibbs Reflective Cycle (1988).

10.1 Describe your learning

In our module of Emergent Leadership Skills for the Workplace (BMSW6101), we learnt about the intricacy and recognizing, understanding, identifying, and developing leadership skills. In the first week we were taught about leadership, what their responsibilities were, demands on leadership and their roles and leaderships mutual influence process. We found that the evolution of leadership from: 

· Trait Approach 
· Behavior Approach
· Situational Approach
· Relational Approach
· ‘New Leadership’ Approach
· Emerging Leadership Approach

Leadership is not necessarily based on research. In a theory or model leadership basis works on proposition and hypothesis. We learnt about the different intricacies of leadership such as, leadership skills, behaviors and relationship, and how leadership is an influence process. That achieves a common goal.
We learnt about 3 key leadership styles and traits. Researchers identified six key traits in leaders:
1. Intelligence
2. Confidence
3. Charisma
4. Determination
5. Sociability
6. Integrity

In week three we learnt about leadership philosophy and styles. This was remarkably interesting to find out how humans behave. Philosopher Douglas McGregor assumed that some people did not like work and needed direction whilst others like to work. 
We learnt about different leadership styles, from Democratic, Autocratic and Laissez-Faire, Transactional and Transformational leaders. We also did a test online via a link in class, to see what leadership style we possessed. I was not surprised about the result, which concluded that I had a ‘democratic’ leadership style. See appendix 1. 
It was fascinating to learn about the psychologist, in 1939 that determined Kurt Lewin’s three basic leadership styles. Authoritarian (Autocratic), Participative (Democratic), and Delegative (Laissez-Faire). We also created a presentation as part of our assignments on this and aligned it with our leadership style. See appendix 2. 

10.2 Feelings

There was one incident in my managerial career that I felt needed some sort of compromise. The restaurant was very busy we had a lot of media attention for the right reasons. In one year, we had won 3 separate awards. Which brought a considerable number of customers to our restaurant. The morale and spirit of my team members were high in front of the house to the chefs in the kitchens too. The customers enjoyed their visits and recommended their friends and family too. 
Only when a religious holiday was approaching the staff members wanted to take the day off which was most of my staff. This would have affected the business and I would have no staff to run it with? 
So, I decided to call a staff meeting. Using my democratic style, I listened to my staff members and found out how hard they were working throughout our recognized status of being an ‘award winning restaurant’. and going the extra mile for my company to fulfill their duties.
By utilizing emotional intelligence being a good listener, communicator and empathizing with them I made changes to our operating procedures and closed one day in the week, which was not historically busy to give my staff the extra day off and closing on religious a day that fell on any weekday between Sunday to Thursday but not on the busiest nights of Friday and Saturday. The outcome of this that I had gained more respect and engagement from my employees, and they had all collaborated and worked with me for over a decade. 
Other aspects of feelings towards the learning expediencies. That there were a range of styles that we learnt, and many of them go back to the 19th century. Although it is good to learn about these styles. I feel that the modern philosophies and theories should have been more on focused on and discussed more. 

10.3 Evaluation

In hindsight the course had good elements and challenging elements in the module. The good parts were learning about distinctive styles, theories, philosophies, propositions. The evaluation tests that we did in our lectures, by understanding how our leadership management aligned with our leadership style was a great point. This had other students chuckling by realizing that they had a different leadership style to what they thought they had. Also, ethical and role oriented questionnaires were taken.  The evaluation of those test showed that I was not far off and knew what style of leadership I possessed. See appendix 3 to 12. 


10.4 Analysis

Learning about the various traits and leadership styles in the module was very intriguing and one that has enlightened me in a way that makes me analyze other managers and leaders in my workplace, university, shops, and restaurants. Having key traits of charisma, honesty, intelligence, sociability, integrity, and determination is fundamental and are essential in the effective role of a leader in any organization. But in a fast-changing world and challenges brings new challenges to our leaders and their leadership styles. Especially when our leaders in power and organization successfully navigated through the Covid-19 pandemic, mentioned by Robson (2020). Which we all can learn from and be prepared for future eventualities and crisis. 
10.5 Conclusion

To conclude from my experiences, I am more mindful of the roles that managers and leaders have and the heavy responsibilities that they must bear. I have learnt so many aspects from this module from philosophies, ethics, traits, and leadership styles. The insight and information that I have gained from this module, has made me more aware of how complex and how different leadership styles suits different organizations and the discipline that leaders must appropriately apply.
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12. Appendices 

Appendix 1 

https://www.verywellmind.com/whats-your-leadership-style-3866929?quizResult=705ec57c
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Leadership Styles





Leadership Styles and Theories. 



In 1939, psychologist Kurt Lewin determined three basic leadership styles: Authoritarian (Autocratic), Participative (Democratic) and Delegative (Laissez-Faire).



In 1960, Douglas McGregor of Harvard conceptualized two contrasting theories in Douglas McGregor’s Theory X and Y (1960).  



 Theory X based on McGregor's assumption that some people dislike work and don’t want extra responsibilities. Leaders may have to micro-manage team members or employees. 

 Theory Y based on McGregor's assumption that employees and team members come to work because they want to.  Managers allow employees or team members to get involved. 

The theory Z (Ouchi), was introduced in the 1980s by William Ouchi , following the X, Y theory of Douglas McGregor. (1960). Ouchi argued that western organizations could learn from their Japanese counterparts. 





“An objective without a plan is a dream.” Douglas McGregor (1960)  

















Authoritarian / Autocratic









Authoritarian leadership skills is based on the assumption on Douglas McGregor’s 1960’s Theory X 

Bodla et al, (2019) 

The leader here takes a centralised role.



Exercising their authority and power. 



Taking all the responsibility in organising, planning and the decision making process. 









Democratic





This Photo by Unknown Author is licensed under CC BY

This leadership style takes a decentralised position. 



The leader and its team members or employees share ideas.



They participate in group interaction and the decision making process. 

Democratic leadership skills is based on the assumption on Douglas McGregor’s 1960’s Theory Y. 

Woods and Gronn, (2019)

“It is critical that managers and their subordinates agree in advance on how performance will be measured and rewarded”. Ware, J. and Grantham, C. (2005)









Laissez-faire





This leadership approach gives team members/employees to get on with their roles. 



They maybe highly qualified and motivated employees/team members, who work autonomously or independently



By exercising their own decision making and organising themselves and taking on accountability. 


Robert and Vandenberghe, (2020)









Transactional & Transformational 
Leaders



TRANACTIONAL



 Task & Results Driven

 Strict Boundaries

 Evaluate Performance

 Efficiency & Effectiveness

 Adheres to Strict Deadlines 



Armstrong, (2016)



TRANSFORMATIONAL  



 Vision & Values



 Lead by Example 



 Enthuse & Engage



 Inspire Your Team 





Consider talking about:

Effect on work teams

7







My leadership Style 










The results strongly suggest that I have a ‘Democratic’ leadership style. 

 My staff members delegate and communicate.

 They go the extra mile and get the job done. (Even when I am not there).

 Get involved in decision making process.

 Team members and subordinates get more creative and at problem solving.   

































Sense of security, belonging and job satisfaction 

= recognition and rewards.









Advantages & Disadvantages



The Advantages of my Leadership Style



 Long term productivity 

 My employees feel inclusive 

 Great group interaction and communication

 A sense of democracy 



The Disadvantages of my Leadership Style



 This style is not valid when your employees are not trustworthy

 May not get a general consensus

 This style is not valid in a situation or crisis 













Conclusion



To conclude, all leaders can improve, develop, and grow their own effective leadership styles to suit expectations, demands and needs. 

In a team where subordinates show a lack of discipline and focus, then an autocratic (authoritarian) style is better suited to meet organizations and subordinates' expectations too. 

Embracing dynamic change and development in leadership, looking at what is expected from leaders and to motivate subordinates alike is no mean feat. 

In the present-day, we are seeing change that is so rapid, that leaders will have to adapt in a blend of leadership styles, to implement in fast changing scenarios within an organization. 

However, the emphasis is on the word ‘leader’, is not just to lead, but more importantly to lead by example, with the purpose and passion to succeed. 















THANK YOU …
ANY QUESTIONS?
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Scoring
Compute your LPC score by totaling all the numbers you circled. Enter that score below:

Interpretation

The LPC scale is used by Fiedler to identify a person’s dominant leadership style (see the
textbook material). Fiedler believes that this style is a relatively fixed part of one’s personality,
and is therefore difficult to change. This leads Fiedler to his contingency views, which suggest
that the key to leadership success is finding (or creating) good “matches” between style and
situation.

If your score is 73 or above, you are considered a “relationship-oriented” leader. If your score is
64 or below, you are considered a “task-oriented” leader. If your score is 65 to 72, you are a
mixture of both, and it is up to you to determine which leadership style is most like yours.
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Ethical Leadership Style
Questionnaire

Purpose

il

i
2

To develop an understanding of your ethical leadership style

To understand how your preferred ethical leadership style relates to other ethical
leadership styles

Directions

s

Please read the following 10 hypothetical situations in which a leader is confronted with an
ethical dilemma.

Place yourself in the role of the leader or manager in the situation.

For each situation, indicate with an “X” your most preferred response. Your most preferred response

is the response that best describes why you would do what you would do in that particular
situation. Choose only one response. There are no right or wrong answers.

Response alternatives explained:

» I would do what is right: This option means you follow a set of moral rules and do what
is expected of you when facing an ethical dilemma. You focus on fulfilling your moral
obligations and doing your duty.

* I would do what benefits the most people: This option means you try to do what is best for
the most people overall when facing an ethical dilemma. You focus on what will result in
happiness for the largest number of individuals.

* I would do what a good person would do: This option means that you pull from who you are
(your character) when facing an ethical dilemma. You act out of integrity, and you are
faithful to your own principles.

¢ T would do what shows that I care about my close relationships: This option means that you
give attention to your relationships when facing an ethical dilemma. You may give special
consideration to those with whom you share a personal bond or commitment.

¢ I would do what benefits me the most: This option means that you do what is best for
accomplishing your personal goals and objectives when facing an ethical dilemma. You are
not afraid to assert your own interests when resolving problems.

* Twould do what is fair: This option means that you focus on treating others fairly when
facing an ethical dilemma. You try to make sure the benefits and burdens of decisions are
shared equitably between everyone concerned.
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Situations

1. You are the leader of a manufacturing team and learn that your employees are falsifying
product quality results to sell more products. If you report the matter, most of them will lose
their jobs, you may lose yours, and your company will take a significant hit to its reputation.
What would you do in this situation?

[0 A.Iwould do what s right.

[ B.Iwould do what benefits the most people.
. C.Iwould do what a good person would do.

O D.Iwould do what shows that I care about my relationships.
[ E.Iwould do what benefits me the most.

{1 FIwould do what is fair.

2. You have an employee who has been having performance problems, which is making it hard for
your group to meet its work quota. This person was recommended to you as a solid performer.
You now believe the person's former manager had problems with the employee and just wanted
to getrid of the person. If you give the underperforming employee a good recommendation,
leaving out the performance problems, you will have an opportunity to pass the employee off to
another group. What would you do in this situation?

O A.Iwould do whatis right.

[ B.1would do what benefits the most people.

O C.Iwould do what a good person would do.

O D.Iwould do what shows that I care about my relationships.
[ E.Iwould do what benefits me the most.

A EIwould do whatis fair.

3. Your team is hard-pressed to complete a critical project. You hear about a job opening that
would be much better for one of your key employees’ career. If this individual leaves the team, it
would put the project in danger. What would you do in this situation?

[ A.lwould do what is right.
B.1would do what benefits the most people.

]

0

C.1would do what a good person would do.

O

D.Iwould do what shows that I care about my relationships.

a

E.Twould do what benefits me the most.
X_ F.1would do what is fair.

4. An employee of yours has a child with a serious illness and is having trouble fulfilling
obligations at work. You learn from your administrative assistant that this employee claimed

(Continued)
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APPLICATION

(Continued)

Scoring

To score the questionnaire, sum the number of times you selected each of the items A, B, C, D, E, and F.
The sum of A responses represents your preference for Duty Ethics, the sum of B responses represents
your preference for Utilitarian Ethics, the sum of C responses represents your preference for Virtue
Ethics, the sum of D responses represents your preference for Caring Ethics, the sum of E responses
represents your preference for Egoism Ethics, and the sum of F responses represents your preference
for Justice Ethics. Place these sums in the Total Scores section that follows.

Total Scores

Duty Ethics: =
Utilitarian Ethics: L
Virtue Ethics: L
Caring Ethics:

Egoism Ethics:

Ao o i

Justice Ethics: Z

Scoring Interpretation

The scores you received on this questionnaire provide information about your ethical leadership style;
they represent your preferred way of addressing ethical dilemmas. Given a situation with an ethical
dilemma, this questionnaire points to what ethical perspective is behind the choices you would make
to resolve the dilemma. As you look at your total scores, your highest score represents your primary or
dominant ethical leadership style, your second-highest score is the next most important, and so on. If
you scored 0 for a category, it means that you put lower priority on that particular ethical approach to
guide your decision making when facing ethical dilemmas.

* If you scored higher on Duty Ethics, it means you follow a set of moral rules and do what
is expected of you when facing an ethical dilemma. You focus on fulfilling your moral
obligations and doing your duty.

= If you scored higher on Utilitarian Ethics, it means that you try to do what is best for the most
people overall when facing an ethical dilemma. You focus on what will result in happiness
for the largest number of individuals.

* If you scored higher on Virtue Ethics, it means that you pull from who you are (your character)
when facing an ethical dilemma. You act out of integrity, and you are faithful to your own
principles.

* If you scored higher on Caring Ethics, it means that you give attention to your relationships
when facing an ethical dilemma. You may give special consideration to those with whom
you share a personal bond or commitment,
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* Ifyou scored higher on Egoism Ethics, it means that you do what is best for accomplishing your
personal goals and objectives when facing an ethical dilemma. You are not afraid to assert
your own interests when resolving problems.

* If you scored higher on Justice Ethics, it means that you focus on treating others fairly when
facing an ethical dilemma. You try to make sure the benefits and burdens of decisions are
shared equitably between everyone concerned.

By comparing your scores regarding each of these ethical perspectives, you can get a sense of
what is important to you when addressing an ethical concern. Obviously, if you scored low on any of
these categories, it suggests that you give less priority to that ethical perspective. All of the ethical
perspectives have merit, so there is no “best” perspective to maintain.

This questionnaire is intended as a self-assessment exercise. Although each ethical approach is
presented as a discrete category, it is possible that one category may overlap with another category. It
is also possible that you may have an ethical leadership style that is not fully captured in this ques-
tionnaire. Since this questionnaire is an abridged version of an expanded questionnaire, you may wish
to take the entire questionnaire to gain a more accurate reflection of your ethical approach. It can be
taken at www.leaderdecisionmakingsurvey.com.
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Task and Relationship Questionnaire

Purpose
1. To identify how much you emphasize task and relationship behaviors in your life

2. To explore how your task behavior is related to your relationship behavior

Directions

For each of the following items, indicate on the scale the extent to which you engage in the described
behavior. Move through the items quickly. Do not try to categorize yourself in one area or another.

e A e

1. Make ato-do 1
list of the things
that need to be
done.

2. Tryto make the 1
work fun for
others.

3. Urge others to 1
concentrate
on the work at
hand.

4. Show concern 1 2 3 5
for the personal
well-being of

others. :
5. Settimelines 1 2 3 4 @
for when the

job needs to be
done.

6. Help group 1 2 3 4 @
members get
along. ;

7. Keepa 1 2 3 4 @
checklist of

what has been
accomplished.
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(Continued)

40 hours on a timesheet for a week when the employee actually only worked 30 hours, What
would you do in this situation?

[ A.Twould do what is right.
$A B.Iwould do what benefits the most people.

{1 C.I'would do what a good person would do.

L1 D.Iwould do what shows that I care about my relationships.

(1 E.Iwould do what benefits me the most.

O FEIwould do what is fair.
You are a manager, and some of your employees can finish their quotas in much less than
the allotted time to do so. If upper management becomes aware of this, they will want you to
increase the quotas. Some of your employees are unable to meet their current quotas. What
would you do in this situation?

0 A.Iwould do whatis right.

Y B.Iwould do what benefits the most people.

U C.Iwould do what a good person would do.

0 D.Iwould do what shows that I care about my relationships.

[l E.Iwould do what benefits me the most.

0 EIwould do what is fair.

You are an organization’s chief financial officer, and you are aware that the chief executive
officer and other members of the senior leadership team want to provide exaggerated financial

information to keep the company'’s stock price high. The entire senior management team holds
significant stock positions. What would you do in this situation?

O A.lwould do whatis right.

O B.Iwould do what benefits the most people.

B¢ C.Iwould do what a good person would do.

0 D.Iwould do what shows that I care about my relationships.

O E.Iwould do what benefits me the most.

O EIwould do what is fair.

Two new employees have joined your accounting team right out of school. They are regularly
found surfing the internet or texting on their phones. Your accounting work regularly requires
overtime at the end of the month to get the financial reports completed. These employees
refuse to do any overtime, which shifts work to other team members. The other team members
are getting resentful and upset. What would you do in this situation?

[ A.Iwould do what is right.

£ B.Iwould do what benefits the most people.
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2 3 4

18. Emphasize
everyone's
unique

contributions to
the group.

19. Follow rules 1 2 3 4 @
and regulations
closely.

20. Express positive
feelings toward
others in the

group.
Scoring
1 Sum scores for the odd-numbered statements (task score).

9 Sum scores for the even-numbered statements (relationship score).

Total Scores
Task score:

Relationship score: 2 Q

Scoring Interpretation
This questionnaire is designed to measure your task-oriented and relationship-oriented leadership
behavior. By comparing your scores, you can determine which style is more dominant in your own
style of leadership. If your task score is higher than your relationship score, you tend to give more
attention to goal accomplishment and somewhat less attention to people-related matters. If your
relationship score is higher than your task score, your primary concern tends to be dealing with peo-
ple, and your secondary concern is directed more toward tasks. If your scores are very similar to each
other, it suggests that your leadership is balanced and includes an equal amount of both behaviors.

If your score is 40-50, you are in the high range.
If your score is 31-39, you are in the moderately high range.
If your score is 21-30, you are in the low range.

1f your score is 10-20, you are in the very low range.
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8. Listento the
special needs
of each group
member.

9. Stress to others 1 2 3 4
the rules and
requirements
for the project.

10. Spend time 1 2 3 @ 5
exploring other

people's ideas
for the project.

11. Payclose 1 2 3 4
attention
to project
deadlines.

12. Actfriendly 1 2 3 4 @

toward other
group members.

13. Clarify 1 2 3 4 @
each group

member’s job

responsibilities.

14. Express support 1 2 3 6 5
for other group
members’ ideas.

15. Emphasize 1 2 3 5
performance
standards for
the group.

16. Talk with 1 2 : 3 4 5
other group
members about
their personal
concerns.

17. Keep other 1 2. 3 4 @
group members
focused on goals.
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[ €L 1 il ey wvat & oo erson wonld do
[0 D00 wonld s whian shiows Dhat | care shout my velationships
1B weould do whint berefits me the o
W R would do what s fair
Woii aire Uhe diirecten of & neighborhood food cooperative A member—a single parent with
ot chil dren-—is caught shoplifting $30 in groceries from the co-op. You suspect this persan
Tt been stealing for years. You consider pressing charges. What would you do in this
situstion?
R A Twould do what is right.
7 B.1would do what benefits the most people
{1 €.1would do what a good person would do.
{1 D.1would do what shows that I care about my relationships.
) E.1would do what benefits me the most.
[ F.1would do what s fair.
You have been accused of discriminating against a particular gender in your hiring practices.
A new position opens up, and you could hire a candidate of the gender you've been accused of
discriminating against over a candidate of another gender, even though the latter candidate has
slightly better qualifications. Hiring the former candidate would let you address this accusation
and improve your reputation in the company. What would you do in this situation?
M A.1would do what is right.
B.1 would do what benefits the most people.
C.1would do what a good person would do.
D.1would do what shows that I care about my relationships.
E.1 would do what benefits me the most.
F.1would do what is fair.
You are a professor. One of your best students buys an essay online and turns it in for a grade.
Later in the term, the student begins to feel guilty and confesses to you that the paper was

purchased, It is the norm at the university to fail a student guilty of plagiarism. You must decide
if you will flunk the student. What would you do in this situation?

S A Iwould do what is right.

0 B.1would do what benefits the most people.

Tl €.1would do what a good person would do.

T D.1would do what shows that I care about my relationships.
I E.1would do what benefits me the most.

= F1would do what is fair.
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Transactional leadership

Transformational Leadership

Leadership is responsive

Leadership is proactive

Works within the organizational culture

Work to change the organizational culture by implementing new ideas

Transactional leaders make employees achieve
organizational objectives through rewards and
punishment

Transformational leaders motivate and empower employees to
achieve company’s objectives by appealing to higher ideals and moral
values

Motivates followers by appealing to their own self-
interest

Motivates followers by encouraging them to transcend their own
interests for those of the group or unit





