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[bookmark: _Toc107104900]Introduction
Leadership refers to the individual’s ability to lead, influence, or guide others' behaviours, activities, and approaches to work (Daft, 2014). It is one of the soul qualities and traits that a person needs to incorporate so that betterment can be brought in terms of organisational goal achievements as well as personal attainment. However, leadership is mostly oriented toward teamwork to converge the goals of the team members within a common direction (Sohmen, 2013). It has to be considered that leadership is not always dependent on power. Rather, it mostly depends on the influential capability to affect one's work or behaviour. From the organisational perspective, there are various types of leadership models and styles that are focused on achieving specific categories of goals. In addition to that, various researchers and studies have deduced various theories related to leadership which often depend on the situation, function, behaviour, and other factors of the surrounding environment. From historical perspectives, leadership styles have been focused on by influential personalities. Since then, it is considered a matter of intelligence, trustworthiness, courage, and discipline (Wilson, 2016). Better leadership within a team ensures positive reinforcement and motivates team members to perform better than earlier. On the other hand, a lack of effective leadership can reduce the overall team effectiveness due to a lack of proper guidance and morale. Leadership is also an important component from the organisational management perspective (Titus and Hoole, 2021). To increase organisational performance along with employee motivation, the role of effective leadership is predominant and needs to be considered with utmost priority. This assessment aims to evaluate all these aspects of effective leadership by discussing leadership styles, and theories from a personal experience workplace perspective. It will do so by following two leadership style questionnaires, workplace leadership styles, leadership theories, and personal ability to influence and motivate within the workplace. 
[bookmark: _Toc107104901]Evaluation of own leadership styles in different situations
In the view of Nanjundeswaraswamy and Swamy (2014), leadership style refers to the categorisation of the characteristic behaviours of a leader in terms of directing, motivating, guiding, and managing individuals or a group of people. Great leaders can influence others' behaviours positively for a greater cause and motivate them to act accordingly. Various leadership styles have been followed by effective leaders over time like- democratic leadership, autocratic leadership, Laissez-Faire leadership, transactional leadership, transformational leadership, and so many others (Sethuraman and Suresh, 2014). Each of the leadership styles has differences in its goals and objectives, and they serve different purposes. As a result of which, to implement the leadership trait effectively, it is essential to follow the most relevant leadership styles for the most effective leadership implementation.
Authoritarian leadership refers to the leadership and management style in which an individual has all of the decision-making process and control over the followers and subordinates (Hogg and Adelman, 2013). The leaders that follow this leadership style make decisions with little or no participation from the employees within the organisation. If this leadership style fully prevails within an organisation, the leader will have the authority to independently influence all the policies and processes despite the presence of mentioned guidelines. In addition to that, the employees and group members are directly and only accountable and supervised by the leaders (Zhang and Xie, 2017). This type of leadership is essential for organisations that often require swift decision-making processes and can be confronted with complex situations. Organisations that are thriving to establish within the industry are often practised with authoritarian leadership. However, the implementation of sole authoritarian leadership is considered negative as the employees don't get to say anything about their workplace performance ( Du. and Luo, 2020 ). This creates differences in the organisational goals and employee goals which can reduce the overall efficiency.
On the other hand, democratic leadership refers to the leadership style in which the members of the team can significantly participate in the decision-making process. In this leadership style, everyone is encouraged to participate in the operation of the organisation. Democratic leadership helps to establish an entrepreneurial culture within the organisation ( Foels, Driskell., Mullen and Salas., 2000 ). As a result of which, effective communication, sound relationship, innovation, and creativity can be established through this leadership style. However, following a complete democratic leadership can be problematic in a situation in which complex decision-making processes are often required. In that scenario, the leader needs to be efficient and prudent and take the necessary decisions for the organisation. Another leadership style is the Laissez-Faire leadership style which focuses more on the attitude of trust, and reliance on the employees. Within this leadership style, the leaders don't engage in the management very often, rather, they are dependent on their employees to perform their jobs on their own and achieve the organisational goals and objectives. This leadership style is often considered to be feasible if each of the employees is efficient in terms of their decision-making process as well as expertise in their task (Sharma and SINGH, 2013). In addition to that, if the goals and objectives of the organisation are highly proportional to the personal goals and achievement of the employees, a laissez-faire leadership style can be practised. However, if the employees are not well expertise in their field of performance and can not make decisions making in the complex and emergencies, the Laissez-Faire leadership style will not be effective and even, and it can bring severe degradation in the performance of the organisation (Skogstad, Einarsen, Torsheim., Aasland, and Hetland, 2007 ). This leadership style can be implemented in smaller-scale organisations. However, for larger-scale organisations, this leadership style is not very feasible.
In my experience in both my study in educational institutions and workplace performance, I have been acquainted with various leadership styles from time to time. To evaluate my leadership style, two sets of questionnaires have been followed to deduct the relevant traits of leadership. From my perspective, employees need to be supervised closely by upper management as they are not likely to do all of their work. It might happen in the case that the short-term objective of the organisation does not comply with the objective of the employees. Due to the creation of such differences, employees often show tendencies to provide lesser effort in their tasks. However, if the upper management motivates and monitors the work performance of the employees consistently, the employees remain motivated and tend to finish their work within the provided timeline. I also believe that employees often want to be part of the decision-making process. Decision-making processes within the organisation on smaller to larger scales are often taken by the upper management. As a result of which, employees get a lesser scope of participation in the decision-making process and remain less motivated in their tasks. If they are allowed to participate and contribute to the decision-making process of even short-term strategic decisions, they will be motivated to achieve those objectives that are set by their opinion. Through this approach, entrepreneurial culture can be established. Entrepreneurial culture refers to the environment in which all the members of the organisation are motivated to innovate, create, and take risks for the achievement of organisational goals and decision-making processes (Beugelsdijk, 2010 ). The establishment of entrepreneurial culture will help the members to participate in the decision-making process and encourage better teamwork within the organisation.
However, even though the leaders should give the employees to participate in the decision-making process, they also need to take over in the complex situations and deal with the problems. An effective leader must not let the employees only deal with complex problems and just idle by himself or themselves (Vroom., 2000). The upper management of the organisation has the experience to deal with deeper challenges and solve the problems of the situations. As the employees do not have an idea about the surrounding perspectives of the organisation, they can't take efficient decisions in complex situations. Nevertheless, their opinions can be valued, but the decision-making process needs to be handed to the leaders.  In my workplace experience, I have found that average people within the office environment show lazy behaviour if they are not monitored and provided with tasks. For this reason, in my view, it is also required to implement necessary pressure in addition to proper guidance on the employees to accomplish a task with higher efficiency. Pressurised situations help an individual deal with challenges and increase their morale and mental strength (Dalbert, 2007). As a result of which, a pressured environment can be created as a part of training purposes in addition to just proper guidance to increase the ability and efficiency of the employees.
In my view, rewards and punishment in the workplace according to performance is another essential tool that needs to be followed to ensure the achievement of organisational goals. Rewards and punishment affect employee motivation which eventually affects the overall organisational performance as well. Rewards like monetary compensation, allowances, sales commission, acknowledgement, empowerment, and many others can create a positive motivation within the employees and motivate them to give more effort on their own. On the other hand, various punishments and warnings can be provided to employees who are not complying with the specific instructions and guidelines. This will create a negative motivation to not comply with the irregularities and influence them to contribute more to the organisation (Wiltermuth, and Flynn, 2013 ). Besides, I also believe that effective communication needs to be established within all levels of employees and management. Effective leadership will ensure information passage and everyone within the organisation will precisely know their effort and further requirements. If effective communication is ensured, the work environment within the organisation will improve and employees will be motivated to perform (Perkins, 2008). As a whole, my view concerns that no one within the organisation should be left alone in their workplace performance as well as in the decision-making process. Employees should be allowed to take part in the organisational operations and decision-making process, however, the leaders need to focus on the performances of the employees for better outcomes.
Through this questionnaire, I found that my skills and abilities, and way of thinking within the workplace experience match both democratic and autocratic styles of leadership. The presence of these two leadership styles is at a moderate level. However, the presence of Laissez-Faire leadership styles within my ability is very low. This result was found in the scores found in the given questionnaire. The authoritarian leadership obtained a 21 score which falls within the moderate range, the democratic leadership obtained a 20 score which falls within the moderate range as well, and the Laissez-Faire leadership obtained a 12 score which falls within the low range. 
In addition to that, I have also completed the Mouton-Blake leadership questionnaire for evaluating my leadership styles. Through the questionnaire, I realised that I often tend to encourage my team to participate in the decision-making process. In my view, short-term goal achievement can be an objective for the organisation and each employee should be motivated to achieve the short-term goal of the organisation. In addition to that, I can coach people in my area of expertise. As a result of which, I often tend to teach my subordinates about my expertise and skills which might be required of them as well. As a leader, dealing with complex situations can be a common situation. However, I never truly enjoyed any task that is more challenging than others. Even though the tasks can strengthen my problem-solving capability, I tend to perform complex decision-making and challenging tasks with the support of my supervisor. I am also well aware of creating an entrepreneurial culture which will be established eventually with the practice of participation of employees in the decision-making process. However, in my leadership ability and experience, I have depended on academic materials and theories of leadership in a very lesser quantity. Rather, I have focused on real-life situations and scenarios for problem-solving and decision-making purposes. In addition to that, I also enjoy counselling my subordinates for any problems and learning purposes so that all the tasks are accomplished according to the requirements. Considering all the skills, abilities, and expertise, my score for the leadership matrix came to 6.4 and 5.8. This score falls within the team leadership matrix quadrant which can indicate that I am more concerned about team leadership. Moreover, my team leadership style is more concerned with the accomplishment of tasks rather than concern for the people. That is, I am more oriented towards tasks and performance than only thinking about employee betterment. Observing the result, I can relate that this matrix provided a real scenario of the leadership style that I have been implementing within the workplace in my experience.

[bookmark: _Toc107104902]Choose a leadership model (transformational)
As mentioned earlier, various leadership models are feasible and applicable to the characteristics and requirements of the situation within which the organisation is operating. Among the different leadership models mentioned in the previous section as well as from other academic theories, transformational leadership models will be discussed and evaluated in terms of impacting individuals' performance in the workplace. Transformational leadership refers to the leadership model in which the leader actively takes part in the tasks with the team and performs beyond the immediate interest of the subordinates to bring changes and modifications to the operation ( Bass, and Riggio, 2006). The transformational leader is well amalgamated with the qualities and traits that can create the vision within the organisation and the employees that can deal with prevailing complex challenges and can bring necessary changes. To effectively implement the transformational leadership style, the subordinates need to have a higher level of maturity and a sense of flexibility. Compared to other leadership models, a transformational leader requires a higher degree of traits like the capability of inspirational motivation, idealised influence, intellectual stimulation, and keen analytical ability (Bass and Avolio, 1993).
Transformational leadership helps the subordinates and the team to achieve unexpected and remarkable results. It can help the employees to achieve such milestones that they were not even thinking of. As a result of which, when such achievement is visible, they become more motivated to work with the leader and contribute to their best. This leadership style can be implemented to impact the workplace experience and performance of the employees. As it intends to bring change within the process, it enhances the motivation, morale, and job performance of the subordinates, connects followers' sense of identity and self-confidence towards the contribution to the organisation, and acts as a role model in front of the followers which can motivate the employees further. This leadership style also challenges the employees to take responsibility and accountability for the tasks given to them. The challenges provided to the employees increase their strength and decision-making capability. In addition to that, transformational leadership requires the direct engagement of the leader with the subordinates. When the subordinates find that the leader is working with them as a team, they become automatically motivated to give more effort in their work (Oreg, and Berson, 2011). In addition to that, transformational leadership helps the leader as well as the subordinates to increase their ability to adapt to different types of situations and manage any sort of complex situation that might come during the operations.
The chosen leadership model helps to practise inspirational motivation for the employees within the organisation. In inspirational motivation, the leader inspires the followers to achieve a set of goals and objectives that can be beneficial for both the employees from an individual perspective and for the organisation as an overall performance enhancement. The transformational leader also establishes idealised influence in which the leader acts as a strong role model for the employees. When the employees find that unexpected achievements can be accomplished through challenging themselves, they become more confident in their leader and tend to follow the leader in every aspect. Transformational leadership emphasises mainly intrinsic motivation and positive development. Intrinsic motivation refers to the performance of activities for inherent satisfaction rather than some external tangible and intangible rewards and benefits. When the goals and objectives of the organisation align with the personal satisfaction of the employees, it can create intrinsic motivation for the workplace for them. Such intrinsic motivation within the employees is a predominant requirement for any organisation as the most effort from the employees can be obtained. Transformational leadership also focuses on the practice of moral standards and ethical climate. It fosters integrity and ethics within the leader as well as motivates the employees to follow the same so that ethical principles are considered while augmenting organisational performance by the employees. Moreover, promoting cooperation and harmony through authentic and consistent means are some other ways through which transformational leadership influences the individual's workplace performance(Long, Yusof, W.M.M., Kowang. and Heng, 2014.).
Transformational leadership is not mentioned within my leadership style determination. I didn't have any experience in following transformational leadership as this model should be followed when substantial changes are required within an organisation. Transformational leadership contains both approaches of democratic and authoritarian leadership(Gastil,1994.). As mentioned in democratic leadership, the leader might make all the decisions but takes the opinion of the employees and subordinates in the decision-making process. As a result of which, employee satisfaction and morale work more in the democratic leadership styles. On the other hand, the transformational leadership style is more oriented towards inspiring subordinates regarding changes and challenges. This leadership style is not very feasible in an organisation which is following a stable operation for a longer period and requires complex decision-making in the operation rather than just improvement of services. As a result of which, organisations that don't require much change in the short run tend to follow democratic or autocratic leadership styles for a stabilised operation. On the other hand, autocratic leadership is the type of leadership that is built on the leader taking all the decisions and giving orders without any vision, it is completely the opposite of transformational leadership. The main differences can be termed as decision making, development and participation of the other members of an organisation (Naile and Selesho, 2014.).
Transformational leadership possesses completely different goals and there are no such similarities exist between the two leadership styles. one of the advantages of autocratic leadership is clarity and fast decision making which can be done when the right person is in charge of the organisation but it is too hard for a person alone to make the right decisions. In transformational leadership which is my chosen one people get to improve themselves and work in a better environment and in autocracy there prevails poor empowerment, intimidation, lower employee engagement and higher turnover. Steady organisations and no such improvements are needed to follow the autocratic one. In my workplace, collaboration with the employees happens regularly to improve the decision-making and work progress. Group discussions, and exchanging feedback are arranged for a better understanding and work output. I help my employees to identify and rectify their mistakes. Also acknowledging their strong sides and encouraging them through rewards is followed in my workplace. For that, a visible change occurred and the environment of our workplace has become employee-friendly. also supporting them through monitoring where changes are necessary and listening generously and making an open conversation has helped a lot to make everything better. Showing examples of how cooperation among team members can push an organisation to the top has been another strategy in my workplace for me to project for others. In a transformational leadership style, a leader pushes others out of their comfort zones and makes them clear about the vision of the organisation. They picture what they want and create small goals to achieve in the short run to achieve greater goals in the long run eventually. Providing transparency in the team and making an open conversation and listening to the concerns of the team is another side of the transformational leadership style. People who worked under such a style of leadership have constantly learned and rectified their mistakes and become better versions(Murphy, 2005). On the other hand, in an autocratic style, people felt less empowered and less engaged in organisational work. Teamwork is almost nil and all the decisions were taken by the leader, as a result, they had fewer dimensions to work with. There were higher turnovers in the organisation and the cooperative movement was lesser than expected (Van Vugt, Jepson, Hart and De Cremer, 2004). Who worked under the democratic style explained how it helped to evaluate their performance and establish their own goals, t recognized their achievements and took inputs from the employees who were highly skilled and experienced, but in this style, some employees were not involved in every discussion and resulted in partial feedback or suggestion from the employees. It is effective when working in an educated and skilled working organisation but when it comes to an organisation which has employees with less education and fewer skills mostly labour-intensive organisations then it is not an effective leadership style to follow.
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Effective leadership requires a set of traits and characteristics. In my view and experience, I have some of those abilities like critical thinking ability, problem-solving, dedication and passion towards my workplace and trustworthiness, through these abilities I can create an inspiring vision in my organisation to motivate, delegate and empower others to bring a change in the workplace. Also, I can create shared values which are organisational values that are usually developed by the organisation's leadership and are then adopted by the other members. The values are necessary for an organisation as they are the core values which represent the organisation itself (Howell). For bringing sustainable change in the workplace, creating a vision is necessary because it will motivate all the members of the organisation to stay focused to achieve something together as a team. Change and innovations are important for an organisation to survive in this fast-changing world. For keeping pace in the world of competition a lead to change is necessary. If we take certain phone companies into consideration, which once led the market are now stuck in the past. No change or lack of envisioning the future made them face a huge loss. As a team leader, I can bring change to my workplace by establishing a sense of urgency, generating the guiding coalition, developing a change vision, making the vision understandable and acceptable, broad-based actions, creating short-term targets and achieving them, producing change and acknowledging gains, and lastly making it stable and sustainable. These will surely help bring a positive change in the organisation. Theories are not always the best to come up with when doing hardships. Leading by example is mandatory when working in a group or organisation because it keeps people motivated and determined. When I lead by example, I will create a picture of what is possible and what is not. In an organisation when a change is needed, first of all, a goal should be set which we can picture by easily taking examples from others. When I will lead by example it will become easy for others to follow it. Doing the work myself and watching what I say and do can make leading by example easy for me. 
Confidence is important in the workplace because it helps to deal better with problems and improves communication skills. When a positive change is needed to bring, it is important to show confidence as well. As a team leader, if I do not stay confident in my posture and communication, my other team members will lose interest. Now for boosting employees’ confidence it is important to give them feedback and celebrate their successes. For being a good leader, one must be a good communicator (Bui, Chau, Degl'Innocenti, Leone and Vicentini,2019.). I should create inspiration in the workplace rather than forcing my employees because when something is pushed too hard it can get damaged. Whereas when conditions to foster inspiration are created, achieving goals becomes easy. Speaking genuinely, and listening generously as a leader can make people in my organisation aspire to work more energetically under my supervision. Acknowledging their potential and making them feel they are important can be a good way to boost them up. Giving my team a sense of cooperation and helping to stay positive always can empower them. Appreciation is the key to making them empowered and feel important. As a leader I should ask them about their goals and help them to find their mistakes, also I will help them through their mistakes which will grow empowerment among team members.
Transparency from top to bottom is the key to open communication in the workplace, as open communication is one of the important things a leader in an organisation must model. Showing respect to employees and asking for feedback from them can create open communication. I should get to know my employees on a personal level and be approachable so that they can ask for help without hesitation which makes an open communication model in the organisation. Listening generously and speaking genuinely can be helpful to bring a change in the workplace by creating healthy communication among employees. As a team leader, I will give them support by helping them through their mistakes. Involving everyone by creating equity among the team members can boost their morale to work, if not then there will be a quick drop in performance of the employees. Inclusion, equity and respect are the fundamentals for a team to win any obstacle (Haas, and Mortensen,2016.). So using a team approach should be taken as a team leader for the betterment of the employees.
When I am the leader, I should be mentoring and coaching others to be the best versions of themselves. People make mistakes, and as a leader, my motto should be to rectify them and shape them into their better versions by guiding them. Again when working as a team, group discussions should be practised more and more. Because through group discussions members of the team get to know each other's responsibilities. Getting genuine feedback and suggestions in a group discussion can also be helpful to create sustainable change in the organisation. As a leader, my sole purpose is to encourage all my employees to work as a team and work to bring change. Lastly, Micromanaging means when a leader is controlling every single part of an organisation (Serrat, 2017). Such micromanaging can be a disaster for the organisation. Because a micromanager always asks for updates and everything in the workplace needs his constant approval starting from a single email cc’d can be a hassle to the employees which can lead them to lose interest in work. Giving overly complicated instructions and difficulty in handling as a leader can make my under commands feel doubtful. Monitoring the progress and respecting everyone is the key to bringing a change in the workplace.
[bookmark: _Toc107104904]Conclusion 
In conclusion, this assessment has discussed various leadership models and theories concerning the personal experience. It was found that I have been more dependent on democratic and authoritarian leadership models in a moderate range. In addition to these two theories, the transformational leadership model is another predominant model of leadership which is widely practised in various organisations. However, along with my personal qualities and traits, I have been able to motivate change and influence my workplace environment effectively. Even though there might be some lackings, I always tend to cover that up with the guidance and supervision of my supervisors.
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	Chapter 4    Understanding Philosophy  and Styles
	93

	4.2 Leadership Styles Questionnaire
	

	Purpose

1.     To identify your style of leadership

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



Directions

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

2.   Give your immediate impressions. There are no right or wrong answers.

[image: ]


	
Statements
	Strongly disagree
	
Disagree
	
Neutral
	
Agree
	Strongly agree

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

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

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

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

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

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

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

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

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

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

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

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

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

	14.
	It is the leader’s job to help followers find their “passion.”
	1
	2
	3
	4
	5



2 | Page

94                                                                                                                     I N T R OD U C T ION  T O  L E A D E R SH I PAPPLIC ATION 



4.2 Leadership Styles Questionnaire
(continued)

	
Statements
	Strongly disagree
	
Disagree
	
Neutral
	
Agree
	Strongly agree

	15.
	In most situations, workers prefer little input from the leader.
	1
	2
	3
	4
	5

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

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

	18.
	In general, it is best to leave followers alone.
	1
	2
	3
	4
	5




Scoring

1.     Sum the responses on items 1, 4, 7, 10, 13, and 16 (authoritarian leadership).

2.   Sum the responses on items 2, 5, 8, 11, 14,  and 17 (democratic leadership).

3.   Sum the responses on items 3, 6, 9, 12, 15, and 18 (laissez-faire leadership).

Total Scores
Authoritarian Leadership  	  Democratic Leadership  	 Laissez-Faire Leadership  	 

Scoring Interpretation

This questionnaire is designed to measure three common styles of leadership: authoritarian, democratic, and laissez-faire. By comparing your scores, you can determine which styles are most dominant and least dominant in your own style of leadership.

If your score is 26–30, you are in the very high range. If your score is 21–25, you are in the high range.
If your score is 16–20, you are in the moderate range. If your score is 11–15, you are in the low range.
If your score is 6–10, you are in the very low range.

Building Your Leadership Profile

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



Visit edge.sagepub.com/northouseintro4e for a downloadable version of this questionnaire.

[bookmark: _Toc107104908]Appendix B: Questionnaire 2
[bookmark: Questionnaire][bookmark: _Toc107104909]Questionnaire
Below is a list of statements about leadership behaviour. Read each one carefully, then, using the following scale, decide the extent to which it actually applies to you. For best results, answer as truthfully as possible. 
 
never          sometimes          always
  0      1      2      3     4       5
1. _______ I encourage my team to participate when it comes decision making time and I try to implement their ideas and suggestions. 
2. _______ Nothing is more important than accomplishing a goal or task. 
3. _______ I closely monitor the schedule to ensure a task or project will be completed in time. 
4. _______ I enjoy coaching people on new tasks and procedures. 
5. _______ The more challenging a task is, the more I enjoy it. 
6. _______ I encourage my employees to be creative about their job. 
7. _______ When seeing a complex task through to completion, I ensure that every detail is accounted for. 
8. _______ I find it easy to carry out several complicated tasks at the same time. 
9. _______ I enjoy reading articles, books, and journals about training, leadership, and psychology; and then putting what I have read into action. 
10. _______ When correcting mistakes, I do not worry about jeopardizing relationships. 
11. _______ I manage my time very efficiently. 
12. _______ I enjoy explaining the intricacies and details of a complex task or project to my employees. 
13. _______ Breaking large projects into small manageable tasks is second nature to me. 
14. _______ Nothing is more important than building a great team. 
15. _______ I enjoy analysing problems. 
16. _______ I honour other people's boundaries. 
17. _______ Counselling my employees to improve their performance or behaviour is second nature to me. 
18. _______ I enjoy reading articles, books, and trade journals about my profession; and then implementing the new procedures I have learned. 

[bookmark: Scoring]


[bookmark: _Toc107104910]Scoring Section
After completing the Questionnaire, transfer your answers to the spaces below: 
	[bookmark: _Toc107104911]People
Question
1.______  
4.______  
6.______  
9.______  
10.______  
12.______  
14.______  
16.______  
17.______  
TOTAL ________ 
X 0.2 = ________  
(multiple the Total by 0.2 to get your final score) 
	[bookmark: _Toc107104912]Task 
Question 
2.______ 
3.______  
5.______  
7.______  
8.______  
11.______  
13.______  
15.______  
18.______  
TOTAL ________ 
X 0.2 ________  
(multiple the Total by 0.2 to get your final score) 
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[bookmark: _Toc107104913]Matrix Section
Plot your final scores on the graph below by drawing a horizontal line from the approximate people score (vertical axis) to the right of the matrix, and drawing a vertical line from the approximate task score on the horizontal axis to the top of the matrix. Then, draw two lines from each dot until they intersect. The area of intersection is the leadership dimension that you operate out of. 
[image: Leadership Matrix]

[bookmark: Results][bookmark: _Toc107104914][bookmark: Sample]The Results
This chart will give you an idea of your leadership style:
· Impoverished (1,1 to 4,4): weak on both tasks and people skills
· Authoritarian (people - 1 to 4 and task - 5 to 9): strong on tasks, weak on people skills 
· Socialite (people - 5 to 9 and task 1-4): strong on people skills, weak on tasks
· Team Leadership (6,6 to 9,9): strong on both tasks and people skills
· Middle-of-the-Road (5,5): in the middle of the chart, but with more experience and skills can display good team leadership
[bookmark: _Toc107104915]Example
[image: leadership Matrix Example]
The above sample shows score of 4 in the people section and a score of 6 in the task section. The quad where the two lines intersect is the leadership style, in this case -- Authoritarian section. 
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