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1.0. [bookmark: _Toc107179693]Introduction
This report looks at management and leadership, the differences, definitions, and the relationship between them.
The student who wrote this report works for a well-known organisation which has offices all around the world dealing with a variety of services such as Gas and electricity supplies, boiler breakdown services, Plumbing and drains services, complaints and much more, resulting in different ethics and cultures in different parts of the world.  Some offices have a more relaxed management approach whereas others have a strict authoritarian approach. This is down to their leadership philosophy, their culture, values, and beliefs.
“There are almost as many different definitions of leadership as there are persons who have attempted to define the concept”, (Bass & Stogdill, 1990). Many authors have referenced this in their books or articles, such as Peter Northouse (2021) and Shamas-ur-Rehman Toor, (2011). Peter Northouse advised putting a definition to leadership and management proved to be a challenge suggesting there was over 200 definitions between 1900 - 1990. The student had put a few together, using information sources from Peter Northouse’s book leadership: theory and practice, (Northouse, 2021), (Appendix A).
Management and leadership are two diverse roles with their own philosophies and objectives. According to Shamas-UR-Rehman Toor and George Ofori (2008), many people confuse leadership and management as being the same role, just like coaching and mentoring. This is backed up by James Kotterman (2006) who advised the term leadership and management being used interchangeably causes confusion, whilst there are others who believe “they are two sides of the same coin” and complement each other, (Toor and Ofori, 2008, p.61). Virgil Popovici (2012) also agreed the two roles are often used interchangeably and advise the difference is simple, “Managers are to be obeyed” and “a leader is someone who people naturally follow through their own choice”, he also states, “Management is a career and Leadership is a calling”. Henry Mintzberg wrote in his book “although management and leadership are conceptually distinct it is difficult to separate the two in day-to-day practice”, (CMI, 2015).
James Kotterman (2006) reported, Zaleznik (1998) and Kotter (1990) assert that although leadership and management have distinct differences, they are also similar in a few ways, however, there is so much literature that supports the argument to say they are two separate entities
The student has worked in an organisation with managers and leaders for the last 30 years and suggests the two roles are very different, more so now compared to 30 years ago, therefore she tends to agree with authors such as Popovici (2012) who advise they play different roles. 
An example of this was when the student was aged between 16 and 19 years old, she worked for a department store which had a store manager, 10 department managers and 10 supervisors to oversee a lot of staff. Some of the departmental managers were authoritarian and enjoyed giving orders to the supervisors to get the day’s tasks done, the supervisor’s mirrored this way of leading as they saw it as normal, whereas the store manager sat in his office all day and did not interact with the staff at all. It is very different today as in the organisation she works in now, the managers at all levels interact with all the employees and customers on a regular basis. 
The students personal view is that management styles and behaviours have improved over the last 20 years, as more and more studies were completed and proved management styles like transformational leadership, democratic leadership and situational leadership were more favourable than the authoritarian way.
The evidence shows the two roles are different with some similarities which may be the reason the two are used interchangeably. Trying to determine the exact definition is impossible given all the definitions available. The next section will look at the leadership role, definitions and the theories surrounding leadership.

[bookmark: _Toc107179694]2.0. leadership role
It is asked how leaders become leaders, some say leaders are born such as Thomas Carlyle in the 1840s, (Boerma et al, 2017), to which warren Bennis suggested “The most dangerous leadership myth is that leaders are born, (McGrath & Bates, 2017) and (Irem, ND). There is a lot of literature to show leadership can be learnt, but Boerma (2017) disagrees with this as he states, “we can look at nature to argue that one can be taught to follow, but not lead”. This may be based on evidence found by Boerma et al (2017) that research showed there are 30% genetic components that make up a leader.
“Napoleon expressed his feelings about the importance of leadership in his quip that he would rather have an army of rabbits led by a lion than an army of lions led by a rabbit” (Bass & Stogdill, 1990, p.6)
Rikkink (2014) advised in his report that several authors stated that leadership is high upon the topics of debates and discussions within social science 
leadership is a transactional process between leader and follower, occurs in group situations and involves influencing followers to attain goals, (Cote, 2017).
Dr Ali Algahtani (2014) reported that Kotter (2001) suggested, that “employees follow a manager’s direction in exchange for being paid a salary” this is known as a transactional style, whereas a leader takes an interest in their followers, so they follow voluntarily, the leader uses a transformational style to direct the followers. 
When you have a close-knit community or a business with close trusted members, people bond and show different behaviours. Normally the one who shows authority gain followers due to their qualities to lead, but they can be replaced if they make mistakes.
Many leaders learn from parents who may be leaders and follow in their footsteps, they are not always successful, others may not have had a good upbringing and want more for themselves or prove they can achieve their dreams with hard work and determination. 
One example is Ricardo Semlar who took over his father’s business, went straight in with an authoritative attitude, made dramatic changes to improve the business which proved to be successful, and the business grew, but his employees were unhappy, and performance was not as good as it should have been. This was due to the authoritarian management styles and longer working hours. 
After a drawing of a grim reaper that was aimed at Richard Semlar was spotted, he took action to clear the air with the employees, and after his own health scare turned out to be stress he knew things had to change, referring back to his fathers words, “Better make your mistakes while I’m still alive”, in other words his father assumed he would have to take back the business and sort out his sons mistakes, he knew he had to do something. After Richard and his wife stayed at the Botanique hotel and watched how it was run, he knew what he had to do to change to be a good leader. He had to show his employees he was an ethical leader, and he trusted his employees no matter what the cost, (Maddux et al, 2014).
An ethical leader will gain followers if they show they have the right principles, values, and beliefs. They will distinguish the identity of their organisation with the right behaviours. Leaders showing the right attitudes and behaviour is essential to an organisation’s success, similarly, Sarros et al (2008) stated Denison (1990) claimed that “management behaviours reinforce principles of the culture”, but Vroom and Jago (2007) suggest researchers cannot connect trait and behavioural theories and leadership effectiveness.
Kotterman (2006) suggests it is the acceptance of the followers that will determine if a person is a legitimate leader, if you don’t follow or if you don’t have followers you cannot lead. Benjamin Franklin said that “He who cannot follow cannot lead”, (Sneed, 2011). Which echoes Aristotle who claimed, “he who cannot be a good follower cannot be a good leader”, (Schroeder, 2019).
The student agrees trust is a big thing to employees, if they know they have the trust of their leader they are more inclined to want to please them by making sure they are reaching the goals that are set, they won’t want to let their leader down after they have put their trust in them. 
In the Richard semlar case the student believes, if he had approached the employees and discussed the changes he was looking to make, he may have seen then that the employees would not embrace such drastic changes and negotiations could have been sought. He would have realised having hierarchy managers rather than ethical leaders would upset everyone.
As there is so much literature advising the leadership and managements are different, the student researched the differences which back up this theory. The next section will look at the differences between leadership and management.

[bookmark: _Toc107179695]2.1. The difference between managers and leaders
According to James Kotterman (2006), Gardner (1990) advised a manager’s focus is different to a leader’s focus, but he cannot advise of distinct differences as Kotter (1990) and Zaleznik (1998) found, he also wrote, Gardner (1990) stated that managers possess a lot of leadership skills but classed them as “Unimaginative clods”, whereas Nanus and Bennis (2007) wrote, “Managers do things right while leaders do the right thing”.
Dr Ali Algahtani (2014) advised one similarity between leaders and managers is that both influence followers to achieve their goals or vision, although Toor (2011) found over the years there has been an interest in differentiating leadership from management, he also suggests leaders do a mix of management and leadership tasks to achieve the required results within the team, suggesting, “sometimes leaders manage and managers lead”, indicating the two are blended, this is agreed by Kotterman (2006) who advised Kotter (1990, 1995,1999) and Zalesnick (1998) suggested the two are occasionally blended.
A manager is more rigid and concerned with the organisational structure, (Toor, 2011), and looks at the budgeting, planning, monitoring progress, and organizing to achieve its goals, whereas a leader is not always in an authoritative position, (Maccoby, 2000), (Duggal, 2020), as they could be regarded as the best person to lead by peers due to their behaviours and beliefs or the persons’ characteristics. They are open to new ideas, more about doing something, concerned with how their team is performing, promoting change, and looking at long-term goals as well as establishing direction. (Toor, 2011). The student has added a table in the appendices to show management and leadership process differences in the workplace, sourced from Kotterman (2006), (Appendix B), as well as a chart created by the student to show the differences and what they have in common, (Appendix C).
Irem (Nd), wrote in their article that According to Kevin Kruse, author of Great Leaders Have No Rules, “Leadership is not management! Leadership and management are not synonymous.  You have 15 people in your down line and P&L (profit & loss) responsibility? Good for you, hopefully you are a good manager. Good management is needed. Managers need to plan, measure, monitor, coordinate, solve, hire, fire, and so many other things. Typically, managers manage things. Leaders lead people.” one way to understand leadership, is to know what leadership is not!
The evidence researched in pointing out the differences between leadership and management, show there are differences between management and leadership but also concludes they work in unity with one another.
According to McGrath and Bates (2017) to get to know your team start by using the Management by walking about MBWA theory, this will help build trust, observe what’s going on and get to know the individuals. The leader can then align their goals with their own and get the employees on board, build trust and integrity which in turn will increase motivation. 
The next section will discuss more about the theories that are used.
[bookmark: _Toc107179696]2.2. leadership theories
Leadership theories are an interesting read to discover what leadership is all about and how theories overlap.
There are many leadership theories, here are a few:
· Trait theory
· Blake and Mouton’s leadership grid 
· Burns transactional theory
· Burns transformational theory
· Hersey and Blanchard situational theory
Out of all the theories, according to James McGrath and Bob Bates (2017), the king of theories is Hersey and Blanchard’s situational leadership theory, as this theory is used in training and is preferred by managers due to its clear instructions on how to lead a team with the right direction and support.
Situational leadership first known as the “Life cycle of leadership” has been upgraded over the years and is now known for its set of prescriptive principles which consists of 4 leadership styles, (Thompson & Glaso, 2015).
To ensure leaders are leading in a successful manner, situational leadership requires them to be adjustable and to know when to adjust their management style to suit the situation. Some of the features of situational leadership are:
· Flexibility:  this is not a one-way leadership style, the style changes according to the situation. 
· Participation orientated: encouraging the team to make decisions and giving them independence.
· Skilled at supervising: knowing when you can take a step back and when you need to step in.
· Adept to delegating: empowering the team to tackle the work themselves, freeing up time for the leader to deal with other business.
(WGU, 2020).
Situational leadership is about supporting, coaching, directing, and delegating, with each one having to be applied to the right situation at the right time. The leader will need to evaluate their team members to see what level of competence and commitment they have when delegating tasks. The student has created a grid to show a few different leadership styles, one showing Daniel Golemans theory of situational leadership and the other showing Hersey and Blanchard’s situational leadership style, (Appendix D, Fig.1 & Fig.2).
An effective leader will adapt their leadership style to fit the situation or the individual’s changing needs.
To understand the dynamics of situational leadership, it is better to separate the leadership style and the development level into two parts, (Appendix E). The first part is the delegating supporting coaching and delegating model which shows the leader provides: 
· Directing: high level of direction but low levels of support.
· Supporting: high levels of support but low levels of directing.
· Coaching: high level of both directing and support.
· Delegating: low levels of support and low levels of delegating. 
And the second part showing the development levels. (McGrath & Bates, 20017).
The down sides to situational leadership are pointed out by various authors, one issue found was that it does not address the issue of individual or group leadership. This means if a leader matches their leadership style to fit the development level of the team, individuals who are on a lower level may struggle. if an employee is an enthusiastic beginner, with high commitment but low competence, the leader will use a directing style whilst another member of the team may be a delusional learner with medium competence and low commitment, the leader would need to use a coaching style. In some teams, leaders may have 15 or 20 team members combining 4 different development levels, (Thompson & Glaso, 2015) and (Lynch, 2015). Due to lack of research on situational leadership it cannot be determined that this leadership improves performance or whether it is a valid approach in this kind of situation.  (Shonhiwa, 2016). Seaman (2019) agrees there is a misconception that one leadership style is used when managing a team of people.
Culcjoel91 (2016) advised the dominant leadership behaviour tends to be the charismatic/transformation style, this is echoed by Marc Anderson and Peter Sun (2015) as well as Anderson (2015), originally theorised by James McGregor burns, this theory has become popular with leaders, (Kotterman, 2006), but De Vries et al (2009) claims there is very little study linking communication with transformational leadership, the fact communication is very important in leadership as studies have shown communication is sometimes linked to performance this may be why situational leadership is crowned king.
In situations such as difficult employee’s, emotional intelligence is required to handle the situation. The leader needs to sensitive and self-aware to get to the bottom of the problem and to put plans in place to improve the individual’s behaviour and performance.
You can only use supporting and coaching for so long, if an individual still hasn’t improved after all the support and coaching then the leader needs to change to a more authoritative leadership style and deal with the situation accordingly. 
Difficult employees have different personality traits and different reasons why they have these personalities, ranging from issues in their past whilst growing up to marital problems, health issues or even issues with their children. All these issues play a part in the individual’s behaviour such as punctuality, arguing with colleagues, falling behind on deadlines, even competing with the leader for power. These behaviours need to be managed from the offset or there could be disastrous consequences such as poor morale, anxiety, and employee turnover, (Seaman et al, 2019).
Change is difficult for some people to accept, especially if it takes them out of their comfort zone, (Hao & Yazdanifard, 2015). 
Blanchard introduced “Partnering for performance” as part of situational leadership. This allows the leader and individual to agree terms of commitment and competence where the leader can then support and direct the employee going forward, (Thompson and Glaso, 2015). If the behaviour continues, the leader can take the next steps. 
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During the student’s last role, she was working with a project manager to change some of the ways front-line employee’s work. Over 9 months, the team would take turns leading a team on a certain project.
The student observed the way others in the team led and discussed with other team members how they felt the project went and what they thought of the way the leader did things, this was to compare the way she would lead her team and what team members prefer. 
On one project one of her colleagues took the role of leader and became an aggressor. The way he spoke and acted changed, he was giving orders and telling people what task to do regardless of whether they were able to do it or not, and when it was done, he would request the task be changed to how he wanted it. This angered quite a few members of the team who lost motivation and the moral on the team was sullen. The student took this on board to make sure she was nothing like this person when it was her turn to lead. The feedback to that agent would not have been a pleasant read. 
The student was the team leader of a group who was given the job of gathering data by listening to several front-line employee’s calls to see what was causing the high number of complaints and what could be done to make the customer journey run more smoothly.
The student arranged a meeting for 9am on the first day to go over the objectives and answer any questions the team may have. 
The student advised the team they would catch up at 9am each morning for 15 minutes so she could allocate caseloads, but also advised she would like another catch-up during the day to go over any issues found, but rather than tell them a time to meet she asked them all when would they like this meeting, what time would be convenient for everyone. This got the team to discuss with each other lunch and break arrangements, so everyone knew who was available if help was needed, then they come up with a time everyone was available at the same time, so the catchup was arranged for 2.30pm.
The student wrote a list of what she thought should be looked at when listening to calls. At the morning meetings, she gave each member of the team two names of front-line agents so they could search all their calls for the last month to listen to along with a list of what needed to be identified on the call. 
An excel spreadsheet was created for the team members to update after each call they listened to, this way the leader could monitor how much work was being done without interrupting the team and gather data at the same time. 
All team members apart from one was delivering the expected results per day. At the second morning meeting the leader asked if anyone was struggling or if there were any barriers stopping them gathering the data, no one raised any issues. After the meeting the student called the agent who was not showing much work to ask why he hasn’t completed the data form, the agent advised he forgot. The student stressed how important the form was and without the data the project wont work so we must update after every call.
After the first week nothing changed with the agent that wasn’t updating the form, so the student arranged another one-to-one meeting, this time to talk to the agent not just advise. If he wasn’t completing the work that was assigned to him the student wanted an explanation why, forgetting now would not be a good enough explanation. If he was struggling or had issues going on, the student would be empathetic and help all she could, but it turned out the agent just wasn’t doing the work because he didn’t want to as he found it boring. The student told the agent his behaviour was impacting the team as they could see the excel sheet results, also effecting the amount of data we need to capture, which would affect our end results. she gave him a choice to either participate or he could be transferred to another project, he chose to transfer to another project which suited him more.
When the project was coming to an end the student had 5 tasks that needed to be done to complete the project, rather than delegating and telling someone to do them she asked for volunteers, she then gave the tasks to the first 5 team members who spoke up.  When it was time to present the findings again the student asked for a volunteer to take charge of the presentation. 
Once the task was over the student spent the next morning reflecting on how she did and what she could have done better. One issue she couldn’t shake off was the way she handled the delegation. When she asked for volunteers, it seemed to be the same people volunteering each time, this meant others on the team who may not have been confident enough to speak up were missing out. This showed the student she needs to find out what her strengths and weaknesses are in leadership. 
One way of finding out what kind of leader you are as well as finding your strengths and weaknesses is by completing leadership-style questionnaires as well as asking some of her team to write a short review for her on how they found her leadership. The student created a grid for the comments rather than attaching a load of emails, (Appendix F).
The student has completed 3 leadership style questionnaires to find out her leadership style.  Questionnaire A measured three leadership skills, administration skills, interpersonal skills, and conceptual skills. The student scored 24 points for each of these skills, which is in the high range when it comes to leadership strengths and weaknesses, (Appendix G).
Questionnaire B was to work out whether the student’s leadership style was Authoritarian, Democratic, or Laissez-Faire. The student scored 12 points for Authoritarian leadership, 26 points for Democratic leadership, and 17 points for Laissez-Faire leadership, so based on these results the student is a democratic leader, (Appendix H).
Questionnaire C was based on situational leadership styles with the results showing 4 points for directing, 5 points for coaching, 3 points for supporting, and 0 points for delegating. (Appendix I). 
Comparing the results of the three questionnaires, Questionnaires B and C compare well as the scores on questionnaire B state the student is a democratic leader, this is a true outcome as this is the way the student leads, which also coincides with questionnaire A, which states she has a high level of administration, interpersonal and conceptual skills, which is expected in the job she does. Questionnaire C results for delegation were 0 points, this is something the student needs to work on to become a good leader. 
During the project management role if the other colleague had taken the initiative to speak to the team members and observe other leaders, he may have been given more respect and better work quality. This proved to the student that being authoritarian is not the way to treat people if you want good performance.

[bookmark: _Toc107179698]3.1. Setting direction, motivating, delegating, and empowering.
The student has always thought of herself as a fair leader but can be authoritative when the situation required. Her weakness is delegation, and this is something she was already aware of which is explained in the workplace scenario above. Issues the student has found, that being a democratic leader is a fair way to lead, but it can be time-consuming and cause arguments within the team as well as the issue of less confident employees missing out. 
The leader will have the last say in the decision-making, but if things don’t go well then this is where the leader will need to change her leadership style to keep the team on track and focused. This is where situational leadership comes in. 
The student has proved she can set direction by holding her morning meeting and relaying to the team what needs to be done and giving them a 2 case’s each to work from. No-one on the team raised any concerns about what needed to be done.
Creating the excel sheet for the team to see where each member was and how many calls they had listened to turned into a bit of a competition. The team were a competitive team, so it turned into a race after the first few days as the member with the most calls on their sheet received praise for their hard work at the meeting the next morning, everyone was thanked for their efforts but the member with the highest score claimed the day. 
As mentioned previously delegating is a weakness which the student needs to work on. Going forward she will delegate work to her team rather than ask for volunteers. 
Empowering and accountability are very important in a team. If everyone on the team took accountability for what they do the workplace would be a much pleasurable place to be. 
When a leader is open to new ideas and opinions employees will build trust the leader and engage more.  Recognising their efforts with praise or reward will encourage them to increase productivity. Leaders who show their employees praise and reward for a job well done have a higher chance of empowering their employees, (Folkman, 2017).
The student has made change in her workplace when no-one else would do it. During her time in project managing, she worked within several different departments to work out solutions to problems they found. In one department which covered the complaints on the services side of the business they worked on many issues and come up with solutions but there was one major issue that no-one took accountability for and that was the shortage of customer resolution agents they had dealing with the complaints. 
The team’s morale was low, they couldn’t cope with the number of complaints coming in daily. The student raised this issue with 2 managers who advised they are not recruiting for complaint agents so there was nothing they could do. After speaking to several agents on how they were coping It was obvious something needed to be done quickly.
The student emailed the complaints manager to advise of my concerns and what solutions they were looking at. The reply was unbelievable advising the complaint agents were coping with the complaints coming in and they had sufficient team members to do the job. After this the student decided to contact the head of complaints to share her findings and suggested new agents need to be recruited and she had a team of agents who wanted to join their department as they were trained to deal with complaints and asked for this to be investigated. The student received an immediate reply advising he would investigate this issue.
Within 10 days the student received a reply from the head of complaints thanking me for bringing this to his attention and he has arranged for HR to deal with recruitment which started a week later. The student had a few emails from agents on the complaints department thanking her.



[bookmark: _Toc107179699]Conclusion
In this leadership and management report it is clear to see what the two are about and how they are not the same role. So much evidence is available to tell you all about leadership, how it works and what it’s about and the same for management, yet a lot of people don’t see the difference. 
Finding definitions was a maze, with so many definitions but saying the same thing, just worded in different ways. But its not rocket science, we know what a managers role entails and what a leader’s role is in the business.
Leadership theories are something you would never think about in the workplace unless your prompted to read up on them. If a manger is being assertive and demanding work is done people would assume he’s a miserable so and so rather than see his leadership style as an authoritarian leader, same goes for a more democratic leader who asks you what task you want to do, they may think the leader can’t be bothered delegating, rather than see she is giving them independence. There is so much more to learn on leadership models and theories to grasp all the information and take it in, more time is needed. 
The student found doing the questionnaires and discovering her leadership style was interesting as she has not thought about how she approaches different situations, as the style comes naturally given the situation. 
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Definitions sourced from Northouse (2021).[image: Table
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Comparison of leadership and management process differences in the workplace. sourced from Kotterman (2006).
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Chart created by the student to show the differences and similarities.
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(Fig.1) grid created by the student showing Daniel Goleman situational theory. Information sources from STU online (2019).
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(Fig.2) Grid created by the student showing Hersey and Blanchard situational leadership. Information sources from STU online (2019).
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Situational leadership model in 2 parts. Behavioural and developmental. Image sourced from shonhiwa (2016).
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The student created a grid to add employee comments on her as a leader.
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Questionnaire A sourced from Moodle which is also sourced from Maund (2018, p.19).
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Questionnaire B sourced from Moodle. 
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Questionnaire C sourced from view.officeapps.live.com.
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Hayley 'You were a fair honest leader who encouraged us to gather all the data we
could with gentle nudges throughout the day, you were not on our backs
looking over our shoulder like some leaders.

Shaun Ttwas great working with you. You let us get on with the job and showed
your appreciation in the meeting which was nice.

Tike Easy, stress free, and fun. You trusted us {0 get on with the job without
nagging

Rhydian Great team, was a relaxed environment and loved the competiiveness in
everyone which you encouraged, sped up the data capture which resulted
in more data to analyse.
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9 INTRODUCTION TO LEADERSHIP

4.2 Leadership Styles Questionnaire

(continued)

. Inmost situations, workers prefer little input from the

leader.
16. Effective leaders give orders and clarify procedures. 1 2 3 1 5
17 Peopleare basically competentand ifgiven a task 1 2 3 4 s
willdo a good job.
18, Ingeneral,itis best to leave followers alone. 1 2 3 4 5
Scoring,

I 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).

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

Total Scores { /l

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 arc most dominant and least dominant in
your own style of leadership.

Ifyour scoreis 26-30,you are inthe very high range.
Ityour scoreis 21-25, you arc inthe high range.
Ifyour scoreis 16-20, you are in the moderate range.
Ifyour score is 11-15, you are inthe low range.
Ifyour scoreis 6-10, you are in the very low range.
Building Your Leadership Profile
Ifyou have the interactive cBook version of this text, log into access the Leadership Profile Tool. Afier completing

this chapter’s questionnaire, you wil receive individualized feedback and practical suggestions for further
strengthening your leadership based on your responses in this questionnaire.

Visit edge.sagepub.com/northouseintrode fora downloadable version of this questionnaire.
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16.1am effective at obtaining resources to 1 2 3 4 H
support our programs.

17. I work hard to find consensus in conflict 1 2 3 4 5
situations
18. I am flexible about making changes in our 1 2 3 4 5
organization.

Scoring

1. Sum the responses on items 1, 4, 7, 10, 13, and 16 (administrative skill score).
2. Sum the responses on items 2, 5, 8, 11, 14, and 17 (interpersonal skill score).
3. Sum the responses on items 3, 6, 9, 12, 15, and 18 (conceptual skill score).

Total Scores

Administrative skill: Q\ L"
Interpersonal skill: lﬂ:
Conceptual skill: LH:

Scoring Interpretation

The Leadership Skills Questionnaire is designed to measure three broad types of leadership skills:
administrative, interpersonal, and conceptual. By comparing your scores, you can determine where
you have leadership strengths and where you have leadership weaknesses.

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.
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Scoring your seif-assessment:

 Circle the responses from your self-assessment Situation questions on the scoring sheet below.

© Add up each column to determine your preferred leadership style.
® We will discuss the differentleadership styles during the training session.
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