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[bookmark: _Toc77540517]Introduction 
The purpose of this report is to evaluate the author’s own understanding of leadership styles and to then understand how they apply to their own workplace. I, the author, am a 47-year-old single mum. I have worked in Grosvenor Casino for 25 years. Although there have been several gaps to work for cruise ships and other companies, they have always been within the same industry. I started as a valet and progressed through several departments and job roles until settling as a head cashier around 13 years ago. To evaluate my leadership styles, we will look at how Adair’s Fifty- Fifty principal and Heresy and Blanchard’s leadership models apply to the cash desk within Grosvenor Casino.  I will then assess my own ability to set direction, motivate, and empower staff. 
[bookmark: _Toc77540518]Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role.  
Up until the twentieth century It was commonly believed that leaders are born, this is referred to as “The Great man” theory (Kippenberger, 2002). This is opposed by scholars such as Adair who believed that leadership is a trait and something that can be developed (Adair, 2006). The Great Man Theory was conceptualised in an age when just being wealthy elevated your social standing and this was believed to be enough to make a person a good leader  (Adair, 2009) Many theorists now argue that good leadership depends not only on the actions of the leader, but also on the dynamics of the group or organisation (Peña-Acuña, 2017a). The author suggests The Great Man Theory of leaders only being born is archaic and disconnected with today’s society as it was born of a time when women would stay home and raise the children. Society has progressed to the point where women are increasingly taking up significant roles in organisations. With their natural transformational leadership style (Silva & Mendis, 2017) becoming more desirable in the modern-day workplace (Pounder & Coleman, 2002). A leader is someone who commands or leads a group, it is impossible to be a leader if the task can be completed alone. Psychoanalyst and professor Manfred Kets De Vries considers there are 3 factors that define a leader’s ability to lead. Firstly, there is the leader’s character, personality, values, beliefs, attitude, and position. The second factor is the character of the followers, their personalities, values, beliefs, attitudes, and ability to work as a group. The final factor is the situation, how established is the organisation, what are its core values and culture, and even the social and political environment (de Vries, Manfred F. R. Kets, 1994). There is no right or wrong way of leading, it is an action that is dependent on the circumstances and individuals involved. Being a good leader involves recognising your strengths and weakness and the strengths and weakness of the team around you.  (Kippenberger, 2002)

[bookmark: _Toc77540519]My Ability
Throughout my career I have made many mistakes and I have always worked hard to acknowledge and learn from them, and I believe that this enhances my abilities to be a good leader. The leadership style questionnaire in 4.2 appendix 4 indicated that the Democratic style was the most prominent, although it was closely followed by the Autocratic style. These are both considered moderate. The Laissez-faire style was considered low which coincides with my reluctance to relinquish control. This bodes well for me as to be an effective leader we need to use many different styles, as leadership is not a one size fits all. (Kippenberger, 2002).  The Democratic and authoritarian leadership styles have been compared to McGregor’s X and Y behaviours theory. McGregor’s theory is based on the belief that X workers are lazy and unmotivated, consequently needing lots of direction and control. Whereas Y workers are skilled and confident, therefore needing minimal supervision and direction. However, it should be noted that they should not be seen as opposites but two different aspects or characteristics of an individual (Peña-Acuña, 2017b).  Given the complexities of today’s workforce and the recognition of the connection between emotional intelligence and staff engagement to company productivity  (Saxena et al., 2017), it is unproductive to disregard an X individual without further examination.
[bookmark: _Toc77540520]Authoritarian
Authoritarian leaders are product or task related and tend to be more distanced from their followers. They give praise and reward when expected but it is based on personal beliefs. They make their decisions without the input of followers and expect to be obeyed as they are in charge. Although, there are situations or context where this style is beneficial. For example, in the military where the commander needs to be obeyed, or on a short-term project where time is of the essence. Alternatively, the authoritarian style used in the wrong context could be disastrous as it can foster resentment and hostility within the team if they feel undervalued. (A Maund et al., 2018)
[bookmark: _Toc77540521]Democratic
Democratic leaders differ from authoritarian leaders as they lead from alongside followers rather than from above. They focus more on the followers as individuals rather than a workforce. They encourage input and support suggestions without discrimination, paying attention to the less articulated. They put followers before themselves and act more as guides, where personal achievements and goals of the follower are important to them, this generates a happier, friendlier environment. Studies have shown that happier staff within a good working environment are more productive. However, this style is not without its faults. Leading in this way can be time consuming, and it can distract from the goal. A good leader must find the right balance. (A Maund et al., 2018)
[bookmark: _Toc77540522]Laissez-Faire
Laissez-faire leaders are unlike both X&Y. This style can sometimes be branded as a form of non-leadership. The Laissez-Faire leader has minimal interaction with followers and allows them complete autonomy. While effective when the followers are competent and confident, this can sometimes make followers feel unsupported and directionless. There are a limited number of situations where this style is appropriate.  (A Maund et al., 2018)

[bookmark: _Toc77540523]Workplace Example
When any new group comes together a process will take place. The Tuckman’s theory” process contains multiple stages. The initial stage is called forming, where the group begins to learn about each other. Following this is Storming, where they start to challenge each other to find where they fit in and what strengths they each possess. After Storming they each begin to work together utilising those strengths this is known as Norming. The final stage is Performing, where they work as one to achieve the goal (Bonebright, 2010). This is an important process for any leader to observe as it teases out any natural leadership ability. Knowing the group and applying the correct style at the correct time is essential to the success of any task.   
[bookmark: _Toc77540524]Democratic - Autocratic as a superior
When working in Aspers I had to run a cash desk training school consisting of ten cashiers. We had to set up an operational cash desk, due to the maturity of the organisation we had to create procedures and practices to enable it to run smoothly. While some of the cashiers had experience, some had never worked within a casino environment before. They all had different personalities, but one thing they all had in common was that this was a new job for all of them. To best understand the needs of everyone, the first thing was to get them all in a room together and participating in the Tuckman phase. By watching and analysing I could anticipate the strengths and weaknesses of the group. This also gave me an opportunity to ask questions about the individuals and get to know them personally. Adair states that there are three components to leadership. The task, the individual, and the group  (Adair, 2009). I can apply Adair’s theory to this scenario by way of, the task - I needed 10 competent cashiers upon opening, this called for a more autocratic leadership style as they needed to learn the laws and procedures without variations. The individual – they were all starting new positions, the motivation was there but also an apprehension. By overusing an autocratic style, I could cause them to leave, and the overall task would fail. The group – they needed to gel as a group, so a democratic style was useful here to help build rapport and relationships amongst the team. As a new organisation we had a lot of autonomy to put our own procedures in place, thus helping them to feel invested in the company. I identified the more confident ones from the quiet ones. I paired them together by skill and confidence, ensuring they worked together. I then set weekly goals we could achieve together. Because it was a new company, I was also starting a new job, this helped me relate and become one of them. We held daily meetings to keep them informed and engaged with the operation. 
[bookmark: _Toc77540525]Authoritarian- democratic- Laissez-faire 
I was asked to help the Christmas coordination team within Grosvenor. This was another instance when I have needed to adapt my leadership styles to the situation and followers. The task was to put up decorations, organise and promote Christmas bookings for a normally quiet restaurant, arrange free play games on the gaming tables, accept and receive all deposit payments and record all customer details.  There were around 6 people in the team. Head of marketing, Head of food and beverages, Head of Gaming, maintenance supervisor, the Head cashier (myself), and the General manager. The problem with this was that there were a lot of “Heads” in the group that were used to overseeing their own teams. Whereas in my previous example I had seniority, these were my peers or supervisors.  The General manager was technically in charge but trusted each department to develop their own factors. However, the sales manager had no understanding of gaming, or food and beverage and maintenance were not factoring in the camera angles. As I had worked in most of the departments and interacted with all on a regular basis, I gravitated into a leadership position. I could give insights to what has worked before, I knew the names of the customers most likely to book for Christmas party and who had booked in previous years and what they would or would not pay, I also knew where decorations could be placed due to camera coverage. And was able to create a shared spreadsheet to keep up to date records. As time went on people would come to me for answers or solutions to problems. This role as leader was not achieved by my title but because of my knowledge and influence (Anderson & Sun, 2017), had I gone in with an authoritarian style I would have added fuel to an already heated debate. I used democratic and Laisse-Faire styles. I called a meeting and asked each department to go and decide the best way to do their factor, (Laissez- Faire) they then brought them to me for example the sales manager asked for an hour’s free play on the tables. I was able to say no that is too long the gaming department cannot fulfil that, lets change it to 20mins. By the time we met again we had all the pieces of a jigsaw that just needed to be slotted together (Democratic). Each department head was only thinking of themselves and their groups and not the overall task. at

[bookmark: _Toc77540526]Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance      
[bookmark: _Toc77540527]Hersey and Blanchard / Adair
Adair was one of the earlier leadership models. His action-centred model has since become a blueprint that several other theorists have built upon. In his book, ‘The Fifty-Fifty rule’, he stated that leadership is fifty percent the leader’s actions and beliefs and fifty percent the follower’s actions and attitudes (Adair, 2009) . During the 1970s behavioural scientist Paul Hersey and management expert Ken Blanchard collaborated and used Adair’s core principles to establish the Hersey and Blanchard model. This was a significant step forward as they were the first to acknowledge the importance of the followers and that how they accept or reject a leader can ultimately determine the outcome of the task (Kippenberger, 2002)The Hersey and Blanchard model is a situational leadership model that works on the assumption that the leader’s style of leading should change to the extent of the followers’ readiness to follow and their competency. Practically this means a leadership style should depend on the situation (Mirčetić & Čudanov, 2021). Hersey and Blanchard categorize four different types of leadership styles: directing, coaching, supporting, and delegating. Each of these styles involve a different level of support and direction. A leader must decide what style is warranted in that specific situation (Irgens, 1995). In context of Adair’s fifty-fifty rule this represents the fifty percent of leaders actions and attitudes. Hersey continues to argue that there is not a ‘one size fits all’ and refers to the followers’ needs as development levels that will determine what style is used. There are four development levels with different levels of competence and commitment  (Hersey, 1984) This can be compared to the followers’ actions in Adair’s fifty-fifty principle. These development levels should be the first consideration of any leader as they will constantly change. For example, a new starter in a business may have a low level of competence but a high level of commitment. These followers would need more of a directing style from the leader, they would not have the skills to complete the task however they are motivated and committed. In contrast an employee who is due for promotion has high levels of competence and is motivated by a promotion this employee would need a delegating style with low support and low directive. Using the same style on both these followers would not be appropriate as they are both at very different development levels and using the wrong style could be detrimental.  A good leader needs to be able to adapt between these styles as they will not just change with each person, but with each person at each interaction. Both Adair and Hersey and Blanchard argue that both the leader and the follower are equally important for a positive outcome.  (Adair, 2009; Hersey, 1984)
“It is not enough to describe your leadership style or indicate your intentions. A Situational Leader assesses the performance of others and takes the responsibility for making things happen.” – Hersey  (Schermerhorn, 1997)
As an example of how to apply Hersey and Blanchard in a workplace, the scenario of the casino cash desk will be used. Although the author acknowledges that development needs can change quickly, for the purposes of this report the development levels are applicable to the interaction described. Below is a table of the four cashiers.

	Amy is 30 years old, single with 6 years’ experience
	She has the required skill and competence but is lacking in motivation and commitment
	Development level 3 possibility level 4

	Sarah is 43 years old and married. She has 3 years’ experience
	She has a medium amount of skill but no confidence resulting commitment
	Development level 2

	Mahshid is 21 years old a trainee cashier with just 2 weeks experience
	She has no competence but is high on commitment
	Development level 1

	Jordan is 45 years old with 8 years’ experience and has just been promoted to senior cashier.
	He has high competence and high commitment
	Development level 4



For Amy who is in the development level 3, it would be beneficial to apply a coaching style. Coaching is a high support and high directive  (Hersey, 1984) leadership style so the leader needs to establish why Amy is so unhappy and help her to rectify it. There are several different types of coaching models, but they all start with the principle of asking questions. Research shows that coaching is to act as a thought partner and ask questions (Leonard-Cross, 2010) .  Using coaching it was established that Amy is unhappy as she feels that her progression will now be slow following Jordan’s promotion. Working with Amy in a coaching style means we can work out an action plan for her to follow to ensure she is prepared for the next promotion opportunity. Had a directing style been used (style 1) Amy may have been left feeling unappreciated and even more distanced from a promotion. Using too much of a supporting style (Style 3) she may feel directionless and not in control.  Her aggressive energy could be directed outwardly at Jordan for getting the promotion and this would create an imbalance within the team (de Vries, Manfred F. R. Kets, 1994). Sarah is in the development level 2 and the best leadership style to use would be supporting as she has the competence, but she needs the encouragement and support to use it. All other styes would be detrimental to her; for example, if we used the coaching style applicable to development level 1, it could reinforce her belief that she cannot do it. A leader’s job is to challenge individuals to be the best they can and to realise their full potential (Taylor, 2014)  Jordan is at development level 4, and he is competent and committed. It is important for the leader to delegate to him as this will give him autonomy and a sense of pride in his work. It would be good practice to ask him to coach or mentor Amy or Mahshid. Mahshid being a new trainee is in the development level 1 and needs directing; delegating work to her could leave her feeling out of her depth. Whilst this model has its use, it does have limitations – you cannot always put employees into one of the four boxes, or they may display different development levels for different tasks. The model also works on the assumption the leader can use all the leadership styles which may not be the case.  In addition, an employee un development level four could see too much praise as fake  (Hersey et al., 1979). Leadership involves more than one person – you cannot lead if you are alone as you need the help of others to accomplish a goal  (Giles, 2016a). The goal here is an efficiently run cash desk, and happy competent cashiers are vital to this goal. Hersey and Blanchard focus on the individuals’ feelings and skills but Adair reminds us that by focusing too much on the individual the task and group could suffer.  (Adair, 2006)
“It is not enough to describe your leadership style or indicate your intentions. A Situational Leader assesses the performance of others and takes the responsibility for making things happen.” – Hersey (Hersey et al., 1979)
For either of these models to work the leader must possess emotional intelligence (EI). EI is our ability to effectively deal with our emotions and the emotions of others (Mayer et al., 2003).  A leader cannot assess the best style without first knowing how the employee is feeling. Particularly in service industries like casinos leadership roles are to motivate, inspire and encourage positive attitudes among employees. As a result, EI and the application of models like Hersey and Blanchard have become more integral to leadership  (Palmer et al., 2001) People with different personalities, different approaches, different values succeed not because one set of values or practices is superior but because their values and practices are genuine, Herd Kelleher, CEO southwest airlines (Kippenberger, 2002).  Santander have acknowledged on their web site that they advocate the Hersey and Blanchard situational model for their business. It is executed in three ways; first the management indicate the rules – this is dictatorial; secondly, they all get involved, listen, and decide what is best to do – this is coaching; finally, they can assess the groups willingness to face these goals as this directly affects their willingness to achieve them. Santander have created a social network for employee to get involved and share their ideas. When this was first launched eight thousand employees answered and got involved. This continuous bidirectional communicating generates confidence in all the departments that use it. It motivates employees by making them feel part or the process, thus improving productivity  (Peña-Acuña, 2017).
[bookmark: _Toc77540528]Assess your own ability to set direction, motivate, delegate, and empower others to bring about a workplace change
[bookmark: _Toc77540529]Workplace change needed
The workplace change that was needed was the introduction of the G-one wallet. Grosvenor are the first company to integrate their online gaming to the casinos. A customer can add to and withdraw funds from their account from the casino or their phone. Due to the originality of this they wanted cashiers to promote it with every cash-out. This would quite often involve the cashiers setting up accounts for customers and helping to unlock old ones. There is only one cashier on duty at a time so at first glance this came across as overwhelming for the cashiers. They felt like it was another job that was being dumped on them and that they were not going to be able to complete it whilst continuing serving customers and completing their other tasks. This was a procedural change that was companywide so was not up for negotiation. My task as the leader was to action and ensure this was implemented swiftly and smoothly. However, I could not just focus on the task. I had to address the groups and the individual’s feelings as by addressing one without the other would mean the task was destined to fail. (Adair, 2009)
[bookmark: _Toc77177401][bookmark: _Toc77540530]Set direction 
To set direction we must first establish where the company wants to go and generate commitment to get there  (de Vries, Manfred F. R. Kets, 1994) Our goal was opening a dialog with the customer about the G-one account. To ensure the goal was clear I printed a lot of visual slogans to aid this, for example “Can I put that on your G-one Account for you?” or “Grosvenor, industry leaders in the cross platform of gaming”. By setting clear directions I was able to pass accountability on to the team as this was a change that had to be put into effect – failing to do so would mean repercussions from upper management. Even though I favour a more democratic style, in this instance the team needed specific instructions to accomplish the task.  In this scenario as the team were already against the changes, by putting too much emphasis on making the team happy would make the task suffer. By involving them with the vision and aligning them with the goal and telling them how important it was that Grosvenor had accomplished this first gave the task significance  (Anderson & Sun, 2017) I was also able to report that others in their position had testified overall the use of the G-wallet was better.
[bookmark: _Toc77177402][bookmark: _Toc77540531]Motivate
Motivation comes from an employee wanting to do something, although Adair argues that this is only fifty percent our ability and fifty percent the employees, we can, through interpersonal interaction, establish what would make the employee want to align with our goal. This could be several factors from their own wellbeing, how they feel about their environment, how comfortable are, through to how big an ego they have.  One thing is certain – Nothing great was ever achieved without enthusiasm. Emerson  (Adair, 2009)
Motivation is contagious, so by being motivated myself and ensuring I asked customers every time, I set an example that I believed what I was asking the cashiers to do was possible. I set different achievable goals for each cashier rather than as group and we had a reward system across the company, but I felt it would be unfair to expect Mahshid to have the same results as Jordan. By treating them as individuals it enforced that I was on their side, and we were in it together. That they matter to me. Each had their own target to fill that would not only result in a reward of their choice but because we all had to reach our site target we came together as a group. There was a weekly leader bord based on their abilities.  To motivate someone should not be that difficult as research has told us that as a race we are programmed to want to get on as proved by Maslow and his hierarchy of needs  (Pichère, 2015)
[bookmark: _Toc77177403][bookmark: _Toc77540532]Delegate 
The questionnaire in appendix 4 suggested that people see me as trustworthy, dependent, and conscientious. Delegation is about relinquishing control, which is something I struggled with, not out of an ego thing with power, as I scored zero on the egotism (appendix 5), but more because I felt it was my responsibility to do the best job I could do and sometimes I did not think it was fair to put that pressure on somebody else. Again, this was through interpersonal relationships because I felt for the person, and I did not want them to feel like they done something wrong. A leader cannot do everything. Delegating is about relinquishing control, giving clear instruction, and allowing people the autonomy to do things their way.  An example of this was when I asked a cashier to redesign a filing system for paperwork. Her only instruction was establishing a new filing system for the paperwork. However, I had a clear picture in my head of what the system should look like but did not communicate this, so she came up with her own version. However, this was not the way I envisioned it to be done. Although I recognised changing it would be detrimental to her motivation, I did not give her the praise it warranted. I recognise this is a fault I need to action. I either needed to allow them the autonomy and creativity to produce their own ideas and solutions or give clearer instructions as to what I want it to be like. If I use the Hersey and Blanchard coaching style, then change what they have done, they will lose all motivation and respect in me as a leader. 
[bookmark: _Toc77177404][bookmark: _Toc77540533]Empower
Empowerment is not to delegation. Empowerment is a combination of all the previous attributes; setting direction with good communication, ensuring they have the correct tools and facilities, allowing them to take accountability for a task, and creating an environment where they can feel comfortable and safe and connected.  Creating a safe environment allows an employee to relax, invoking the brain’s capacity for innovation, creativity, and ambition (Giles, 2016). Analysis suggests I have a more interpersonal approach to tasks, indicating I care about employees sometimes to the detriment of the task. I believe that by treating someone like they can do something they will be more likely to believe it themselves. Conversely if we tell them, they cannot do something then they will not do it. This is referred to as the Pygmalion affect. Empowerment is certainly something that would aid Sarah with her confidence. However, if it is not executed properly it could feel like abandonment.  I believed I was empowering Amy with the filing system however, on reflection, because I had a firm idea in my head of what I wanted I was not open enough to her ideas. This is something I plan to learn from.
[bookmark: _Toc456901523]

[bookmark: _Toc77540534]Conclusion
It is clear from the research that I have done that leadership is not a one size fits all, the views and feeling of the followers must be considered. When praise is given employees work and feel better improving productivity. Leaders being honest and ethical whilst building workplace relations, employee morale and development is now being recognised as some of the most important leadership competencies by leaders around the world  (Giles, 2016b).
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[bookmark: _Toc77177410][bookmark: _Toc77540536]Appendix 1

[bookmark: _Toc77540537]1.2 Conceptualizing Leadership Questionnaire

[bookmark: _Toc77177411][bookmark: _Toc77540538]Total Scores
1. Trait emphasis: ______17_____
2. Ability emphasis: ____17_______
3. Skill emphasis: _____18______
4. Behavior emphasis: __15_________
5. Relationship emphasis: ____17_______
6. Process emphasis: _____15______
[bookmark: _Toc77177412][bookmark: _Toc77540539]Appendix 2
[bookmark: _Toc77177413][bookmark: _Toc77540540]2.2 Leadership Traits Questionnaire
[bookmark: _Toc77177414][bookmark: _Toc77540541]Directions
1. Make five copies of this questionnaire. It should be completed by you and five people you know (e.g., roommates, coworkers, relatives, friends).
2. Using the following scale, have everyone indicate the degree to which he or she agrees or disagrees with each of the 14 statements below regarding your leadership traits. Do not forget to complete this exercise for yourself

	
	Rater 1
	Rater 2
	Rater 3
	Rater 4
	Rater 5
	Average rating
	Self-rating

	 1. 	Articulate
	5
	5
	4
	4
	4
	4.4
	4

	 2. Perceptive
	4
	4
	3
	4
	4
	3.8
	3

	 3. Self-confident
	3
	5
	4
	5
	3
	4
	4

	 4. Self-assured
	4
	4
	4
	5
	3
	4
	5

	 5. Persistent
	4
	4
	3
	4
	2
	3.4
	3

	 6. Determined
	5
	5
	4
	4
	3
	4.2
	2

	 7. Trustworthy
	4
	5
	5
	5
	4
	4.6
	3

	 8. Dependable
	4
	5
	5
	5
	3
	4.8
	5

	 9. Friendly
	5
	5
	4
	5
	5
	4,8
	5

	10. Outgoing
	5
	5
	5
	5
	5
	5
	5

	11. 	Conscientious
	4
	4
	4
	4
	2
	3.6
	4

	12. Diligent
	3
	4
	5
	5
	3
	4
	4

	13. 	Sensitive
	5
	4
	4
	5
	4
	4.4
	5

	14. 	Empathic
	4
	5
	4
	4
	4
	4.2
	5



[bookmark: _Toc77177416][bookmark: _Toc77540542]Appendix 3

[bookmark: _Toc77177417][bookmark: _Toc77540543]3.2 Leadership Strengths Questionnaire

        24                    24                       25                       27                          22
Implementer 	Innovator 	Encourager 	Analytic 	Mediator
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.

[bookmark: _Toc77177418][bookmark: _Toc77540544]Appendix 4

[bookmark: _Toc77177419][bookmark: _Toc77540545]4.2 Leadership Styles Questionnaire

Total Scores
Authoritarian, Leadership 16   
Democratic      Leadership 20
 Laissez-Faire Leadership 15 

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.


[bookmark: _Toc77177420][bookmark: _Toc77540546]Appendix 5


[bookmark: _Toc77177421][bookmark: _Toc77540547]5.2 Task and Relationship Questionnaire

[bookmark: _Toc77177422][bookmark: _Toc77540548]Scoring
1. Sum scores for the odd-numbered statements (task score).
2. Sum scores for the even-numbered statements (relationship score).
[bookmark: _Toc77177423][bookmark: _Toc77540549]Total Scores
Task score: ___________36_____________
Relationship score: ________42__________
[bookmark: _Toc77177424][bookmark: _Toc77540550]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 people, 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 45–50, you are in the very high range.
If your score is 40–44, you are in the high range.
If your score is 35–39, you are in the moderately high range.
If your score is 30–34, you are in the moderately low range.
If your score is 25–29, you are in the low range.
If your score is 10–24, you are in the very low range.

[bookmark: _Toc77177425][bookmark: _Toc77540551]Appendix 6

[bookmark: _Toc77177426][bookmark: _Toc77540552]6.2 Leadership Skills Questionnaire
			
Scoring
1. Sum the responses on items 1, 4, 7, 10, 13, and 16 (administrative skill score).	433544
2. Sum the responses on items 2, 5, 8, 11, 14, and 17 (interpersonal skill score).	454445
3. Sum the responses on items 3, 6, 9, 12, 15, and 18 (conceptual skill score).	         545225
Total Scores
Administrative skill: ________23___________
Interpersonal skill: __________26__________
Conceptual skill: _______23______________


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. 

[bookmark: _Toc77177427][bookmark: _Toc77540553]Appendix 7

[bookmark: _Toc77177428][bookmark: _Toc77540554]7.2 Leadership Vision Questionnaire
Scoring
Sum the numbers you circled on the questionnaire (visioning ability skill).
Total Scores
Visioning ability skill: ____33___
[bookmark: _Toc77177429][bookmark: _Toc77540555]Scoring Interpretation
The Leadership Vision Questionnaire is designed to measure your ability to create a vision as a leader.
If your score is 41–50, you are in the very high range.
If your score is 31–40, you are in the high range.
If your score is 21–30, you are in the moderate range.
If your score is 10–20, you are in the low range.

[bookmark: _Toc77177430][bookmark: _Toc77540556]Appendix 8

[bookmark: _Toc77177431][bookmark: _Toc77540557]12.2 Sample Items From the Ethical Leadership Style Questionnaire
[bookmark: _Toc77177432][bookmark: _Toc77540558]Total Scores
A. Duty Ethics: _____4_____
B. Utilitarian Ethics: ___4_______
C. Virtue Ethics: ____0______
D. Caring Ethics: _____1_____
E. Egoism Ethics: ____0______
F. Justice Ethics: ____1______
[bookmark: _Toc77177433][bookmark: _Toc77540559]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 the rules and do what you think you are supposed to do when facing ethical dilemmas. You focus on fulfilling your responsibilities and doing what you think is the right thing to do.
· If you scored higher on Utilitarian Ethics, it means you try to do what is best for the most people overall when facing ethical dilemmas. You focus on what will create 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 ethical dilemmas. You act out of integrity, and you are faithful to your own principles of goodness.
· If you scored higher on Caring Ethics, it means that you give attention to your relationships when facing ethical dilemmas. You may give special consideration to those with whom you share a personal bond or commitment.
(continued)
· If you scored higher on Egoism Ethics, it means that you do what is best for yourself when facing ethical dilemmas. You are not afraid to assert your own interests and goals when resolving problems.
· If you scored higher on Justice Ethics, it means that you focus on treating others fairly when facing ethical dilemmas. You try to make sure the benefits and burdens of decisions are shared equitably between everyone concerned.

[bookmark: _Toc77177434][bookmark: _Toc77540560]Appendix 9

[bookmark: _Toc77177435][bookmark: _Toc77540561]13.2 Path–Goal Styles Questionnaire
[bookmark: _Toc77177436][bookmark: _Toc77540562]Total Scores
Directive leadership: ____7______
Supportive leadership: _____15_____
Participative leadership: ___11_______
Achievement-oriented leadership: ____12______
[bookmark: _Toc77177437][bookmark: _Toc77540563]Scoring Interpretation
This questionnaire is designed to measure four types of path–goal leadership: directive, supportive, participative, and achievement-oriented. By comparing your scores on each of the four styles, you can determine which style is your strongest and which is your weakest. For example, if your scores were directive leadership = 21, supportive leadership = 10, participative leadership = 19, and achievement-oriented leadership = 7, your strengths would be directive and participative leadership, and your weaknesses would be supportive and achievement-oriented leadership. While this questionnaire measures your dominant styles, it also indicates the styles you may want to strengthen or improve.
If your score is 13–15, you are in the high range.
If your score is 6–12, you are in the moderate range.
If your score is 3–5, you are in the low range.
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