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1.0 [bookmark: _Toc456901515][bookmark: _Toc139012323] Introduction 
Effective leadership enhances employee satisfaction and performance in today's rapidly evolving workplace. This assignment will evaluate our leadership abilities by applying various leadership styles in diverse situations and with different individuals. Furthermore, we will critically analyse various recognised leadership models and theories and their impact on individual workplace performance.
One of the earliest leadership theories is the Great Man Theory, which suggests that leaders are born with innate traits that distinguish them from others. However, this theory has been criticised for its lack of empirical evidence and gender bias. 
In this assignment, we will delve into the impact of this theory on individual workplace performance, the challenges posed by high levels of neuroticism, and the traits necessary for effective leadership. We will also explore servant leadership and its potential as a management strategy.
We will then examine the importance of situational leadership in enhancing job satisfaction and employee performance while creating an inclusive work environment that enables everyone to realise their full potential. Finally, we will assess our ability to set direction, motivate, delegate, and empower others to bring about workplace change.
[bookmark: _Toc139012324]2.0 Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role     

[bookmark: _Toc139012325]2.1 Leadership Defined
Scholars (Ciulla, 2002; Caroll, 2005; Washbush, 2005; as cited in Kort, 2008) argue that leadership is the same as management and that it is superfluous to define leadership. 
Despite this assertion, Kort (2008) attempts to define leadership using a philosophical procedure to deconstruct the language used in defining leadership. Kort's (2008) analysis reports that leadership is not definable in a series of characteristics; but a series of intentionally beneficial and ethical actions; which inspire others to follow them, thus creating the leader-follower relationship. Kort (2008) proposes that the action is joint, intentional, and cooperative.
However, Kort's (2008) analysis falls short in its attempt to define leadership as solely a series of ethical actions. While ethical behaviour is undoubtedly essential, leadership involves a complex set of characteristics that we cannot reduce to a simple formula. Additionally, the idea that ethical leaders inspire others to follow them is not always accurate, as some individuals may choose to follow a leader for reasons other than their ethical behaviour. Ultimately, defining leadership requires a more nuanced approach considering individual characteristics and ethical actions.
Smircich and Morgan (1982) describe emergent leadership as a social process involving defining reality for followers through a dependency relationship, whereas formal roles institutionalise this process.
According to Peters (1978) and Pondy (1976, as cited in Smircich and Morgan, 1982), leaders are created; they argue that some people naturally assume leadership positions, while others do so due to external factors; effective leaders naturally create focus and challenge preconceived notions.
Berger and Luckmann (1966, as cited in Smircich and Morgan, 1982) argue that leadership is a socially constructed process. A leader only takes on official status when granted an acknowledged duty, expectation, or right to influence others' experiences.
[bookmark: _Toc139012326]2.2 Emergent Leadership
The concept of emergent leadership, as defined by Smircich and Morgan (1982), raises concerns about creating dependent relationships between leaders and followers. This process can lead to a shared sense of reality that may not accurately reflect all individuals' diverse perspectives. 
Additionally, the idea that leaders are both born and made, as suggested by Peters (1978) and Pondy (1976, as cited in Smircich and Morgan, 1982), may perpetuate the belief that specific individuals are inherently more capable of assuming leadership positions than others, this can result in a lack of opportunities for individuals who may possess the necessary skills and qualities to be influential leaders but not recognised due to external factors. 
Moreover, the socially constructed nature of leadership, as proposed by Berger and Luckmann (1966, cited in Smircich and Morgan, 1982), raises questions about the legitimacy of official leadership status and the potential for power imbalances within organisations. It is essential to critically examine the processes and assumptions underlying leadership to ensure that they promote inclusivity, fairness, and accountability.
[bookmark: _Toc139012327]2.3 Leadership Styles Defined
Lewin et al. (1939) first characterised leadership styles into three categories, authoritarian, democratic, and laissez-faire.
[bookmark: _Toc139012328]2.3.1 Authoritarian
Leaders who practice authoritarianism tend to be strict with their expectations and prioritise their authority and control over their followers. 
One notable example of this leadership style is Elon Musk, whose leadership approach has been described as inspiring and motivating by the George Business Review (2022). Musk is known for making decisions independently, in line with the classic authoritarian style. 
However, his leadership is controversial, with reports of unethical behaviour from his employees (Bhuiyan, 2022). While some may not agree with his methods (Sander, 2022; Wells, 2023), it cannot be denied that Musk has achieved significant success. 
[bookmark: _Toc139012329]2.3.2 Democratic
Lewin et al.'s. (1939) research suggests that democratic leadership is the most effective style. It encourages group members to participate in decision-making while allowing the leader to have the final say. This approach fosters engagement, motivation, and creativity among the group members.
According to Carlin (2022), Nelson Mandela demonstrated democratic leadership through his inclusive approach, valuing contributions from individuals of all races and political affiliations. Despite being imprisoned, he became South Africa's first democratically elected president and forgave those who oppressed him.
[bookmark: _Toc139012330]2.3.3 Laissez-Faire
According to Lindberg (2022), Laissez-faire leadership is characterised by a hands-off approach that can be effective for skilled teams. Steve Jobs is a prime example of this, as he often provided vague instructions to his team, allowing them to discover their own ways of moving forward. This approach unleashed creativity and innovation within the organisation.
However, Leadership and Performance Partners' (2022) research suggests that leaders who adopt a laissez-faire style can negatively impact group productivity. A lack of guidance and decision-making can result in undefined roles and reduced motivation.
[bookmark: _Toc139012331]2.3.4 Leadership As A Continuum
Tannenbaum and Schmidt's influential work (1958; as cited in The Institute of Leadership, 2023) posits that leadership can be conceptualised along a continuum (Appendix 1). Therefore, a leader must adopt a flexible approach that can adapt to diverse situations. This approach, popularly known as 'Situational Leadership', is widely regarded as more effective than relying on personal preferences alone.
Since Lewin et al. (1939) initial categorisation of leadership styles, scholars have expanded on these theories (Bass & Bass, 2009); (Hersey et al., 2001), creating a plethora of leadership theories and models. 
[bookmark: _Toc139012332]2.4 Leadership Evaluation
To evaluate one's leadership abilities, we have completed several questionnaires using descriptive analytics (Roy et al., 2022); these can be viewed in Appendix 2-6. 
The results below provide insight into our leadership styles and our ability to fulfil leadership responsibilities within the workplace.
[bookmark: _Toc139012333]2.4.1 Conceptualising Leadership
According to Northouse (2016), the conceptualising leadership questionnaire provides insight into one's perception, attitudes and beliefs of leadership and which aspects are more or less essential to the individual. 
Our results indicate that a higher emphasis is given to a leader's traits, relationships, and process, whereas less emphasis is given to ability and skill, although there is very little difference between the calculated scores for each category.
A possible explanation for this could be that we believe leaders should exhibit a wide variety of skills at a competent level. Consideration is given to traits, relationships, and processes in the workplace above technical ability and skills, providing a flexible approach to leadership to enable others to reach their potential.
[bookmark: _Toc139012334]2.4.2 Leadership Traits
This questionnaire aims to provide an awareness of oneself whilst highlighting any disparities between this and others' perceptions. It also indicates strengths and weaknesses whilst identifying assets and areas requiring improvement.
Although we scored reasonably low in confidence and self-assurance, it was interesting that our colleagues scored us lower again. Although surprising, it identifies that significant improvement is required in our confidence and self-assurance. We scored high persistence, dependability, trustworthiness and diligence; this is not unexpected and highlights these areas as leadership strengths. 
As previously mentioned, we consider these outcomes to align with our attitudes, values and beliefs, such as endeavouring to lead ethically and authentically. By doing so, we hope to establish trust with our followers and inspire them to follow our lead.
[bookmark: _Toc139012335]2.4.3 Leadership Strengths
The results are assessed against the following leadership traits; implementation, innovation, encouragement, analysis and mediation. Designed to develop ones understanding of their leadership strengths and weaknesses and the specific areas to which these apply. 
Analysis from the questionnaire shows that one's leadership strengths are categorised as 'very high' within the range of 26-30 for all categories except one mediator. Mediator falls into the 'high range' 21-25; this is interesting because we did not expect our strengths to be as high in the other areas as we perceive difficulties in our capability to implement and innovate; additionally, the lower range of mediator was surprising as this area is where we feel most comfortable.
[bookmark: _Toc139012336]2.4.4 Leadership Styles
Leadership styles in comparison with other leadership styles, the findings indicate that democratic leadership scores 24 out of 30 and is our most dominant style and autocratic and laissez-faire as our least dominant, scoring 14 and 16, respectively; this is not surprising as we would have expected to see these result, this is possibly due to negative past experiences in the workplace where authoritarian leadership was incorrectly applied resulting in micromanagement. 
Our leadership approach deliberately avoids the typical characteristics and behaviours of autocratic leadership. However, we understand that leadership must adapt and change according to the situation. This flexibility proves advantageous in dealing with diverse personalities and various scenarios.
Every employee has different requirements for productivity. While some may thrive with direct instruction and supervision, others may not benefit from it and could be hindered.
[bookmark: _Toc139012337]2.4.5 Situational Leadership Style
The final questionnaire has been adapted from the Situational Leadership Model developed by Hersey, Blanchard and Natemeyer (1979) and uses forced choice questions which compare answers but do not provide perspective. Hersey, Blanchard (1977; as cited in Hersey, Blanchard and Natemeyer (1979) propose that situational leadership enables the understanding of which leadership style is likely to succeed in relation to an individual's maturity.
An analysis of our result concludes that our leadership styles are 'selling' and 'participating', which are most suitably employed with individuals of medium to high maturity. However, it is crucial to note that Hersey, Blanchard and Natemeyer (1979) suggest that an individual's perception of a leader's power can affect the application of leadership styles. 
'Selling' and 'participating' align with previous questionnaires suggesting a democratic leadership where we are comfortable and confident in providing supportive direction and motivation. These styles are most successful with the use of reward, legitimate and referent power, meaning employees with an adequate level of maturity are influenced by a leader with strong interpersonal skills; they may perceive the leader to be of good hierarchical standing within the organisation and see themselves reflected in their leader. 
Moreover, followers can be influenced when they perceive that the leader can enable peer recognition or offer incentives.
[bookmark: _Toc139012338]2.6 Summary
After careful consideration, we believe these questionnaires' results accurately reflect our leadership style, ability, and skills. The analysis confirms our strengths and weaknesses and highlights improvement areas.
Our leadership styles correlate with our values, attitudes, and beliefs. At work, we prioritise empathy, compassion, understanding, and patience as we interact with others. Acknowledging that each person learns differently and that various work environments can affect trust and security, we strive to tailor our leadership approach accordingly while staying true to our core values.
[bookmark: _Toc139012339]3.0 Critically assess a recognised leadership model or theory in relation to its ability to impact on individual workplace performance 

[bookmark: _Toc139012340]3.1 Great Man Theory And Its Impact On Individual Workplace Performance
The Great Man Theory of Leadership, as theorised by Thomas Carlyle (as cited in Villanova University, 2015), states that great leaders are born with innate traits that set them apart from others. These abilities enable them to lead and shape history and emerge when they are needed. Essentially, the theory implies that those in power deserve to lead because of their inherent traits and talents. 
Similarly, Bass and Bass (2009) argued that great leaders possess inherent qualities, not acquired through learning. They suggested that aristocrats intentionally seek out these qualities in their partners to ensure the emergence of the next generation of leaders.
Despite its continued popularity, the "Great Man Theory" of leadership is the subject of significant criticism for its lack of supporting empirical evidence. This unreliability was noted by House & Aditya (1997; as cited in Colbert et al. (2012). 
Furthermore, Spector's (2016) study of Carlyle et al.'s (1968/2013) work suggests a noticeable gender bias and religious influence underlying the theory.
[bookmark: _Toc139012341]3.2 Impact On Individual Workplace Performance
Research using meta-analysis conducted by Judge, Bono, Ilies, & Gerhardt (2002; as cited in Colbert et al. (2012) has suggested that personality traits, such as extraversion, conscientiousness, emotional stability, and openness, may predict emergent leadership and its effectiveness.
The study utilises the 'Five-Factor Model' (Digman, 1990); as cited in Colbert et al. (2012), where 'extraversion, conscientiousness, emotional stability, and openness' are considered the five traits of a leader; however, when critiquing the results, it is found that the correlation between personality and leadership is at best moderate.  
Moreover, the validity of the data collected through self-reporting is questionable as it is the perception of oneself. Additionally, it is unclear why these personality traits are linked to emergent leadership; therefore, further research in this area is highly recommended to develop a more comprehensive understanding of leadership.
[bookmark: _Toc139012342]3.3 Disruption In The Workplace
When considering effective leadership, high levels of neuroticism can pose challenges and prevent one from emerging as a leader. Individuals with this trait tend to display inconsistent behaviours, emotional reactions, and difficulty forming relationships, leading to a lack of trust within the team and poor workplace performance. Additionally, should this individual achieve leadership, their tendency towards overthinking and introspection can negatively impact effective leadership (Weisband & Atwater,1999), as cited in Colbert et al. (2012) 
An example of the impact created by the application of The Great Man Theory by Carlyle et al. (1968/2013) can be seen in the recent appointment of a new director, which has caused concern among employees due to a perceived shift in leadership style. 
Many feel that the director's approach is more authoritarian than that of a servant or transformational leader, which has resulted in mistrust and fear among staff; this has led to a decrease in employee motivation and job satisfaction, as well as an increase in staff turnover. These negative impacts highlight the importance of ensuring leadership styles align with an organisation's culture and values to maintain a positive and productive work environment.
[bookmark: _Toc139012343]3.4 Is There Another Way
Barrick & Mount (1991; as cited in Colbert et al., 2012) argue that effective leaders possess various qualities, with openness to new ideas, conscientiousness, and agreeableness being key factors. 
Openness to experience is linked to creativity, divergent thinking, and the ability to guide followers towards achieving goals. Conscientiousness is characterised by responsibility, hard work, and perseverance, strongly relates to job performance, and while not always associated with leadership, agreeableness can be beneficial in certain situations.
However, according to Colbert et al. (2012), these might not necessarily determine one's true potential for leadership. These traits can sometimes be misleading and distract from the issues that must be addressed. Evaluating a person's leadership capabilities is crucial by looking beyond superficial qualities and considering their actual skills and achievements. 
An example of effective leadership can be seen in the civil service, which is primarily aligned with servant leadership, demonstrated in their values and organisational culture, where leaders empower employees to develop personally and professionally. 
For context, the concept of servant leadership, initially proposed by Greenleaf in the 1970s, is considered by some researchers, such as Parris and Peachey in 2012, to be more of a lifestyle than a mere management strategy. 
However, Greenleaf's lack of a precise definition of servant leadership has led some scholars (Spears, 1995); (Laub, 1999); as cited in Van Dierendonck, (2011) to question its scientific validity as a philosophy. Although Van Dierendonck noted in 2011 that servant leadership shares similarities with transformational leadership, as both emphasise ethics, virtues, and values, a conceptual model is provided in Appendix 7 for better understanding.
[bookmark: _Toc139012344]3.5 Summary
Our analysis indicates that the particular theory in question appears to be excessively rigid and could potentially result in harm due to its inherent gender bias, lack of adaptability, and apparent favouritism towards individuals who are already in positions of power. 
Furthermore, such an approach may be detrimental to people from lower socioeconomic backgrounds who aspire to become societal leaders. There is a real danger of perpetuating the status quo by keeping individuals out of touch with modern values and the complexities of contemporary society in power; this may result in decisions based on outdated notions and failure to consider the challenges all members of society face.
Instead of relying on the great man theory of leadership, adopting a different approach, such as servant leadership, could be more beneficial, which focuses on empowering employees and assisting them to reach their full potential.

[bookmark: _Toc139012345]4.0 Situational Leadership And Its Impact On Individual Workplace Performance
The situational leadership model, Hersey et al. (2001), is a effective tool that equips individuals to make effective decisions and influence others. This practical framework can help individuals navigate complex situations and achieve success in their personal and professional lives.
Thompson and Vecchio (2009) acknowledge that the situational leadership model is widely utilised but caution that it lacks empirical evidence. According to Thompson and Vecchio's (2009) research, behaviour is often influenced by how one perceives and interprets reality rather than what is true. 
Understanding how others perceive a leader's power is vital, as this can heavily impact their compliance and behaviour. To increase a leader's ability to influence others, one must be aware of the sources of power that people perceive. It is also essential for a leader to communicate their power to others. 
However, a leader's style alone cannot determine their maximum effectiveness. It is equally important to consider if the available power bases align with the maturity level of the followers. 
[bookmark: _Toc139012346]4.1 Situational Leadership Approach
The Situational Leadership approach assesses the readiness and suitability of the follower using four different approaches (Schermerhorn, 1997). The diagram in Appendix 8 shows a bell curve which represents this overlaid on the four leadership quadrants. 

Briefly, these are:
 
[bookmark: _Toc139012347]4.1.1 Telling (S1)
The leadership style "telling" relates to high-task/low-relationship behaviour; this approach uses one-way communication, in which the leader dictates the roles of their followers and provides specific instructions on what, how, when, and where to complete various tasks.
 
[bookmark: _Toc139012348]4.1.2 Selling (S2)
The leadership style of "selling" involves high-task and high-relationship behaviour. The leader still provides most of the direction. However, they also use two-way communication and socio-emotional support to persuade followers to support decisions.
 
[bookmark: _Toc139012349]4.1.3 Participating (S3)
The leadership style "participating" involves a high emphasis on building relationships and a low emphasis on task completion. This approach involves leaders and followers collaborating through open communication and facilitation, as followers possess the necessary skills and knowledge to complete the task.
 
[bookmark: _Toc139012350]4.1.4 Delegating (S4)
The leadership style "delegating" relates to low relationship/task. This style involves giving followers the freedom to manage their tasks. The leader delegates because the followers are ready, capable, and willing to take charge of their actions.
[bookmark: _Toc139012351]4.2 Impact On Individual Workplace Performance
According to research conducted by Pasaribu et al. in 2022, data analysis reveals that adopting a situational leadership style can significantly enhance job satisfaction, directly impacting and improving employee performance. The study also suggests that employees who are involved in decisions and encouraged to share ideas make them feel valued and that they have a stake in company activities, ultimately affecting their satisfaction. However, this approach alone may not be enough to improve employee performance.
Furthermore, research conducted by Rahadiyan et al. (2019) highlights the significance of job satisfaction in enhancing employee performance. The study suggests that situational leadership is a crucial factor influencing job satisfaction and performance outcomes. It can be inferred that employees who are content with their job, receive appropriate motivation, and are led effectively in varying circumstances are likely to exhibit optimal performance. 
For instance, leaders must adapt their leadership style to match their employees. If there is a mismatch, such as using a "telling" style with a mature employee, it can harm the relationship, decrease motivation, and negatively affect performance. However, it is necessary to acknowledge that further investigation is required to understand the complex interplay between these variables.
In the workplace, we recognise that leadership is a dynamic role subject to change over time, acknowledging that individuals with leadership potential may not always exhibit the expected leadership traits and behaviours. Therefore, we promote and aid all employees in developing leadership skills, regardless of their role or position, without imposing a strict set of criteria for evaluation. 
Applying situational leadership to the workplace enables an adaptable leadership style to suit the employee and situation. It has proven impactful to motivation and performance, whereas more rigid outdated leadership styles, such as 'The Great Man Theory' (Carlyle et al., 1968/2013), encourage damaging stereotypes, gender bias and exclusion.
[bookmark: _Toc139012352]4.3 Neurodiversity In The Workplace
Situational leadership could be especially beneficial for neurodiverse employees, an effective leader requires taking the broader context into account and cannot be achieved in isolation, as proven by existing leadership literature. Theories like situational leadership stress the importance of leaders considering the broader organisation, industry, or societal context beyond just their followers. This is especially critical for neurodivergent employees, where organisational culture and climate are crucial factors, as research indicates (Erickson et al., 2014).
According to Boldt (2023), neurodivergent individuals face bias that prevents them from being represented in leadership positions due to harmful stereotypes and societal norms. It is essential to challenge these biases to foster a more inclusive work environment that enables everyone to achieve their full potential.
Furthermore, Seitz's (2022, pp. 149–167) research shows that employees with learning differences may have difficulty documenting and describing their accomplishments and work experiences, regardless of actual achievement, and would thus be at a disadvantage compared to their neurotypical counterparts. 
For example, the civil service acknowledges that neurodivergent employees may encounter obstacles in advancing to leadership positions. Neurodivergent individuals may struggle in traditional job interviews due to differences in social interaction, but research shows they can still excel at work (Sarrett, 2017; as cited in Seitz, 2022, pp. 149–167). To overcome these challenges, they offer learning opportunities, resources and a supported pathway into leadership.


[bookmark: _Toc139012353]4.4 Summary
Our analysis of the available research has shown that situational leadership can improve job satisfaction and employee performance and highlights the importance of leaders adjusting their style to meet the unique needs of their team. Job satisfaction is crucial in enhancing employee performance, and situational leadership plays a significant role. 
Furthermore, it can prove especially beneficial for neurodiverse employees who face bias and need an inclusive work environment to achieve their full potential. While we acknowledge that this field of study is still emerging, we recommend further research to comprehend the intricate relationship between these factors fully.
[bookmark: _Toc139012354]5.0 Assess your own ability to set direction, motivate, delegate and empower others to bring about a workplace change 

[bookmark: _Toc139012355]5.1 Introduction 
In order to assess our ability to implement a workplace change, we will refer to a recent challenge in the workplace, which required an improved process for identifying critical pieces of work across the directorate and important details such as the respective team and ongoing work phase. However, the challenge lies in ensuring that this new process is implemented effectively across the organisation and that all areas affected are on board with it.
The following will explain our ability and approach to set direction, motivate others, delegate and empower our colleagues to implement a workplace change. In order to increase the likelihood of success, we will be utilising The Situational Leadership Theory (Hersey et al., 1979) as a guide to identify distinct audiences and determine the most appropriate leadership style.
[bookmark: _Toc139012356]5.2 Direction
According to the definition provided by Maxson in 2021, direction refers to setting a vision for the future of one's team.
Before implementing any changes, we consulted with our immediate team; we aimed to discuss the current situation, identify necessary improvements, and evaluate their effects on each affected area, whether positive or negative. We acknowledged the importance of considering the organisation, its culture, and its impact on employees.
According to Carter et al. (2012), people often feel a sense of mistrust which can hinder their willingness to accept change. Past unsuccessful attempts at change can also have a negative impact on their attitude towards it. We aim to explain the identified problem clearly, along with our proposed solution and implementation plan. We welcome feedback and seek agreement on our approach.
Assuming that our colleagues are mature and self-motivated to improve the situation, we should apply McGregor's (1960) Y Theory. This approach is encouraging and enabling, unlike McGregor's X Theory, which assumes that people are distrustful and unmotivated. 
By applying McGregor's (1960) Y Theory to Hersey et al.'s (1979) Situational Leadership Theory, we can observe that Theory Y (Appendix 9) is aligned with S3 or "participating". 
Both theories place a significant emphasis on building relationships and a lower emphasis on task completion, as mentioned earlier in 4.1.3, which are crucial in setting direction. 

[bookmark: _Toc139012357]5.3 Motivation 
Woodbridge (2020) defines motivation as the degree of passion, drive, dedication, and innovation an employee brings to the company daily.

In order to motivate people, it is important to have a firm grasp of Maslow's (1943) hierarchy of needs (Appendix 10). By ensuring that individuals' needs are met, we can establish a strong base on which to build.
Furthermore, Vroom's expectancy theory (1960/2019, p. 15) suggests that involving employees in decision-making can positively affect their attitude and motivation. However, Vroom also notes that this may not be the case for individuals who prefer to be in charge and do not benefit from participating. 
When we compare Maslow's hierarchy of needs (1943) to Vroom's expectancy theory (1960/2019, p. 15), we can observe that they both emphasise the concept of 'self-actualisation'; this is where individuals work towards achieving their full potential and become the best version of themselves.
As previously stated, if faced with an employee who enjoys being in charge, they are unlikely to become motivated through involvement in decision-making alone. According to Tannenbaum and Schmidt (1957), as cited by Hersey et al. (1979), a leader can give more autonomy to experienced, self-motivated individuals who value independence; this is in line with the Situational Leadership Theory (Hersey et al., 1979), and the principles of S4 'delegating', where individuals capable and willing to manage their own tasks are given the freedom to do so.
We find that once the vision has been clearly defined and we have identified personalities and behaviours, we can work to inspire our colleagues, individually or in groups, adjusting our leadership style accordingly. 
According to Hersey et al. (1979), a goal can be seen as an "incentive" or a desirable outcome that we hope to achieve. To ensure that our colleagues are motivated and committed, we must provide a substantial incentive or reward that justifies their efforts. Once we have established a clear direction, the motivation to achieve our goal will become a shared vision, and our colleagues will feel a sense of ownership that will help us achieve our vision.
[bookmark: _Toc139012358]5.4 Delegation 
According to Connolly and James (2018), delegation involves assigning responsibility to another. Aryee et al. (2012; as cited in Choi et al. 2017) propose that leaders must lead by example and share their knowledge and ideas with their team members to ensure a productive and innovative team. 
Additionally, studies have shown that employees are more likely to contribute their ideas when they see their leader as a role model, leading to increased team effectiveness (Pearce & Sims, 2002; as cited in Choi et al., 2017). 
Furthermore, a shared leadership approach can encourage employee participation in developing and implementing plans, leading to increased motivation and better team collaboration and productivity (Erkutlu, 2012; Hoch, 2013; as cited in Choi et al., 2017). 
By adopting these practices, leaders can inspire their team members and create a successful and effective team.
Similarly to shared leadership, when determining roles and responsibilities, we found that utilising a democratic leadership style, which aligns with Theory Y (McGregor, 1960), is the most effective approach. By fostering open group discussions and decision-making processes, we can delegate tasks to competent employees genuinely interested in the work at hand. This delegation method promotes a sense of ownership and value among our team members while ensuring everyone has an opportunity to contribute.
While our approach may not produce immediate results like an authoritarian leadership style (Northouse, P.G, 2017; as cited in Maund, 2018. p. 10), we prioritise establishing a safe and respectful work environment.
[bookmark: _Toc139012359]5.6 Empowerment 
According to Newsome (2022), workplace empowerment enables employees to take charge of their work and actively participate in important decision-making processes.
Research by Lee et al. (2018) shows that empowering leaders effectively influence employee creativity and fosters greater trust and respect from their team members; this leadership style encourages employees to generate new ideas, assist others in the workplace, and support their organisation beyond their job requirements. Employees who view their leaders as more empowering feel a greater sense of autonomy, competence, and meaning in their job, which explains the positive impact on creativity.
Furthermore, Regan et al. (2016) highlight the importance of authentic leadership in creating an empowering work environment. However, it is disappointing that traits like trust, mutual respect, and ethical decision-making are still considered exceptional rather than standard leadership qualities. It is time that organisations prioritise cultivating collaborative behaviours and hold their leaders responsible for setting an example.
Providing we have coherently set direction (as per 5.2), have suitably motivated others (as per 5.3), and correctly delegated (as per 5.4), our colleagues should be sufficiently empowered to undertake the work needed to implement change. Of course, our leadership and support remain visible should anyone require it, but recognising that our team consists of motivated, empowered and mature individuals, we are comfortable taking a step back; micromanagement is not required and can prove a hindrance when applied unnecessarily (Franken and Plimmer, 2019).
[bookmark: _Toc139012360]5.7 Summary 
Our analysis of our ability to set direction, motivate, delegate and empower others to bring about a workplace change reveals that we are competent in initiating workplace change, motivating and empowering others, and adapting our style to ensure their success. We understand that change requires careful consideration of various factors to ensure everyone's compliance.
[bookmark: _Toc139012361][bookmark: _Toc456901523]6.0 Conclusion 
As discussed, the 'Great Man Theory' of leadership is outdated and perpetuates harmful stereotypes related to gender and class. Relying on this theory in the workplace can create distrust and low employee morale as it portrays leadership as unattainable. Ultimately, this can lead to poor performance among employees. Focusing on more inclusive and diverse leadership models that recognise the importance of different perspectives and experiences of effective leadership is vital.
Moreover, there is a concerning trend in society to favour and promote individuals with extroverted, overconfident personalities as leaders while undervaluing the strengths and abilities of introverts. This bias towards extroversion perpetuates a narrow definition of what it means to be an effective leader and ignores the valuable contributions that introverts can bring to the workplace. It is essential to recognise and value the unique qualities of all individuals, regardless of their personality type, to adopt a more diverse and inclusive leadership culture.
In conclusion, effective leadership is essential in today's evolving workplace, and it requires a nuanced approach that considers individual characteristics and ethical actions. The concept of emergent leadership highlights the importance of examining the processes and assumptions underlying leadership to ensure inclusivity, fairness, and accountability. 
Moreover, understanding different leadership styles, such as authoritarian, democratic, and laissez-faire, can help leaders choose the most appropriate approach for different situations and individuals. 
Situational leadership is a contemporary style of leadership that can adjust according to the circumstances. This style acknowledges that people in the workplace are unique individuals. Consequently, our leadership approach should be flexible to accommodate to the diverse needs of employees, enabling optimal and effective leadership.
To improve our leadership skills and boost employee satisfaction and performance, we must consistently assess our leadership style and examine established leadership models and theories. 
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2.2 LEADERSHIP TRAITS QUESTIONNAIRE
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Directions
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10. Outgoing: Talks freely, gets along well with others 1 2 3 4 @
1L Consdlentious: Is thorough, organized, and careful 1 2 3 4 @
Diligent: Is Industrious, hardworking 1 2 3 4 @
13. Sensitive: Shows tolerance, is tactful and sympathetic 1 2 3 4 @
14.  Empathic: Understands others, identifies with others 1 2 3 4 @

Visit edge.sagepub.com/northouseintrode for a downloadable version of this questionnaire.
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INTRODUCTION TO LEADERSHIP

2.2 LEADERSHIP TRAITS QUESTIONNAIRE

Purpose

1 Togain an understanding of how traits are used in leadership assessment

2. To obtain an assessment of your own leadership traits

Directions

1. Make five copies of this questionnalre. It should be completed by you and five people you know (e.g., room-

mates, coworkers, relatives, friends).

Using the following scale, have each individual 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.

3. RA’_( !(3 |Q( )X fi S (your name) s

Strongly.

Strongly

Statements disagree Disagree  Necutral Agree agree

1 Articulate: Communicates effectively with others 1 2 3 4 @
2. Perceptive:ls discemning and insightful 1 2 3 @ S
2. Self-confident: Believes in oneself and one’s abllity 1 2 3 @ 5
4. Self-assured: Is secure with self, free of doubts 1 2 @ 4 S
S. Persistent Stays fixed on the goals, despite 1 2 3 @ 5
interference
6. Determined: Takes a firm stand, acts with certainty 1 2 3 4 @
7. Trustworthy: Is authentic, Inspires confidence 1 2 3 4 @
8. Dependable: Is consistent and reliable 1 2 3 4 @
9. Friendly: Shows kindness and warmth 1 2 3 4 @
10. Outgoing: Talks freely, gets along well with others 1 2 3 @ 5
1. Conscdlentious: Is thorough, organized, and careful 1 2 3 4 @
2. Diligent:Is industrious, hardworking 1 2 3 4 @
. Sensitive: Shows tolerance, Is tactful and sympathetic 1 2 3 4 @
14. Empsthic Understands others, Identifies with others 1 2 3 4 @

Visit edge.sagepub.com/northouseintro4e for a downloadable version of this questionnaire.
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2.2 LEADERSHIP TRAITS QUESTIONNAIRE

Purpose

1
2

1
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10.
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an»mmdoumdhowumueuudhmm
To obtain an assessment of your own leadership traits

Directions

Mnkemmmmbquaommhe.hshouubewmbyyw and five people you know (e.g., room-
mates, coworkers, relatives, friends).

Umgwloum:qmb.hmmmmmmedegveelovm‘chmormogeesoqmeesvm
each of the 14 statements below regarding your leadership traits. Do not forget 1o complete this exercise for
yoursell.

Edgo__@azs_—an,s

Articulate: Communicates effectively with others 1 2 2 4 @
Perceptive: Is disceming and insightful 1 2 3 4 @
Self-confident: Believes in oneself and one’s ability 1 @ 3 4 5
Self-assured: Is secure with self free of doubts @ 2 3 4 5
Persistent: Stays fixed on the goals, despite 1 @ 3 4 s
Interference

Determined: Takes a firm stand, acts with certainty 1 2 3 4 @
Trustworthy: Is authentic, inspires confidence 1 2 3 4 @
Dependable: Is consistent and refiable 1 2 3 5 @
Friendly: Shows kindness and warmth 1 24 3 4 @
Outgoing: Talks freely, gets along well with others 1 2 3 4 @
Consdlentious: Is thorough, organized, and careful 1 2 3 4 @
Diligent:Is industrious, hardworking 1 2 3 4 @
Sensitive: Shows tolerance, istactful and sympathetic 1 2 3 4 @
Empathic Understands others, identifies with others 1 2 3 s @
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Chapter 2 Recognizing Your Traits 4

2.2 LEADERSHIP TRAITS QUESTIONNAIRE

(continued)

Scoring
1 Enter the responses for Raters 1,2.3,4,and 5 in the appropriate columns on the scoring sheet o
example of a completed chart s provided on page 41.

n this page. An

2. For each of the 14 items, compute the average for the five raters and place that number In the “average rating”

column.

APPLICATION

3. Place your own scores In the “self-rating” column.

Leadership Traits Questionnaire Chart

Average
Rater5 rating Self-rating

Rater 1 Rater 2 Rater 3

1. Articulate

Perceptive

£
®

. Self-confident

3
2

~

LN

. Self-assured
3 .
4 ¢

. Persistent

Trustworthy
. Dependable

2.
8
4
5
6. Determined
7 5
8 S
9. Friendly S
10. Outgoing

11. Conscientious

&0

12. Diligent
13. Sensitive
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S
=
S
25
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14, Empathic

Summary and interpretation:

Scoring Interpretation

The scores you received on this questionnaire provide information about how you see yourself and how others see
you as a leader. The chart allows you to see where your perceptions are the same as those of others and where
they differ. There are no “perfect” scores for this questionnaire. The purpose of the Instrument s to provide a way to
assess your strengths and weaknesses and to evaluate areas where your perceptions are similar to or different from
those of others. While it is confirming when others see you In the same way as you see yourself, itis also beneficlal to
know when they see you differently. This assessment can help you understand your assets as well as areas in which

you may seek to improve.
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INTRODUCTION TO LEADERSHIP

3.2 LEADERSHIP STRENGTHS QUESTIONNAIRE
Purpose

1 Todevelop an understanding of your leadership strengths.
2. Torank your strengths in selected areas of performance

Directions

1 Please answer the statements below in terms of whether the statement describes what you are like.

2. For each of the statements, circle the number that indicates the degree to which you feel the statement is like
you.

Statements

ik

Iam an energetic participant when working with
others.

2. Bralnstorming is one of my strengths.

10.

|am good at encouraging coworkers when they feel
frustrated about their work.

Iwantto know "why” we are doing what we are
doing.

. Ilook for common ground in opposing opinions of

others.

. lenjoy implementing the detalls of projects.

Ilike to explore creative approaches to problems.

. 1go out of my way to help others feel good about

their accomplishments.

Examining complex problems or issues is one of my
strengths.

|am a mediator in conflict situations.
I stick with the task until the work is completed.

| can initiate change, if it Is needed, when working
with others.

1show concem for the personal well-being of others.

1like to consider various options for doing things.

Very

Much
Unlike

Very
Much Like
Neutral  Me Me

Unlike Like
Me Me

3 4 @
1 2 3 @ 5
1 2 3 4 @
1 2 3 4 @
1 2 3 @ 5
1 2 3 4 @
1 2 3 4 @
1 2 3 @ 5
1 2 3 4 G)
1 D 3 4 @
e O
1 2 3 @ 5
1 2 3 4 s
1 2 3 4

Visit edge.sagepub.com/northouseintrode for a downloadable version of this questionnaire.
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3.2 LEADERSHIP STRENGTHS QUESTIONNAIRE

fcontioued)

Statements

15.

16.

18.

1.

1)

22.
23

24.

27.

1am effective communicating with people who are
Inflexible.

| try to follow through with ideas so that the work gets.
done.

| enjoy creating a vislon for a work-related project.
|am the “glue” that helps hold the group together.

| like exploring the details of a problem before trying
tosolve it

1 can draw the best out of people with diverse opinions.
|like making to-do lists so that the work gets completed.
[ can “think outside of the box™

Encouraging others comes easily for me.

| like thinking things through before engaging in
‘work projects.

. 1am good at finding common ground when a cortflict

Is present.

laﬂwsdmedﬂk\gandmmﬂngmﬁssome
work is completed.

| am good at developing new ideas for othersto
considet

|ungoudmenmaqlngomastopamdpalem
projects.

| ike to explore problems from many different
perspectives.

1 am effective at helping coworkers reach consensus.
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INTRODUCTION TO LEADERSHIP

3.2 LEADERSHIP STRENGTHS QUESTIONNAIRE

(continued)

Scoring

1 Sum the responses on tems 1, 6, 11, 16, 21, and 26 (implementer score).

2. Sum the responses on items 2, 7,12, 17, 22, and 27 (innovator score).

3. Sum the responses on items 3, 8, 13, 18, 23, and 28 (encourager score).
4. Sum the responses on items 4, 9, 14, 19, 24, and 29 (analytic score).

S.  Sum the responses on items 5, 10, 15, 20, 25, and 30 (mediator score).
Total Scores:

2+ 7 29 30 23

Implementer Innovator Encourager Analytic

Mediator

Scoring Interpretation

The Leadership Strengths Questionnaire is 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 determine
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 all 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 is 1620, you are in the moderate range.
If your scoreis 11-15, you are in the low range.
Ifyour score is 6-10, you are in the very low range.
Building Your Leadership Profile
If you have the interactive eBook version of this text, log In to access the Leadership Profile Tool. After completing

this chapter’s questionnaire, you will receive individualized feedback and practical suggestions for further strength-
ening your leadership based onyour responses in this questionnaire..

Visit edge.sagepub.com/northouseintrode for a downloadable version of this questionnaire.
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4.2 LEADERSHIP STYLES QUESTIONNAIRE

Purpose
1. Toldentify your style of leadership

2 Toexamine how your leadership style relates to other styles of leadership

Directions

1 For each of the statements below, circle the number that indicates the degree to which you agree or disagree.

2 Giveyourimmediate impressions. There are no right or wrong answers.

Statements

m

Employees need to be supervised closely, or they
are not likely to do thelr work.

Employees want to be a part of the decislon-making
process,

In complex situations, leaders should let followers
work problems out on their own.

Itis fair to say that most employees In the general
population are lazy.

Providing guidance withoul pressure s the key to
being a good leader.

Leadership requires staying out of the way of
followers as they do their work.

As arule, employees must be given rewards or
punishments in order to motivate them to achieve
organizational objectives.

Most workers prefer supportive communication from
thelr leaders.

. Asa rule, leaders shouild allow followers to appralse

their own work.

Most employees feel insecure about their work and
need direction.

Leaders need 1o help followers accept responsibliity.
for completing their work.

Leaders shouid give followers complete freedom to
solve problems on theirown.

The leader Is the chief judge of the achievements of
the members of the group.

Itis the leader’s job to help followers find thelr
“passion”

Strongly
disagree

Disagree

Neutral

Agree

Strongly
agree

5

APPLICATION
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4.2 LEADERSHIP STYLES QUESTIONNAIRE

feontinued)

Strongly

Strongly
agree

disagree

Disogree  Neutral  Agree

15. hmoﬁsﬁmmswkenwdunmemn(mmlhe 4 5
leader.

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

. People are basically competentand fgiven atask 1 2 3 0 s
will do a good Job.

1. Ingeneral s besttoleave followers alone- 1 @ 3 a s

Scoring

1. Sumthe responses onitems 1,4,7,10,13,and 16 (authoritarian leadership).
2. Sum the responses onitems 2,5,8,11,14,and 7 (democratic leadership).
3 Sumthe responses onitems 3, 6,9, 12, 15, and 18 (laissez-faire leadership).

Total Scores.
Authoritarian Leadership \4

Democratic Leadership _Zi

Laissez-Faire Leadership k @

Scoring Interpretation
ee common styles of leadership: authoritarian, democratic, and

This questionnalre is designed to measure thr
determine which styles are most dominant and least dominant in

|aissez-faire. By comparing your scores, you can
your own style of leadership.

Ifyour score Is 2630, you arein the very highrange.
If your score is 2125, you are in the highrange.

If your score is 1620, you are inthe moderate range.
Ifyour score is 115, you arein the lowrange.

Ifyour score is 610, youare In the very low range.

Building Your Leadership Profile

if you have the interactive eBook version of this text, log In to access the Leadership Profile Tool. After completing
this chapter’s questionnaire, you will receive individualized feedback and practical suggestions for further strength-
ening your leadership based on your responses in this questionnaire.

@ Visit edge.sagepub.conﬂnormouselnuode for a downloadable version of this questionnaire.
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Situational Leadership Style

Summary/Self Assessment

Adapted from: Hersey and Blanchard

[EA SNt Situation .0 S PRy Alternative Action

8. Group performance and interpersonal relations | A. Leave the group alone.
are good. You feel somewhat unsure about B. Discuss the situation with the group and then
your lack of direction in the group. you initiate necessary changes. O

C. Redefine goals and supervise carefully.
D. Allow group involvement in setting goal, but
don't push.

9. You have been appointed to give leadership to | A. Let the group work out its problems. =l
a study group that is far overdue in making B. Incorporate group recommendations, but see,
requested recommendations for change. The that objectives are met.
group is not clear on its goals. Attendance at C. Redefine goals and supervise carefully.
sessions has been poor. Their meetings have D. Allow group involvement in setting goals, but
tumed into social gatherings. Potentially they do not push.
have the talent necessary to help.

10. Your group, usually able to take responsibility, | A. Allow group involvement in redefining
is not responding to your recent redefining of standards but don't take control.
job responsibilities as a result of one member B. Redefine standards and supervise carefully.
leaving the city. C. Avoid confrontation by not applying pressure,

leave situation alone.
D. Incorporate group recommendations, but see
that new job responsibilities are met. ()

11. You have been promoted to a leadership A. Take steps to direct the group towards working
position. The previous leader was involved in in a well-defined manner.
the affairs of the group. The group has B. Involve the group in decision-making and
adequately handled its tasks and direction. reinforce good contributions. e
Interpersonal relationships in the group are C. Discuss past performance with the group and
good. then you examine the need for new practice.

__| D._Continue to leave the group alone.
12. Recent information indicates some internal A. Try out your solution with the group and
difficulties among group members. The group examine the need for new procedures.
has a remarkable record of accomplishment. B. Allow group members to work it out
Members have effectively maintained long- themselves.
range goals. The have worked in harmony for | C. Act quickly and firmly to correct and redirect.
the past year. All are well qualified for the D. Participate in problem discussion while
tasks. providing support for group members. € |
2
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Situational Leadership Style
Adapred from: Nersey and

mrhemos:chamdensmolycu In some ¢
. . ases
characteristic of you Nonetheless, please select the

Yguv group is nol responding lately to your

ndly conversation and obvious concem for
m ;\-enare Their performance is declining
laﬂd Y.

Summary/Self Assess
Voo ment

none of the responses may be appealing or
statement that you prefer or feel suits you best

Alternative Action

A. Emphasize the use of uniform procedures and
the necessily for task accomplishment.

B. Make yourself available for discussion but do
not push your involvement.

C. Talk with them and then set goals. o

D. Intentionally do not intervene.

D\e observable performance of your group is
increasing. You have been making sure that all
members were aware of their responsibilities
and expected standards of performance.

A. Engage in friendly interaction, but continue to
make sure that all members are aware of their
responsibilities and expecled standards of
performance.

B. Take no definite action.

C. Do what you can to make the group feel o
important and involved.

D. Emphasize the importance of deadlines and
tasks.

Members of your group are unable to solve a
problem themselves. You have normally left
them alone. Group performance and
interpersonal relations have been good.

A.  Work with the group and together engage in o
program solving.

B. Let the group work it out.

C. Act quickly and firmly to correct and redirect.

D. Encourage the group to work on the problem
and be supportive of their efforts.

You are considering a change. Your group has
a fine record of accomplishment. They respect
the need for change.

The performance of your group has been
dropping during the last few months. Members
have been unconcerned with meeting
objectives. Redefining roles and responsibilities
has helped it the past. They have continually
needed reminding to have their tasks done on
time.

A. Allow group involvement in developing the
change, but do not be too directive.

B. Announce changes and them implement with
close supervision.

C. Allow the group to formulate its own directive.

D. Incorporate group recommendations, but you o
direct the change.

A. Allow the group to formulate its own direction.

B. Incorporate group recommendations, but see °
that objectives are met.

C. Redefine roles and responsibilities and
supervise carefully.

D. Allow group involvement in determining roles
and responsibilities but do not be too directive.

You stepped into an efficiently run group. The
previous leader tightly controlled the situation.
You want to maintain a productive situation, but
would like to begin having more time building
interpersonal relationships among members.

A. Do what you can do to make the group feel g,
important and involved.

B. Emphasize the importance of deadlines and
tasks.

C. Intentionally do not intervene.

D. Get the group involved in decision-making, but
see that objectives are met.

You are considering changing to a structure
that will be new to your group. Members of the
group have made suggestions about needed
change. The group has been productive and
demonstrated flexibility.

l the group but not too directive.

A. Define the change and supervise carefully.

B. Participate with the group in developing the
change but allow members to organize the ©
implementation.

C. Be willing to make changes as recommended,
but maintain control of the implementation.

D. Be supportive in discussing the situation with

1
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Situational Leadership Style Summary/Self Assessment
Adapted from: Hersey and Blanchard

Scoring your self-assessment: Circie the responses from your sel-assessment Situation questions on
the scoring sheet below. Add up each column fo determine your preferred leadership style according to
the Hersey and Blanchard model

ALTERNATIVE ACTIONS

@ | D
2 b (O T
®__l D _I_ B
ki B8 @ A c
§ © | D —]_ A
g B R | c
8 G _J D :l A
9 c | D A
5 o e S N T
1 A c [ D
12 c A © —l_ B ‘4
TOTAL O q, 5 _I O

LEADERSHIP TELLING SELLING I_PARTICIF’ATING DELEGATING
STYLE (DIRECTING) (COACHIN(?)_‘I (FACILITATIING) | (OBSERVING)
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Situational Leadership Style Summary/Seif Assessment
Adapted from: Hersey and Blanchard

Situational Leadership Model: Situational Leadership depends on the readiness of the followers and

the situation.

Follower development level

Leadership style

in response to 0% High
follower D4 D3 D2 D1
development
Iev‘:el Task / directive behavior
e High
High
Relationship
/ supportive
behavior sa
Low | pelegating Telling
(Observing) (Directing)

perform required tasks (that is, their competence and motivation),

|_The leader thus maintains a clear 'do thss’ position to ensure all

Leaders should adapt their style to follower development style (or ‘maturity’), based on how ready and willing the follower is to

There are four leadership styles (S1 to S4) that match the development levels (D1 to D4) of the folowers.

The four styles suggest that leaders should put greater or less focus on the task in question and/or the relationship between the
leader and the follower, depending on the development level of the follower.

If the leader focused more on the relationship, the follower may become confused about what must be done and what is optional.

S3: Participating / Facilitating / Supporting

Follower. D3: High competence, variable commitment / Able but
unwilling or insecure

Leader. Low task focus, high relationship focus

‘When the follower can do the job, but is refusing to do it or
otherwise showing insufficient commitment, the leader need not
wormy about showing them what to do, and instead is concened
with finding out why the person is refusing and thence
persuading them to cooperate.

There is less excuse here for followers to be reticent about their
ability, and the key is very much around motivation. If the
causes are found then they can be addressed by the leader.
The leader thus spends time listening, praising and otherwise
making the follower feel good when they show the necessary
commitment.

S2: Selling / Coaching

Follower. D2: Some competence, variable commstment / Unable
but willing or motivated

Leader. High task focus, high relationship focus

When the follower can do the job, at least to some extent, and
perhaps is over-confident about their ability in this, then t=ling’
them what to do may demotivate them or lead to resstance. The
leader thus needs to "sell another way of working, explaining
and clarifying decisions.

The leader thus spends time [istening and advising and, where
appropriate, helping the follower to gain necessary skills through
coaching methods.

Note: S1 and S2 are leader-driven.

1
|

S4: Delegating / Observing

Foliower: D4: High competence, high commitment / Able and
willing or motivated

Leader. Low task focus, low refationship focus

When the follower can do the job and is motivated to do it, then
the leader can basically leave them to i, largely trusting them to
get on with the job although they also may need to keep a
relatively distant eye on things to ensure everything is going to
plan.

Followers at this leve! have less need for support or frequent
praise, aithough as with anyone, occasional recognition is
always welcome.

Note: S3 and S4 are follower-led.

S1: Telling / Directing

Follower: D1: Low competence, low commitment / Unable and
unwilling or insecure

Leader High task focus, low relationship focus

When the follower cannot do the job and is unwilling or afraid to
try, then the leader takes a highly directive role, telling them
what to do but without a great deal of concem for the
refationship. The leader may also provide a working structure,
both for the job and in tems of how the person is controlied.
The leader may first find out why the person is not motivated
and if there are any limitations in ability. These two factors may
be linked, for example where a person believes they are less
capable than they should be may be in some form of denial or

other coping. They follower may also lack self-confidence as a
result
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