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[bookmark: _Toc233743448]
Introduction
The successful implementation of workplace transformation, organisational success, and employee performance are all known to be significantly influenced by effective leadership. To retain employee engagement and accomplish organisational goals, leaders must modify their methods to suit the demands of individuals, teams, and organisations. This study evaluates the potential of two well-known leadership theories, Hersey and Blanchard's Situational Leadership Theory and Adair's Action-Centred Leadership Model to affect employee performance. Through a series of self-assessment questions, the report then looks at the individual's personal leadership qualities, examining leadership strengths, attributes, skills, styles, vision, and adaptability in various workplace scenarios. Lastly, the study evaluates the individual's ability to guide, inspire, assign, and empower others amid organisational change. The study seeks to discover leadership strengths, areas for improvement, and overall effectiveness in carrying out a leadership job within a modern organisational setting by fusing leadership theory with reflective practice and self-evaluation.
[bookmark: _Toc233743449]Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance.
[bookmark: _Toc233743450]Introduction to Leadership and Workplace Performance
It is widely recognised that leadership plays a crucial role in shaping employee motivation, conduct, and organisational performance. According to (Northouse, 2021a), leadership is the process by which a person persuades a group of others to accomplish a common objective. Workplace performance, which is defined as the degree to which people successfully carry out their responsibilities and contribute to organisational goals, is greatly influenced by effective leadership (Padhi, 2010). Effective leaders provide clear direction, encourage engagement, and support employee growth, which eventually results in higher productivity and organisational success. This relationship between leadership and employee performance is well-established (Aggarwal, 2022). Managing workforce diversity, adapting to technological improvements, promoting employee health, and spearheading organisational transformation are just a few of the leadership issues complex and dynamic business world. Leaders must therefore take strategies that strike a balance between organisational demands and team and employee needs. This report critically assesses Hersey and Blanchard's Situational Leadership Theory and Adair's Action-Centred Leadership Model the influence of leadership on workplace performance. Although their presumptions about the efficacy and flexibility of leadership differ, both theories provide insightful viewpoints on how leadership actions the accomplishment of organisational goals.

[bookmark: _Toc233743451]Adair's Action-Centred Leadership Model
John Adair created the Action-Centred Leadership Model in 1973, which is one of the most influential behavioural leadership theories. According to the concept, successful leadership is attained by striking a balance between three interrelated areas of accountability: completing the task, creating, and sustaining the team, and personal growth (Adair, 1979a). The interconnectedness of these three components is sometimes depicted as overlapping circles, highlighting the need for leaders to handle all three areas Adair claims that while focusing just on individual requirements may lead to subpar team performance and the failure to meet organisational goals, an overemphasis on job completion may lower staff morale and engagement. Therefore, to achieve both organisational success and employee development, effective leadership necessitates a dynamic balance between all three components (Adair, 1979b). Because Adair's Action-Centred Leadership model offers a clear and useful framework for striking a balance between task completion, team needs, and individual growth, the individual concurs that it is effective. They have encountered this leadership style in the workplace, where managers have effectively shifted their attention between accomplishing goals, bolstering team performance, and attending to the needs of specific employees, leading to increased motivation and output.
               [image: ](Humphries, 2025).

The model offers managers a useful foundation for enhancing team productivity and worker performance in the workplace. A project manager overseeing the deployment of a new digital system, for instance, can concentrate on the work by setting goals, due dates, and performance metrics. In addition to identifying individual needs through coaching, training, and performance reviews, the manager must simultaneously support the team by fostering cooperation, resolving conflict, and encouraging good communication. Employees are more likely to be engaged, motivated, and productive when these duties are balanced, which benefits organisational outcomes. According to research, workers exhibit greater levels of dedication, job happiness, and performance when leaders successfully combine task accomplishment with team cohesion and individual growth (Yukl & Gardner, 2020a).
Adair's model's simplicity and usefulness in a variety of organisational settings are two of its main advantages. ACL emphasises leadership functions that can be acquired and developed via experience and training, in contrast to trait-based approaches that contend that leadership effectiveness depends on innate qualities (Northouse, 2021b). The model also acknowledges that workers are people whose growth contributes to long-term corporate success rather than just tools for accomplishing organisational objectives. Additionally, its focus on striking a balance between conflicting priorities is still applicable in modern businesses that are marked by rapid change, hybrid working methods, and rising employee expectations for growth and well-being (Armstrong, 2011).
 Effective leaders provide clear direction, encourage engagement, and support employee growth, which eventually results in higher productivity and organisational effectiveness. The relationship between leadership and employee performance is well-established (Yukl & Gardner, 2020b). Furthermore, in contrast to contingency theories, ACL offers little direction on how leaders should modify their actions in response to various circumstances or employee skill levels. As a result, although Adair's model provides a useful framework for comprehending leadership responsibilities, its efficacy might be increased when combined with more flexible methods like Situational Leadership Theory.

[bookmark: _Toc233743452]Situational Leadership Theory (Hersey and Blanchard)
Hersey and Blanchard (1969) created Situational Leadership Theory, which is predicated on the idea that there isn't a single ideal leadership approach for every circumstance. Rather, a leader's capacity to modify their strategy based on the skill, dedication, and growth requirements of each individual employee determines how effective their leadership is. Directing (high task, low relationship), coaching (high task, high relationship), supporting (low task, high relationship), and delegating (low task, low relationship) are the four leadership philosophies identified by the theory. Depending on the preparedness level of their followers—from those who need constant monitoring and direction to those who have the self-assurance and capacity to work independently—leaders are expected to modify their approach (Marchito et al., 2025). To enhance both individual and organisational success, this flexible approach acknowledges that employees change over time and that leadership actions should adapt accordingly. Situational Leadership Theory offers managers a useful framework for addressing the various requirements of workers in the workplace. A freshly hired employee, for instance, could need a directing style with precise instructions, organised guidance, and frequent oversight to guarantee duties are finished successfully. On the other hand, an experienced worker who is highly competent and self-assured might profit from a delegating approach that gives them more freedom and accountability. As a result, a team leader overseeing a varied workforce may use several leadership philosophies at once, modifying their strategy based on each person's aptitude and drive. In addition to increasing productivity and organisational performance, this flexibility can boost employee engagement, self-efficacy, and job happiness (Northouse, 2021c). Additionally, by giving workers the right amount of autonomy and support, managers may promote personal growth and a better sense of ownership over work results, both of which are important factors in performance and motivation (Yukl & Gardner, 2020c).
The flexibility and applicability of Situational Leadership Theory in a range of organisational circumstances is one of its main advantages. The notion recognises that employees have diverse developmental needs and that effective leaders must adapt accordingly, in contrast to traditional leadership approaches that promote a single favoured style (Northouse, 2021d). Because of its adaptability, the model is especially helpful in modern businesses with a diverse workforce, shifting job positions, and changing employee expectations. According to research, adaptive leadership behaviours can also have a good impact on employee commitment, motivation, and performance by making sure that guidance and assistance are tailored to everyone's needs (Thompson & Glasø, 2018). The theory also promotes the development of situational awareness, emotional intelligence, and communication skills—all of which are seen as critical leadership abilities in contemporary organisations (Goleman, 2000).
Situational Leadership Theory has drawn several criticisms in the scholarly literature despite its broad appeal. One drawback is that the theory's fundamental presumptions are not consistently supported by empirical data, especially when it comes to the connection between follower preparation and the efficacy of certain leadership philosophies (Northouse, 2021e). Critics contend that it might be challenging to quantify the developmental levels put forth by Hersey and Blanchard objectively, which makes it difficult for managers to correctly identify the needs of their workforce and choose the best approach (Yukl & Gardner, 2020d). Additionally, the theory pays little attention to broader organisational variables including culture, organisational structure, and external environmental forces in favour of concentrating mostly on leader-follower relationships. Therefore, even though Situational Leadership Theory provides a useful framework for comprehending employee growth and leadership flexibility, its efficacy may be limited when used in complex organisational situations where a variety of contextual circumstances affect performance. Because Hersey and Blanchard's Situational Leadership model acknowledges that leadership styles should be modified to fit employees' levels of competence and commitment, the individual concurs that it is effective. They have encountered this strategy in the workplace, where managers modified their degree of guidance and assistance based on each person's needs, leading to improved self-assurance, productivity, and staff growth.

[bookmark: _Toc233743453]Critical Comparison of the Two Leadership Theories
Although both Adair's Action-Centred Leadership Model and Hersey and Blanchard's Situational Leadership Theory aim to improve workplace performance through effective leadership behaviour, their conceptions and applications of leadership effectiveness are vastly different. (Adair, 1979c) argues that effective leadership is attained by striking a balance between work completion, team upkeep, and individual growth. He suggests that when these three areas are addressed concurrently, employee performance is maximised. (P Hersey, 1969), on the other hand, argues that a leader's performance depends on their capacity to modify their style in accordance with followers' degrees of competence and commitment. Although both theories stress the value of organisational performance and employee support, Adair's model takes a collective and organisational approach, whereas Situational Leadership emphasises individual employee growth and contextual flexibility. 
 The two theories' behavioural approaches to leadership are very similar. Both models imply that effective leadership behaviours can be acquired and developed over time, in contrast to trait theories, which contend that innate traits determine leadership effectiveness (Jabr, 2023a). Additionally, every theory recognises the connection between employee success and leadership by offering guidance, encouragement, and support. This is consistent with the findings of (Jenkins et al., 1998), who contend that leaders affect worker productivity by creating an environment at work that promotes commitment, engagement, and goal achievement. Despite these parallels, the theories' actual applications are very different. While Situational Leadership promotes modifying leadership actions in response to shifting conditions and staff readiness levels, Adair's model argues that leaders must constantly balance conflicting corporate priorities. As a result, Situational Leadership provides a more dynamic approach to leadership than Adair's comparatively static paradigm.
From an organisational standpoint, situational leadership seems especially pertinent in modern companies with varied workforces, fast technology progress, and changing employee expectations. Effective leaders, according to (Goleman, 2000b), exhibit emotional intelligence and behavioural flexibility, which allow them to react suitably to various circumstances and people. The principles of which encourage leaders to adapt their strategy in accordance with employee competence and confidence, are supported by this viewpoint. Additionally, research by and (Thompson & Glasø, 2015) indicates that by making sure that support is in line with each employee's unique developmental needs, adaptive leadership practices can have a good impact on employee motivation, engagement, and performance. However, the hypothesis criticism its lack of empirical support and the challenges leaders may face in effectively determining staff readiness levels (Graeff, 1997). The model's practical may be because of leadership decisions being made based on subjective assessments rather than objective measurements.
On the other hand, Adair's Action-Centred Leadership Model offers a methodical and useful framework that can be used in various organisational contexts. Its emphasis on striking a balance between task completion, team cohesiveness, and individual growth is its main strength, and it can improve workplace performance (Mullins & Rees, 2023). Additionally, the concept supports the current focus on worker wellbeing and engagement (Armstrong & Taylor, 2020a). Critics counter that it ignores outside variables that might have a significant impact on leadership effectiveness, like organisational culture, technological advancement, and unpredictability in the environment (John Storey, 2004). Because of this, the model could be less flexible in intricate and quickly evolving organisational settings.
In general, organisational context plays a crucial role in assessing the efficacy of any theory. While situational leadership is better suited to dynamic workplaces that demand adaptability and reactivity, Adair's model might be more suitable in organised settings where teamwork and operational efficiency are priority. (Avolio et al., 2009) suggests that contemporary leaders must increasingly modify their actions in response to shifting conditions and worker demands. Situational Leadership Theory is seen to be the most successful strategy because it fits with the individual's inclination to modify leadership styles to fit various individuals and circumstances, according to the evidence provided and the results of the individual's self-evaluation. This flexibility is especially important in modern organisations since it promotes employee growth, motivation, and performance.

[bookmark: _Toc233743454]Evaluate own ability to use a range of leadership styles, in different situations and with and with different types of people, to fulfil the leadership role.
[bookmark: _Toc233743455]Introduction to Leadership Self-Evaluation
Self-evaluation is a crucial component of leadership development since it allows people to examine their overall efficacy in carrying out a leadership job as well as their strengths and limitations. Because it promotes ongoing learning, better decision-making, and stronger interpersonal interactions, reflective leadership practice fosters increased self-awareness, which has been recognised as a crucial trait of good leaders (Armstrong & Taylor, 2020b). The individual answered several leadership questionnaires about conceptualising leadership, leadership vision, situational leadership style, leadership strengths, leadership traits, and leadership styles to evaluate their capacity for leadership. These tools enable a thorough assessment of leadership effectiveness by offering insight into an individual's leadership preferences, habits, and competencies. (Northouse, 2021f) believes that self-awareness allows leaders to identify how their actions affect other people and modify their strategy accordingly. Therefore, the results of the questionnaires will be utilised to critically assess the individual's capacity to implement various leadership styles in practice, pinpoint areas of leadership strength and growth, and gauge their efficacy in managing various individuals in a variety of workplace scenarios. This reflective approach promotes both enhanced organisational performance and individual leadership development (Armstrong & Taylor, 2023).
[bookmark: _Toc233743456]Evaluation of Leadership Perceptions and Vision
The results of the leadership self-assessment show that the individual has a solid grasp of leadership and a well-developed capacity for vision creation and communication. With a score of 42 out of 50 on the Leadership Vision Questionnaire, the individual's visioning skill falls into the extremely high category. According to (Northouse, 2022a), a leader's ability to create a compelling future vision that motivates and directs others toward common objectives is referred to as leadership vision. The findings of the assessment indicate that the individual is confident in their ability to communicate direction, establish future goals, and align others with organisational priorities. This result aligns with transformational leadership theory, which highlights the significance of developing and sharing a clear vision to inspire followers and foster dedication to corporate objectives (Bass & Riggio, 2006a). Please see appendix A for results.
[bookmark: _Toc233743457]Leadership Skills
The individual has a well-rounded leadership profile with specific strengths in conceptual thinking, interpersonal interactions, and helping others, according to the leadership capability assessments. Conceptual skills scored the highest on the Leadership Skills Questionnaire (27/30), followed by interpersonal skills (25/30) and administrative skills (23/30). Effective leaders need technical, human, and conceptual skills, with conceptual skills becoming more crucial in leadership roles, according to (Katz, 1955). The findings imply that the individual has excellent problem-solving, strategic thinking, and decision-making capabilities in addition to outstanding interpersonal and communication talents. These skills have aided the individual's capacity to lead teams, handle problems at work, and successfully convey organisational goals. Please see appendix B for results.
[bookmark: _Toc233743458]Leadership Strengths
The individual's greatest strength, according to the Leadership Strengths Questionnaire, was encouragement (27/30). High scores were also obtained in invention, mediation, implementation, and analytical thinking. These results imply that the individual takes a supportive leadership stance, inspiring others while encouraging cooperation and productive working relationships. These characteristics are consistent with modern leadership philosophies that prioritise teamwork, employee empowerment, and engagement (Northouse, 2022b). Please see appendix C for results.

[bookmark: _Toc233743459]Leadership Traits
Several important leadership traits were discovered by the Leadership Traits Questionnaire, including dependability, empathy, diligence, trustworthiness, and effective communication. These results are consistent with trait theory, which postulates that specific human traits influence effective leadership (Northouse, 2022c). The lower scores for self-assurance and confidence, however, point to areas for improvement. Even when the individual has excellent interpersonal skills and emotional intelligence, greater self-assurance while making choices or managing difficult circumstances may further improve leadership efficacy. Overall, the results indicate that a person's leadership potential is typified by strong people-focused abilities, effective communication, and strategic thinking, with confidence building serving as the main area for future development. Please see appendix D for results.
[bookmark: _Toc233743460]Evaluation of Leadership Style Preferences
According to the Leadership Styles Questionnaire, the individual's dominating style was democratic leadership (22/30), closely followed by authoritarian leadership (21/30), and laissez-faire leadership (14/30). These results imply that the individual appreciates teamwork, employee participation, and shared decision-making while also understanding the significance of giving guidance and structure when needed. Democratic leadership has been linked to increased levels of commitment, work satisfaction, and staff engagement because it promotes involvement and candid communication (Northouse, 2021g). Nonetheless, the comparatively high authoritarian score suggests the capacity to make firm choices and keep command when precise direction is required. Instead, then depending solely on one style of leadership, this shows some flexibility. Please see appendix E.

[bookmark: _Toc233743461]Situational Leadership Style Questionnaire
The Situational Leadership Self-Assessment further supports this adaptability, with the highest scores achieved in the Selling/Coaching and Participating/Facilitating styles (5 each), followed by Telling/Directing (2) and Delegating (0). Effective leaders modify their approach based on the skill and dedication of their followers, according to Hersey and Blanchard's Situational Leadership Theory (Hersey et al., 2013a). The findings imply that the individual prefers to assist, motivate, and involve staff members while offering direction as needed. This strategy's emphasis on staff engagement and development is one of its main advantages. The low propensity for delegation, however, can point to a need for improvement because giving highly skilled workers more freedom might boost output and enhance future leadership efficacy (Northouse, 2022d). Please see appendix F.
[bookmark: _Toc233743462]Conceptualising Leadership Questionnaire 
[bookmark: _Int_tzpQlXSr][bookmark: _Int_Wjg7cAp9]According to the Conceptualising Leadership Questionnaire, the individual has the highest scores in Process Emphasis (20) and Relationship Emphasis (18), indicating that they predominantly see leadership as a process and relationship-based activity. Process leadership, according to (Northouse, 2022e), sees leadership as an interactive relationship in which followers and leaders collaborate to accomplish common objectives. When it comes to leading people, the individual's significant emphasis on connections also implies that they appreciate mutual influence, communication, and teamwork. When it comes to leading people, the individual's significant emphasis on connections also implies that they appreciate mutual influence, communication, and teamwork. Comparatively lower scores for Behaviour Emphasis (13) and Trait Emphasis (15) show less emphasis on the idea that personal traits or behaviours are the only factors that determine leadership. These results are consistent with modern leadership theories that prioritise collaboration, shared accountability, and engagement above leader centered strategies (Jabr, 2023b). As a result, the findings imply that the individual takes a people-focused approach to leadership, realising the value of fostering good connections and involving others in accomplishing organisational goals. Please see appendix G.

[bookmark: _Toc233743463]Application of Leadership Styles in Practice 
In a particular case at work, the individual oversaw helping a recently hired team member who lacked the self-assurance and expertise to finish important tasks on their own. A coaching leadership approach was used to solve this, which included constant support, frequent feedback, and explicit instructions. According to Hersey and Blanchard's Situational Leadership Theory, this style was chosen because the employee showed great dedication but poor competence, making them appropriate for a leadership strategy that mixed guidance with support. The Leadership abilities and Leadership Strengths Questionnaires revealed the individual's positive leadership traits and excellent interpersonal abilities, which further validated the application of this strategy. By offering more direction, frequent check-ins, and chances to ask questions, leadership behaviour was tailored to the needs of the staff. The employee's expertise, confidence, and drive all greatly increased as a result, allowing them to work more independently. Although the strategy worked, critical analysis indicates that if it is sustained for an extended period, excessive support may impede the growth of autonomy. As a result, as the employee gained expertise, the leadership style would need to change.

[bookmark: _Int_cVqzQ14o]In a second working scenario, the individual oversaw an experienced employee who was highly technically proficient but showed little dedication to a new organisational change project. The worker resisted adopting new procedures and regularly questioned judgements. To provide clear expectations, roles, and performance requirements, a directive leadership style was first used. However, the individual then adopted a democratic leadership style by including the employee in talks and promoting participation in decision-making after realising the employee's high level of ability. The Conceptualising Leadership and Leadership Styles Questionnaires revealed the individual's relationship-focused leadership beliefs and desire for democratic leadership, which had an impact on this strategy. Situational Leadership Theory states that changing leadership conduct to followers' preparedness and commitment levels is essential to effective leadership (Northouse, 2022f). The individual agrees that this approach works well. By recognising the employee's expertise whilst addressing their resistance through involvement and consultation, engagement improved and support for the change initiative increased. The outcome demonstrated the importance of adapting leadership styles to individual circumstances and highlighted the individual's ability to balance authority with collaboration to achieve positive workplace outcomes.
[bookmark: _Toc233743464]Assess your own ability to set direction, motivate, delegate, and empower others to bring about a workplace change.
[bookmark: _Toc233743465]Introduction to Leadership and Workplace Change
Implementing organisational change requires effective leadership because it gives direction, fosters commitment, and lessens resistance (Kotter, 1995). The results of the individual's questionnaire show strengths in leadership vision, interpersonal skills, and adaptability, which facilitate efficient communication and staff support during transition. These skills are consistent with Situational Leadership Theory, which promotes modifying leadership strategies to satisfy staff demands and enable the effective execution of change (Hersey et al., 2013b).
[bookmark: _Toc233743466]Ability to Establish a Vision and Set Direction
[bookmark: _Int_EQkECehr][bookmark: _Int_AuuxRVjz]With a score of 42 out of 50 on the Leadership Vision Questionnaire, the individual has a good capacity to develop and convey a clear vision. Establishing direction is crucial for assisting staff in comprehending organisational objectives and their part in accomplishing them during times of workplace transition. According to transformational leadership theory, leaders who convey a compelling vision can boost motivation, inspire dedication, and motivate staff members to welcome change (Bass & Riggio, 2006b). The individual's excellent vision score indicates that they can successfully convey their goals and purpose, giving others concentration and clarity. All things considered, this is a major leadership strength that encourages employee involvement and helps organisational change be implemented successfully.
[bookmark: _Toc233743467]Ability to Motivate Others During Change
The answers of the individual's questionnaire show that they have a strong capacity to inspire others during changes at work. High encouragement (27/30) and interpersonal skills (25/30) scores indicate the capacity to foster good relationships, help, and sustain employee involvement. A preference for a democratic leadership style also shows a dedication to employee participation in decision-making, which may boost support for change projects. In prior work environments, the individual inspired workers by promoting involvement, paying attention to issues, and offering helpful criticism. This strategy is consistent with Herzberg's Two-Factor Theory, which emphasises involvement, accomplishment, and acknowledgement as important motivators (Herzberg, 1968). Overall, the results indicate that the individual's people-focused leadership style successfully encourages employee commitment, motivation, and engagement amid organisational transformation.
[bookmark: _Toc233743468]Ability to Delegate and Empower Others
The results of the Leadership Styles and Situational Leadership Questionnaires support the individual's ability to assign tasks and empower others. The high inclination toward a democratic leadership style suggests a readiness to promote responsibility ownership and employee participation in decision-making. Additionally, the Situational Leadership results showed a preference for participation and coaching approaches, indicating that the individual supports teamwork and staff development (Hersey et al., 2013c). These strategies help empower workers during workplace transition by boosting their engagement and dedication to accomplishing goals. Delegation, however, was also noted in the self-evaluation as an area for improvement because the individual expressed a reduced preference for assigning tasks to highly skilled workers. Overall, the results indicate that the individual successfully empowers others by involvement and support; yet, to enhance employee autonomy and performance throughout transition, it would be beneficial to further strengthen confidence in delegation.
[bookmark: _Toc233743469]Overall Evaluation of Leadership Effectiveness in Leading Change
[bookmark: _Int_oUqDynah][bookmark: _Int_qPufBXeS][bookmark: _Int_QuMpF4RL]Overall, the results indicate that the individual's excellent vision, communication, and interpersonal skills put them in a good position to lead a workplace transformation. Together with strong interpersonal and intellectual skills scores, the Leadership Vision Questionnaire score of 42/50 indicates a capacity to set goals, express them, and cultivate a good rapport with staff members. Additionally, the individual's inclination toward democratic, coaching, and participatory leadership styles indicates a flexible strategy that encourages employee commitment and participation during transition. Nonetheless, the self-evaluation noted that confidence and delegating needed more work. Leadership effectiveness could be further improved by giving skilled staff members more responsibility and boosting confidence while making tough decisions. However, since leadership flexibility is widely acknowledged as a crucial component of effective change management, the capacity to modify leadership styles to suit various individuals and circumstances is a considerable strength (Northouse, 2022g). Overall, the individual's leadership profile shows that they have a great deal of potential to support and lead organisational transformation.
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152 INTRODUCTION TO LEADERSHIP

7.2 LEADERSHIP VISION QUESTIONNAIRE

(continued)

Scoring
Sum the numbers you circled on the questionnaire (visioning abilty skil.

Total Scores

Visioning ability skl k3 Vary ¥ Sv\

Scoring Interpretation
The Leadership Vision Questionnaire s designed to measure your abllity to create a vision as a leader.
Ifyour score is 41-50, you are i the very high range.
Hyourscore is 31-40, you are in the high range.
Hfyour score Is 21-30, you are in the moderate range.
fyour score is 10-20, you are Inthe low range.

Building Your Leadership Profile

1 you have the interactive eBook version of this text. log in to access the Leadership Profile Tool. Ater completing
this chapter's questionnaire. you willreceive individualized feedback and practical suggestions for further strength-
ening your leadership based on your responses In this questionnaire.
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6.2 LEADERSHIP SKILLS QUESTIONNAIRE

(conts

Nt Seldom Occasionally Somewhat Very

. iamatechmsiobani wesmsmotou 1Tl s
e
B

18, 1am flexible about making changes nour rganization.

Scoring
1. Sum the responses on tems 1.4,7,10, 13 and 16 (admistative skilscore). S 3 43 iy
2. Sum the responses on items 2,5, 8, 11, 14, and 17 finterpersonal skillscore). 54 S
3. Sum the responses on tems 3,6, 9,12, 15,and 18 conceptual skl score). S 5S> S

Total Scores

Aominsuatveski___ X3 Wige

Conceptual st =\, v

Iterpersonalsiil: 25 Vcyr

Scoring Interpretation
The Leadership Skils Questionnare s designed to measure three broad types of leadership skils: administrative,
and conceptual. By comparing your scores, you can determine where you have leadership strengths

interperson:
and where you have leadership weaknesses.

Ifyourscore is 26-30, you areinthe very high ange.

fyourscoreis 21-25,youare nthe highrange.

ifyourscore s 16-20, you are i the moderate range.

fyourscore s 1-15,youarein the lowrange.

yourscore s 6-10,you are nthe verylowange.
Building Your Leadership Profle

Ifyou have the interactive eBook version of this text,log I o access the Leadership Profle Tool After completing
this chapter's questionnaire, you will receive individualized feedback and practical suggestions for futher srengih-

ening yourleadership based on your responses n this questionnaic.

@) viotsconsuserubcomnanousovo o acowriondevasonof i qesiome
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3.2 LEADERSHIP STRENGTHS QUESTIONNAIRE

(continued)

Scoring
1. Sum the responses on items 1,6, 11,16, 21, and 26 (implementer score). Lt 4553
2. Sumithe responses on tems 2,712, 17,22, and 27 (innovator score). L 4 S b Ly Ly
3. Sum the responses on items 3,8, 13,18, 23, and 28 (encourager score). Lt S Stk Sy
4. Sum the responses on items 4,9, 14,19, 24, and 29 (analytic score). 4 S Ly 232
5. Sumthe responses on items 5, 10, 15, 20, 25, and 30 (mediator score). b+ S &t ' >

Total Scores:
AL Hign IS Mgn 2F Vea 23 Hign 2l id;dh‘
[
Implementer Innovator Encourager Analytic Mediator
Scoring Interpretation

The Leadership Strengths Questionnaire i designed to measure your strengths in the areas of implementation,
innovation, encouragement, analysis, and mediation. By assessing the rank order of your scores, you can detert
the areas in which you have the greatest strengths and the areas in which you are weaker. A high score in a certain
area indicates where you are strong; a low score shows where you are weak. As discussed in this chapter, every
person has multiple strengths. In addition to the strengths revealed by the Leadership Strengths Questionnaire, you
may wish to complete other strengths assessments to obtain a more complete picture of ll of your strengths.

Ifyour score is 26-30, you are in the very high range.
Ifyour score is 21-25, you are in the high range.
Ifyour score s 1620, you are in the moderate range.
Ifyour score is 1115, you are in the low range.

Ifyour score is 6-10, you are inthe very low range.

Building Your Leadership Profile

If you have the interactive eBook version of this text, log i to access the Leadership Profile Tool. After completing
this chapter's questionnaire, you willreceive individualized feedback and practical suggestions for further strength-
ening your leadership based on your responses in this questionnaire.
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2.2 LEADERSHIP TRAITS QUESTIONNAIRE

Scoring

1. Enter the responses for Raters 1. 2,3,4, and 5 n the appropriate columns on the scoring sheet on this page. An
example o a completed chartis provided on page 41

2. Foreach of the W tems, compute the average fo the fiveraters and place that number n the “average rating”
column.

3. Place your own scoresinthe "sefrating" column.

z
°
E
<
o
]
a
o
<

Leadership Traits Questionnaire Chart

Roteri  Rater2  Roter3  Roterd

rating

Ariculte
Perceptve.
Seifconfident

Seltassured
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Determined
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Dependabie
Friendy

10 Ougoing
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2. Digent

. sensiive
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Scoringnterpretation
The scores you received on this questionnaire provide nformation about how you sea yourselfand how others see
you a5  leader. The chart allows you 0 see where your perceplions are the same as those of thers and where
they diferThere are no"perfect”scores or tis questionnair. The purpose ofthe nstrumentis o provide a way 1o
ss6ss yoursrengths and weaknesses and 1o evaluateareas where your perceptions are simiarto o iferent rom
those ofothers Wil tis onfiming when otherssee youin the sam way as you see yoursel s also beneficil o
Knowwhenthey sce you diffeentl. This assessment can help you understond yourassets s well s areas in which
youmay seck o improve.
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4.2 LEADERSHIP STYLES QUESTIONNAIRE
Strongly
Disagres  Neutral  Agree _agree

® 3 4

strongly.
Statements disagr

15, 1nmost stuations, workers prefer itle Input fromthe
leader.
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. recpemebmcabcompeentandigenotsk 1 (@D 3 4 S
risborey

15, IngeneroLtisbesiolemve follwers lone () T RaE

Scorng

1. Sumtheresponses on tems1,4,7,10,13,and 16 (authortarian leadership). 323 &S
2. Sumtheresponses onitems 2,5,8, 1,14, and 17 democratic leadership). LS uot 2
3 Sumthe responses on tems 3,6,9,12,15, and 18 assefaie leadership), 3 22 |

Total Scores
Authoritarian Leadership_21__ Kigr
Democratic Leadership_22__ Hiav
Laissez Faire Leadership_ll _ Lo

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.
Ifyour score is 26-30, you areinthe very high range.
Ifyour score is 21-25, you are inthe high range.
Ifyour score s 16-20, you are in the moderate range.
Ifyour score s 11-15, you are inthe low range.

Ifyour score is 6-10, you are inthe very low range.

Building Your Leadership Profile
Ifyou have the nteractive eBook version of this text, log in to access the Leadership Profile Tool. After completing
this chapter’s questionnaire, you will recelve Individualized feedback and practical suggestions for further strength-
ening your leadership based on your responses inthis questionnaire.
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Situational Leadership Style Summary/Self Assessment
A

\dapted from: Hersey and Blanchard

Scoring your self-assessment: Circle the responses from your self-assessment Situation questions on
the scoring sheet below. Add up each column to determine your preferred leadership style according to

the Hersey and Blanchard model.
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1.2 CONCEPTUALIZING LEADERSHIP QUESTIONNAIRE
(continued)

Total Scores

1 Traltemphasis: 1

Ability emphasls: 15
Skilemphasis: 17
Behavior emphasis: 13

Relationship emphasis: 18

o o & w N

Process emphasis____ 20

Scoring Interpretation

The scores you recelved on this questionnaire provide information about how you define and view leadership. The
emphasis you give 1o the varlous dimensions of leadership has Implications for how you approach the leadership
process. For example, If your highest score Is for trait emphasis, It suggests that you emphasize the role of the
leader and the leader’s special glfts in the leadership process. However, If your highest score Is for relotionship
emphasis, It indicates that you think leadership s centered on the communication between leaders and followers,
rather than on the unique qualities of the leader By comparing your scores, you can gain an understanding of the
aspects of leadership that you find most important and least important. The way you think about leadership will influ-
eence how you practice leadership.

Building Your Leadersh|

I you have the Interactivle eBfyok frersion of this text, log in to access the Leadership Profile Tool After completing
this chapter's omsnonnwe, u \glll receive Individualized feedback and practical suggestions for further strength-
ening your leadership baséd on your responses inthis questionnaire.
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