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1.0 [bookmark: _Toc107056602]
 Introduction 

The brief of this assignment is to discuss various aspects of leadership. This includes what leadership entails, and the difference between management and leadership's effect on organisations and the workplace. 
Where appropriate various theories, models, and frameworks will be considered by the student throughout. As leadership is a storied discipline encompassing many branches, the student will focus on topics that will range from ethics, motivation, gender, culture, and religion. This he considers being the heart of leadership issues at his workplace. The student will use case studies where appropriate as examples to demonstrate the student’s understanding of leadership.
Further, the student’s leadership capabilities will be examined using self-reporting questionnaires covering numerous aspects of leadership to ascertain his current standing and the practical options if any required to further his journey to leadership.
[bookmark: _Toc107056603]1.1 The student’s profile
The assignment will view leadership from an Asian perspective as the student is of Bangladeshi heritage. His place of employment is an Asian wholesaler that supplies to the catering trade and the local community. He currently occupies a role that can is termed ‘middle management’ within the accounts department. The results of self-reporting (Appendix A) suggest that the student generally confirms a democratic form of leadership that is situationally aware. With a strong bias toward ethics and gender egalitarianism. The result suggests that the student lacks a relational skill set. These results will set the tone for the student’s leadership going forward. 
[bookmark: _Toc107056604]1.2 The employer's profile
His employers occupy all senior positions of management and own a hundred percent of the business. Management structure and control are based on shares held and experience. The leadership approach is autocratic. Employees are of Bangladeshi heritage and males and Islam forms their core beliefs. Any reference to workplace leadership will be the opinion of the student based on many years of observation. 
[bookmark: _Toc107056605]2.0 Background

The traditional approach to leadership is the leader and follower where instructions are given that are expected to be complied with. 
Yukl (2008) examined over one hundred leadership styles and approaches and Northouse (2018) noted that modern organisations exhibit at least ten. This confirms that there is no one fits all leadership solution. That is dependent on the organisation's culture and aims.
Leadership has a symbiotic relationship between the organisation and its success. This is born from a leader's life story (George et al., 2007) that forms their values, beliefs, and culture and provide the drive for employee motivation. Leadership is not the preserve of the elite of any organisation but can and should exist throughout the organisation. Any leader worth his or her salt would leverage their abilities to the benefit of the organisation and its incumbents or ‘followers.’ These “followers are central to leadership because they are significantly involved in the negotiations central to the transactions of power, they have minds of their own” Burns (1978). Kotter, (1999) suggests leadership is about coping with change.
According to Burns (1978) “Leadership is the most observed and least understood phenomenon on earth”. John Adair (2003) advocated that ‘leadership is the most studied subject in the world and the least understood.’ This makes any definition of leadership problematic.
According to Drucker (2004), the best leaders exhibit differing abilities ranging from ‘personalities, attitudes, values, and strengths, they’re extroverted or reclusive, easy-going or controlling, generous or parsimonious, numbers or vision-oriented’. For Goleman (1998) the best and most effective leaders are those with the greatest emotional intelligence. These functions will allow a leader to acquire the knowledge to informed decisions, take effective action, and ensure accountability.
From an Islamic perspective, leadership ‘entails the process of inspiring and coaching voluntary followers to fulfil a clear shared vision (AlSarhi et al., 2014).
Ultimately, leadership should act in the interest of the organisation by negating politics, confusion, dysfunction, increasing certainty, aligning needs and performance (Lencioni, 2020), and do so through the power of persuasion, influence, and charisma to produce the desired results, supplemented by the motivation of followers to encourage them to achieve more and this, in turn, requires honesty, integrity, and a moral compass that is always true.
[bookmark: _Toc107056606]2.1 Role of Power in leadership
According to Kurt Lewin “Power among parties is determined by their current states, actions, and futures. This implies that power can be exercised, and can influence outcomes, but can also be defined as the potential to influence others” (Kovach, 2020).
Many types of leaders will be discussed by the student but the most powerful is the referent leader. First noted by French and Raven (1959) they identified five forms of power: legitimate, reward, coercive, expert, and referent. Later they added a sixth, information. Looking at the individual power bases the student's view of the current leadership power base is legitimate and coercive and to a lesser extent expert and information. The legitimate and coercive elements are according to French and Raven linked to culture, acceptance, and social structuring. This exacerbates the ‘power distance’ (more on that later) between leadership and followers. Reward and referent can be excluded as there is no reward-based system in place and the latter requires collaborative relationships with employees. As an employee, the student’s only redeeming power base is that of expertise and information. These deficiencies for all concerned preclude us from acting as role models. 
[bookmark: _Toc107056607]3.0 Leadership and Management

[bookmark: _Toc107056608]3.1 Defining leadership and management
To understand the difference, you need only read a quote attributed to Field Marshall Lord Slim who said on the matter ‘there is a difference between leadership and management. Leadership is of the spirit, compounded by personality and vision; its practice is an art. Management is of the mind, a matter of accurate calculation, its practice is a science. Managers are necessary: leaders are essential’ (Stewart, 1989). In short leaders have followers whereas managers have subordinates.
[bookmark: _Toc107056609]3.2 Difference between leaders and managers
Many would consider the differences between a leader and a manager to be slight. Often the two are intertwined. Nevertheless, there are differences in style and approach.
Firstly, there is a difference in vision. Leaders can be considered visionary; they set organisational goals on organisational needs and develop strategies to achieve this. Whereas managers whose function is to achieve these goals.
Secondly, leaders align where managers organise (Kotter, 1999). Leaders concern themselves with aligning and influencing followers for the good of the whole. Managers coordinate and process activities to reach the desired activities.
Another function that differentiates is that leaders ask what and why? Mangers, however, concern themselves with the how and when?
The final differentiator is position and quality. Leadership tends to be a position within an organisation that is achieved by what is accomplished regardless of the approach used. The manager tends to be a title that is part of his or her role that comes with the responsibilities. of their roles.
An interesting question that arises from this is, what is the student’s current position? As a previous business proprietor, the default position would be that of a leader. However, the business was a small venture employing seven so he would argue the role of manager was indeed a necessary component of leadership. That was in the past. The student occupies a middle-managers position, but does he lead? Vineet Nayar in a blog for the Harvard Business Review (Nayar, 2013) posed three questions the answers to which will identify the student’s role as either manager or leader. On reflection, the student would agree that his current position is as a manager and not a leader. Does the student add value or count it? As a person employed in accounts, the student metaphorically counts value. As for the second question, the student operates in a sphere of power as opposed to influencing a core tenet of a leader. People ask questions as opposed to the advice given. The answer to the third question is that the student role does not entail what would be construed as classic roles of a leader that is, to motivate and enable organisational success through follower engagement. The leader's role is the success of their followers that includes managers, and this juxtaposition is not part of his remit.
Another approach is the analysis of the roles the student conducts whilst performing his duties. Mintzberg (1989) sets out ten roles of a manager. On examination of these roles and their respective sub-categories of interpersonal, informational, and decisional the student considers himself fulfilling most roles if not all. 
The student’s current position offers the opportunity to emerge as a leader with the potential to be assigned to a formal position of leadership. That is down to his peers namely the business proprietors.
[bookmark: _Toc107056610]4.0 Approaches of Leadership
Leadership can be divided into a logical hierarchy of approaches and styles, and for practical reasons, all cannot be discussed by the student, therefore the most relevant will be mentioned.
[bookmark: _Toc107056611]4.1 Trait approach
According to Stogdill (1948), there are five traits that leaders exhibit: intelligence, dominance, self-confidence, energy and activity, and knowledge. According to Bass (1990), traits associated with leadership include self-confidence, sociability, intelligence, creativity, and determination, among others. Then there is McGregor’s theory (McGregor, 1960) although strictly not a leadership theory but a strategy of leadership behaviour.
However, others contend that these traits are not necessarily inherent in any potential leader (Stogdill, 1948) and are not considered the most effective approach to the discipline of leadership (Yukl, 2013).
Many of these traits are found throughout other approaches and leadership styles. Many factors can dictate this, but most will depend on the individual and the environment and it is suggested that leaders are born with these traits (Taylor et al., 2015). However, the student contends that traits can be substituted by abilities acquired as leaders emerge through the group development process as per Tuckman’s Group development model (McGrath & Bates, 2017). If the Prophet Muhammad were alive today, he would argue otherwise (AlSarhi et al., 2014).
[bookmark: _Toc107056612]4.2 Skills approach
This is an ability-based approach to leadership. In a sense, it is the opposite of the trait approach. The skills required can range from, problem-solving, active listening, relation-building, knowledge (Mumford et al., 2000), and emotional intelligence which according to Goleman et al (2002) is not only a skill but a leadership style.
[bookmark: _Toc107056613]4.3 Style approach
This approach is dependent on the decision-making style and different personalities. It focuses on what the ‘do’ and ‘how.’ Depending on the leader assorted styles can develop (Northouse, 2018). 
[bookmark: _Toc107056614]4.4 Contingency approach
This leadership considers context. The approach allows styles to be adapted to the situation at hand. When all parameters are coordinated leadership is at its most effective (Northouse, 2018). However, according to Fiedler’s Contingency theory (Indeed Editorial Team, 2019), leadership style is fixed and leaders should be placed in situations that match their style. 
[bookmark: _Toc107056615]5.0 Leadership style

Kurt Lewin and a group of his colleagues identified three basic leadership styles. Autocratic, democratic, and laissez-faire (Lewin et al., 1939). Since then, other distinct leadership styles have been identified, for example, consultative and collective (Vroom & Yetton, 1973). 
[bookmark: _Toc107056616]5.1 Transformational and Transactional leadership
The two are considered classic leadership styles (London & Sherman, 2021). Conceptually transformational and charismatic leadership are comparable (Shamir et al., 1993). Transactional leadership engages in deliberate social exchange whilst transformational leaders' raison d'être are motivation, intellectual heightening, and consideration of followers (Bass, 1990). Its emphasis is based on the association with followers that require the alignment of the goals of the organisation. Followers benefit from a sense of satisfaction and self-actualisation. Ethics are a key component for followers (Burns, 1978). 
Burns (1978) describes transactional leadership as an exchange relationship that fulfils the interest of the parties concerned. It is directed toward boosting organisation performance by focusing on tasks. Studies have shown that the two are not compatible (Northouse, 2018).
[bookmark: _Toc107056617]5.2 Servant leadership
This style is people-centred where the leader's priority is the need of their followers. According to Ehrhart (2004), servant leaders exhibit emotional healing, and empowerment, show interest in their follower's growth and success, have good ethics, and conceptual skills, and create value for an organisation. Servant leaders tend to be emotionally attuned to their followers and seen by them as role models (Brown et al., 2005) and according to Lencioni (2020), this is a responsibility-centred leadership. This form of leadership has been part of Islamic dogma since the inception of the religion.
[bookmark: _Toc107056618]5.3 Authentic leadership
Values form the basis of this leadership style, and such leaders understand successful organisations are those that have empowered leaders throughout (George et al., 2007). They know their strengths and weaknesses and act in the interest of the organisation and its followers, and this behaviour emerges from their life stories. Henderson and Hoy added that such leaders accept responsibilities regardless of outcomes, the non-manipulation of others, and are principled. Bass and Stiedlmeir have argued that authentic leaders and transformational leaders are the same and that Hannah and colleagues showed that these behaviours are transferable to followers and do so through their heightened self-awareness (Day, 2014). Being an authentic leader in the view of Collins (2001) would constitute a ‘Level 5’ leader. This may be viewed as the opposite of transformational leadership, but studies have shown these leaders can change organisations (Collins. 2001). 
[bookmark: _Toc107056619]5.4 Leader-member exchange leadership (LMX)
The student placed this theory in the style category even though it can be considered an approach as it involves a dyadic approach between leader and follower that entails many attributes of other leadership styles. LMX is the process of managing interpersonal relationships at work (Yukl, 2002) that requires the right emotions to be effective. Goleman et al (2013) noted that emotions are a prerequisite for social awareness and relationship management. However, building relationships is a costly endeavour both time and effort but making the effort will build trust in the relationship and reduce conflict. Other benefits? Katz et al (1950), confirmed that effective leaders form supportive relationships and do so in group settings, and set lofty goals. The process in effect is like a transactional relationship where per social exchange theory relations are initiated and reciprocated (Day, 2014).
[bookmark: _Toc107056620]5.5 Situational leadership
This form of leadership style is based on the prevailing circumstances and the environment as not all employees or followers are created equally, therefore their capabilities need to be considered (Henkel, & Bourdeau, 2018). Someone who is situationally aware will use all the tools of leadership to fit the circumstances. First proposed by Hershey and Blanchard (McGrath & Bates, 2017), their theory focused on a leader's behaviour that encompassed relationships, tasks, and effectiveness that utilised methods of directing, coaching, supporting, and delegation to achieve their objectives or as they explained the ‘behaviour pattern, as perceived by others, that a person exhibits when attempting to influence the activities of those others’ (Blanchard et al., 2001). In their view, situational leadership would motivate followers to fulfil unique needs that are advocated by Maslow’s Hierarchy of Needs, Hertzberg's two-factor theory, and McClelland’s needs theory (McGrath & Bates, 2017). Hence, the effectiveness of leadership is directly correlated to the motivation of their followers. It provides a balance between task and relational behaviour (Henkel & Bourdeau, 2018) as opposed to John Adair’s situational model (Thomas, 2004) which is more of an approach than a style. Equally, the theory of Behavioural Complexity in Leadership (Hooijberg 1996) posits that leaders can engage in selective behaviours based on the situation at hand, a capability referred to by Hooijberg as “behavioural differentiation.”
[bookmark: _Toc107056621]5.6 Ethical leadership
A characteristic all leaders should possess is ethics. The theories that relate to ethics are transformational, transactional (Northouse, 2018), and servant leadership (Greenleaf, 1977). According to Northouse (2018) “ethics is central to leadership because of the nature of the process of influence, the need to engage followers in accomplishing mutual goals, and the impact leaders have on the organization’s values”. Good ethics are based on values, beliefs, and culture. The student was born in the U.K and his sense of morality is different from his work peers. Most were born in Bangladesh and have inherited the business acumen of both their parents and cultural heritage. Bangladesh is not renowned for practicing good ethics, it is 177 out of 190 among the worst countries to do business. In comparison, the U.K is seven (Dow Jones, 2022). The student's observation of ethical standards in his workplace has been found wanting and this transcends the business. Poor ethics can create further problems. Specifically, trust. Part of the characteristics of trust is ability, benevolence, integrity, and predictability (Dietz & Den Hartog, 2006). It is the latter two that can be detrimental to a leader's ability to engage the followers. Followers need to feel that their leader has integrity and that is predictable. If those are not present, then the former two cannot exist. Trust requires leaders to show their good nature to circumvent this situation however, this requires a moral compass pointing true. This ethical leadership is akin to an authentic or transformational leadership style (Brown, & Treviño, 2006), the adoption of which would be an appropriate solution. Organisations such as the John Lewis Partnership have demonstrated this possibility by ingraining trust throughout their structure and culture (Hope Hailey et al., 2014). 
Burns (1978) considers leaders with high ethical standards to be transformational and some such as Wernsing and Peterson it is a repertoire of authentic leaders (Day, 2014). The student's assessment of his leadership capabilities bears out the latter but not the former. 
[bookmark: _Toc107056622]6.0 The Asian perspective
The student has discussed various aspects of leadership but what are the practical implications for the student. The summary in Appendix A shows the student’s tendency to be situationally aware of who is willing to facilitate outcomes. Looking at the student’s workplace how can the student apply this knowledge to the workplace in the various situation where the student feels leadership is required. At present, the student’s view is that of a reward-centred leadership, based on status, power, and money and according to Lencioni, 2020, these leaders either delegate, abdicate, or ignore the responsibilities, and is an indication of an improper motive of leadership. The autocratic leadership style eliminates delegation, micromanaging, and controlling situations and negates abdication, so the conclusion is the lack of responsibilities.
[bookmark: _Toc107056623]6.1 Culture and Religion
The casual observer may have noticed that leaders tend to collaborate with people who look like them and originate from the same culture and geographic location. However, the very nature of the student’s workplace has meant that the leaders and management deal and associate with people from differing backgrounds beliefs, and cultures. Most encounters are external be it suppliers, professionals, or customers. Cross-cultural research has demonstrated that people prefer different leadership behaviours and approaches (Hanna, 2021). House’s cross-cultural leadership theory asserts that a leader's behaviour varies by culture. This implies a leader is capable of change if required (House et al.,1997).
Cultural differences usually are seen through the eyes of the beholder. However, all cultures whether geographically or organisationally are dictated by the values, and beliefs of their respective homogeneous background. The primary studies conducted on leadership and culture are those of Smith and Peterson (1988) and GLOBE (2020). All other studies stem from them, including Hofstede’s cultural dimensions (Hofstede Insights, 2022). The salient points according to Hofstede are, that Bangladeshi ‘people accept a hierarchical order in which everybody has a place, and which needs no further justification. Hierarchy in an organization is seen as reflecting inherent inequalities, centralization is popular, subordinates expect to be told what to do and the ideal boss is a benevolent autocrat’ and on masculinity, he says ‘people “live in order to work”, managers are expected to be decisive and assertive, the emphasis is on equity, competition and performance and conflicts are resolved by fighting them out’ and on indulgence, he says ‘people with this orientation have the perception that their actions are Restrained by social norms and feel that indulging themselves is somewhat wrong. In comparison, the United Kingdom is the opposite. A study conducted by McKinsey Consulting suggests that these are the norms for countries of Asian ethnicity (Barsh et al (2012). 

The other factor that influences leadership in the student’s workplace is Islam. Various aspects of which are easily related to what is termed leadership in academia. The Quran about leadership states ‘each of you is a guardian and is responsible for his subjects’ (Saheeh al Bukhari: 212) and is anchored in the pillars of accountability and trust (Abdallah et al., 2019). Islam preaches shared leadership and the Prophet Mohammad, functioned as a servant to his followers. To his followers, he was considered a transformational leader, so much so that Hart (1978) ranked him as the most influential leader of all time because he had over fifty leadership qualities (Adair, 2010. According to AlSarhi et al, (2014) ‘leadership is an honourably moral activity and a process of communication towards the achievement of a goal. Leaders are primarily distinguished from their followers by the knowledge they have, their commitment to the Islamic principles, and their greater moral values.’ The affinity to many leadership models and theories is patently there for all to see. 

Cultural and religious indifferences tend to have unforeseen side effects whether implicit or not. Some of which the student will discuss below.
[bookmark: _Toc107056624]6.2 Gender and diversity
One aspect where the student feels leadership is sorely lacking in women's representation in the workplace. As mentioned above culture and religion play a great part in this situation. Both are used as an excuse to exclude women and by association the lack of diversity to upend women’s ability to lead. This is down to discriminatory behaviour that has been proven by research (Eagly & Chin, 2010). The irony is that business owners hail from Bangladesh a country whose leadership has had two female prime Ministers for 39 years and counting since independence in 1971 (Banglapedia, 2021). Yet Bangladeshi women occupy only seven percent of businesses headed by women (Hoque & Islam, 2022). That is seven percent more than the student’s workplace. The problem has Senge (2006) noted women leaders are “…people who do not come from the traditional centres of power but the cultural, economic, and demographic periphery…”. In the context of Bangladesh, a poor nation women exist on the periphery by tradition. Even the ascendence of Khaleda Zia, Bangladesh’s first female Prime Minister was opposed by religious and right-wing parties (Chowdhury, 2008). It seems to the student that this attitude and beliefs are prevalent in the workplace. 
[bookmark: _Toc107056625]6.3 Ethics
For the student, this is an ethical issue and by virtue, gender bias rears its ugly head. This dimension of leadership is crucial to a health organisation. Current workplace leadership’s autocratic leadership style dictates no deviation from what they perceive as cultural norms. From the outside, this is a propensity to be with those like ‘you’ (Day, 2014) Leader-member exchange theory suggests the interaction between leaders and followers specifically the dyadic nature of the relation can influence employee outcomes. By this reasoning, the leadership by not diversifying gender equality is weakening their leadership capabilities. There are no discernible differences between men and women in leadership roles (Eagly & Johnson, 1990 (Hyde, 2014).). This shows a lack of understanding of leadership
The student’s leadership profile suggests he would facilitate and promote women to leadership roles through the adoption of a mentoring program. Such a program works both ways as LMX relationships allow leaders to serve as mentors (McManus & Russell, 1997). Research shows this helps women overcome barriers to leadership (Raggins, 2007). Still, this would be difficult to enact due to cultural and religious indifference. Women face barriers to leadership roles when compared to their male compatriots (Day, 2014). 
The ideal situation at the student’s workplace is that the leadership adopt a situational leadership style founded on higher forms of relationship building that when combined will allow leaders to command their followers through referent power.
[bookmark: _Toc107056626]7.0 Solutions/Recommendations.

The student’s employer's leadership modus operandi has been discussed. The focus of which has been the more salient points that the student felt the leaders lacked either the skills or knowledge for great leadership. With that in mind, how would the student remedy the current position? The spotlight will be on the grievances. 
The ethical position is a difficult problem to navigate. Ethical leaders tend to be ‘proactively involved in influencing the ethical behaviour of their followers, often in a transactional way’ (Day. 2014). Leaders with good ethical standards will by default follow the ‘Five principles of leadership’ (Northouse, 2018). For that, a leader needs to adopt an authentic leadership style if he or she is to gain the trust and respect of followers. This needs to be communicated effectively too. Research has shown that good ethical practice benefits profitability (Eisenbeiss et al., 2015). So doing away with ‘dubious’ business practices surely is the way forward. The student's leadership style (Appendix A) lends itself to this situation and his ethical standards mean he can ‘walk the talk.’ For him, this is a reputational issue. The current ethics are driven by profit and this form of ‘ethical egoism’ must move to ethics dictated by ‘altruism’ (Northouse, 2018). 
Larger organisations could adopt an ethics officer as a check and balance to stymie any ethical issues that may arise. As a smaller business venture where cost can be an issue self-leadership is the most practical solution. This requires self-awareness and therefore, emotional intelligence for change. A leader that is both will inevitably in the student’s opinion act in the interest of the followers in doing so they will adopt Robert Greenleaf’s Servant leadership (Greenleaf, 1977) approach. Having sound ethics throughout an organisation improves commitment and morale (Ruiz et al., 2011).
Leader-Member Exchange theory is an option to remedy the diversity issue in the workplace. Doing so will make a leader more effective. Leadership could argue that having a diverse workforce rather than a homogeneous group be it male-dominated could be detrimental (Nishii & Mayer, 2009).
The issue of gender should be solved by the addition of women to the workforce. The student would adopt an initiative-taking approach and stated previously use a mentoring program to encourage women to positions of leadership. As per LMX theory relations need forming. This is not a problem for the student whose ‘western’ mentality is not fettered by cultural and religious baggage. Bringing women to the fore will function as a check and balance to the men's autocratic leadership style as women tend to be democratic (Eagly & Johnson, 1990). 
Employing more women would be the first step as this would go some way toward solving the issue of diversity. Team building should be encouraged as a way of reducing power distances between leadership and employees. That requires relation-building, effective communication, active listening, and feedback. 
An approach that can solve most if not all of the above is through job design. This is a ‘practical approach to reducing job dissatisfaction and enhancing the motivational potential of a job’ (Liu et al., 2022). The principles are based on Taylorism (Taylor, 1911). This will involve leadership who needs to change. Otherwise, the hierarchal structure of leadership will remain. The idea is to adopt a flat leadership structure that many organisations are trending towards (Hanna, 2021). The main purpose of job design is to optimise work processes that encourage responsibility in leadership roles it is in effect an influencing mechanism. Leaders lead by influence and job design is a method to do so. This will support organisational goals and profit. Having included women in the workforce is one thing but a male-dominated workforce needs to break down its mental bias and work together. That requires encouragement and by association motivation. A way of doing so is ‘alignment.’ Daniel Vasella of Novartis fame practiced this as a way of removing change obstacles (George, 2003). 
Motivation comes in various guises, and most are based on human needs. It is often tied to a leader's power base and is a method to motivate employees. As a situational leader various power bases should be considered. The student’s observation of his workplace paints a dire picture. Employees lack motivation as the pursuit of profit is all. The needs and wants of employees are not considered. Authority has never been delegated within the organisation only responsibility (Handy, 2007). This patently needs to change what motivation is needed will be not discussed only the how. There are as with most things in academia myriad theories and models of motivation. The two models that the student finds interesting are those proposed by Deci and Ryan’s self-determination theory (Ryan & Deci, 2000) and the more modern variant built on their works by Hackman and Oldham’s job characteristic theory (Hackman, 1980). What is of interest is that the former discusses autonomy and relatedness. The two may sound contradictory however, the former belies empowerment, and the latter harks back to LMX theory. The latter model canvasses the notion of task significance and feedback. Without feedback, leadership cannot know if the role is important to an employee. This may require job enrichment allowing employees more control of their tasks. Either way job rotation is a way to feed someone into a role that they feel comfortable with. It has the added advantage of reducing stress levels (Rissén et al., 2002) that the student knows too well. 
Motivation is often tied to delegation. Delegation is defined as ‘the transfer to a competent individual, of the authority to perform a specific task in a specified situation’ (NMC, 2019). Delegation is one of the four styles of a situational leader. It increases the credibility of the leader, promotes efficiency, and flexibility, promotes teamwork (Muir, 2006), increases the effectiveness of a leader (Drucker, 2004), and supports leadership. 
Drawbacks? There could be the reluctance of leadership to divest control and authority to peers, plus there is a health and mental well-being issue if a leader retains too much control. This may be considered a form of Laissez-Faire leadership. Research suggests that men are more likely to consider it as such and women less so (Norris et al., 2021). The irony is that the lack of women in the workplace can compound this notion.
There is the issue of accountability too. Will an employee be prepared to take ownership of tasks delegated as Connors et al (2010) noted? Delegation is a learning and development outcome for leadership. As such, when a task is delegated leadership needs to communicate that there is a duty of care. Situations may arise that have legal implications for both the individual and the organisation (Griffiths, 2022). One of the best tools is S.M.A.R.T objectives and delegation must be assigned to a competent employee (RCN, 2022). 
[bookmark: _Toc107056627]8.0 Case study

The above discussions relate to the student’s interpretation of leadership and that of his workplace. The former is a theoretical hypothesis of the student’s ability to lead whereas the latter is the current workplace leadership approach. They are two related scenarios, however, what would be interesting is how a third-party approaches leadership. The following will set out the student’s view of Ricardo Semler’s leadership. The applicable sources of information from Semler (1989), Maddux et al., (2014), and Semler (1993) will form the base of the student’s discussion of his approach.
Ricardo inherited his father's business at an early age, and some would say that he was set up to fail just to prove a point. The student argues that this was a leap of faith on the part of his father, he trusted him enough to at the very least try to succeed. The business was run as a fixed autocratical hierarchy with power distances to match. This was a hindrance, so much so that it led to the firing of many in top management. Later he bought on board Clovis da Silva Bojikian who was a kindred spirit in Selmer’s mould. The two set about changing the business. This led to a dramatic change in the direction of managing various aspects set out in the ‘Semco Survival Manual.’ The student is not going to discuss each aspect in length only delve into those that can concern the student’s workplace. The crux of Selmer’s approach was the democratising of leadership through participation. He did so by allowing employees to set their hours, timetable, how they dressed, employment rules, feedback, and evaluations and instigated a level of employee transparency that was unheard of at the time. The idea was to put the problem-solving decision in their hands. Admittedly there teething issues but the results in company performance speak for themselves. 
This was achieved through motivation by increased participation, this is backed up by Lawler (1973) that suggests that employee involvement increases performance. Employee empowerment management was introduced which led to changes in ‘social architecture’ (Senge, 1994) that led formed self-managing teams.
One aspect of Selmer’s approach was the introduction of ‘flex-time.’ This is not too dissimilar to the student’s workplace. It exists not at the behest of leadership but out of necessity. It is a consequence of the recent COVID-19 pandemic. Indeed, this approach is becoming more prevalent as more businesses understand the benefits of doing it. An experiment has recently commenced in the U.K to gather more data on this approach (Kuta, 2022).
Another aspect that Ricardo endeavoured to change was the work environment. His was a more superficial way of doing so. The idea was to break down stereotypes. When this logic is applied to the student’s workplace the lack of women in the workplace let alone in leadership roles seems at odds with Selmer’s approach. Selmer redesigned the workplace and instigated role rotation and used this to empower women by placing women in various programs to promote them and were known as ‘Semco women.’ The lack of women means hinders this approach in the student’s workplace.
There is one aspect of Semler’s approach that whilst worthy would be difficult to replicate and that is the reduction in the layers of management. Due to the autocratic nature of leadership management layers are kept to a minimum. The workplace needs to do the opposite by increasing management layers, not by employing outsiders but by empowering employees to make decisions and this requires delegation. This means relinquishing control through the adoption of a matrix structure of management like Semco’s. Authority needs to move to employees however, they also need to take ownership of the decisions they make. Will they want to? According to McGregor (1960), there are two types of employees, those that dislike responsibilities (Theory X) and those that do (Theory Y). 
Unfortunately, it is easier for leadership to operate a blame culture (Gorini, 2012) to exert control. This ‘emotional labour’ wastes a lot of time and effort (Gabriel, 2015). It impacts employee behaviour including indifference and disengagement doing the opposite will increase morale and motivation (Khatri & Hicks, 2009). Finger-pointing will stop if all move to a position of accountability and alignment thus avoiding what Connors et al. (2010), termed the victim cycle. 
Looking at Semler’s ‘life story’ you can see that upbringing, environment, focus, networks, and alliances (Elliot & Stead, 2008) have influenced his leadership approach. This formed the foundation of his leadership style of integrity, transparency, support, relationships, creativity, emotional intelligence, and communication all traits of a transformational leader that validate LMX theory.
The student has mentioned that workplace leadership should adopt a flat leadership structure like that espoused by Semco. However, the student’s workplace follows a traditional leader-follower style structure, however, Marquet (2015) this is all good and well if leaders do empower followers otherwise, they will remain as followers and not leaders.
[bookmark: _Toc107056628]9.0 Concluding thoughts

All successful leaders should have the ability to identify and apply the appropriate strategy at the right time that should benefit all stakeholders. Or in the words of Yukl (1994), ‘it has been a long-held belief that the major factor which distinguishes successful organisations from their less successful counterparts is the presence of dynamic and effective leadership.
According to Rooke and Torbert (2005), every business needs a transformational leader, and Bass and Vanderberghe (1999) would add a transactional leader, and this, in turn, requires empathy towards employees, and emotional construct (Salvovey & Mayer, 1990). Whilst the student does not argue with these premises he would add the current workplace leadership needs to get the basics right first before diving into the deep end. After all, poor leadership can hinder an organisation and impact its ability to generate innovative ideas and solutions. This had led to the failure of many organisations (Ibrahim & Daniel, 2019). 
Many attributes of a leader are not too dissimilar to a learning organisation. According to Senge (2006), a learning organisation needs to master five disciplines of those shared vision, system thinking, mental models and personal proficiency are qualities akin to a leader's capabilities. The student’s view is that the workplace sadly does not fulfil these criteria. To demonstrate this look at the issue of women leaders in the workplace. Senge (2006) suggests that women leaders are “...people who do not come from traditional centres of power but from cultural, economic, and demographic periphery …”, unfortunately, the current mindset of the student’s employers is where they will stay. They use ‘socially constructed taboos’ (Sinclair, 2005) and roles predicated by culture and religion as an excuse for leadership failings. This lacks foresight and according to Greenleaf (1977), this is tantamount to ethical failure. Research has demonstrated that women's leadership can enhance organisation (Catalyst, 2008).  

Meta-analysis has demonstrated that leaders tend to be extroverts (Spark et al, 2017). The student’s journey through life has taken him from being an introvert to an extrovert. This was not a natural progression but a necessity. Studies have shown that leaders who exhibit extraversion make effective leaders (Spark et al., 2018). This is borne out by the assertion that most organisations do not have leadership that is considered charismatic or visionary, ‘traits’ that are considered an ingredient of being an extrovert and both do remove failure from the equation (Yukl, 2008). However, the defining reason the student grew into a leadership role is simply starting his own business that required both leadership and management skills. The results of the self-reporting questionnaire bear this out and the student considers it a true reflection of his leadership standing.
A crucial point to note is that poor leadership can affect career progression and for example, if there were any transgressions by leadership at any level of an organisation could lead to dismissal (Wu, 2004). There is a rise in investor activism that has forced leadership change over the years (Parekh, 2020) If this is taken to its logical conclusion, leadership needs to take into consideration his or her followers who they serve, and it is them that a leader is accountable to. 
Moreover, the student’s advocation of a blend of situational and leader-member exchange leadership as his solution to workplace change does not necessarily follow that it will succeed. A study by Lieberson and O’Connor attests that leadership does not enhance organisational performance because of situational factors, so the choice of situational approach may not be right as they stated it is these situational factors that hold back leadership (Wernicke, Sajko & Boone, 2021). Just goes to show there is no set formula for leadership.
Finally, when it comes to leadership the average person on the street would find it difficult to name excellent CEOs of well-led companies or organisations unless they exist in that realm. Instead, the consensus would be that most can name those in the limelight be it in the media and or social networks, examples of which are the likes of Richard Branson and Elon Musk in business, Gareth Southgate in sport, or historical figures of the past such as Martin Luther King Jnr, Mahatma Gandhi and Nelson Mandela, all excellent leaders no doubt, transformational too and the latter exemplify servant leadership but, their leadership is focused on a single aspect of their life be it business, sport, or freedom. However, the student would argue there is one leader that stands above them all: God. God no matter what religion you believe in transcends all boundaries and to believers, he possesses all the virtues that even an academic in the field of leadership would recognise, integrity, values, principles, ethics, fairness, and authenticity. In the interest of veracity, the student is not a pious person, therefore, his opinion is subjective. 
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Appendix A – Summary of Leadership Self-reporting questionnaires

1. CONCEPTUALISING LEADERSHIP QUESTIONNAIRE
HIGHEST SCORE – SKILL, BEHAVIOUR, PROCESS
LOWEST SCORE – ABILITY, RELATIONSHIP, TRAIT
SUMMARY 
Score indicate the student is a problem solver that delivers goals by adopting a practical approach. Does not have natural abilities and lacks relationship building nuance, an introvert. 


2. FOLLOWERSHIP QUESTIONNAIRE
HIGHEST SCORE – INDEPENDENT = 44
LOWEST SCORE – ACTIVE ENGAGEMENT = 51
SUMMARY 
The scores indicate that the student has exemplary fellowship style. This indicates he has the mindset to follow.




3. TASK AND RELATIONSHIP QUESTIONNAIRE
HIGHEST SCORE – TASK = 47
LOWEST SCORE – ACTIVE ENGAGEMENT = 42
SUMMARY 
The scores are close. However, the student is more goal orientated and lacks people skills. This validates the results of Q 1.


4. TEAM EXCELLANCE AND COLLABORATIVE TEAM LEADER QUESTIONNAIRE
HIGHEST SCORE – N/A
LOWEST SCORE – N/A
SUMMARY 
The scores indicate student is an effective leader that is able to delegate tasks with followers having high empowerment levels to execute tasks. 



5. LEADERSHIP STRENGTHS QUESTIONNAIRE
HIGHEST SCORE – ANALYTICAL, IMPLEMENTOR, INNOVATOR = 33, 26, 24
LOWEST SCORE – MEDIATOR = 22
SUMMARY 
As with the above, the result of this questionnaire confirm that the student is inclined towards a leadership that is cognitive and practical. Again, as with other scores the lack of mediation skills indicates the student is not confident in relation building. 



6. LEADERSHIP VISION QUESTIONNAIRE
HIGHEST SCORE – VISION = 45
LOWEST SCORE – N/A
SUMMARY 
The scores indicate that the student is set directions and goals, abilities needed for someone who is a pragmatist.



7. LEADERSHIP TRAIT QUESTIONNAIRE
HIGHEST SCORE –  = x 5
LOWEST SCORE – N/A
SUMMARY 
The scores indicate that the student is diligent and ethical. Relations scoring are lower again. The average results (not included)  of five respondents who completed the questionnaire were within 2% of student’s results thus, confirming the results.


8. MULTIFACTOR LEADERSHIP QUESTIONNAIRE
HIGHEST SCORE – TRANSACTIONAL
LOWEST SCORE – PASSIVE/AVOIDANT
SUMMARY 
The results confirm that the student is not a natural leaders more of an emergent one as with previous interpretations the transactional leadership style seems accurate.



9. LEADERSHIP BEHAVIOUR QUESTIONNAIRE
HIGHEST SCORE – TASK 50
LOWEST SCORE – RELATIONSHIP 50
SUMMARY 
The scores indicate that the student is capable of adapting behaviour to suit the situation. Previous scores have indicated low capability of relationship building, however, this results that the student has social-awareness to do so. 


10. LEADERSHIP SKILLS QUESTIONNAIRE
HIGHEST SCORE – ADMINISTRATIVE 27
LOWEST SCORE – INTERPERSONAL 25
SUMMARY 
The scores confirm previous results of Q9



11. LEADERSHIP STYLE QUESTIONNAIRE
HIGHEST SCORE – DEMOCRATIC 25
LOWEST SCORE – LAISEZ-FAIRE 14
SUMMARY 
The scores indicate that the student is capable of delegating and empowering followers but can adapt style if necessary. The authoritative score indicates the student is decisive.


12. LEADERSHIP TRAIT QUESTIONNAIRE
HIGHEST SCORE –  x 5
LOWEST SCORE – N/A
SUMMARY 
The scores indicate that the student is diligent and ethical. Relations scoring are lower again. The average results (not included) of five respondents who completed the questionnaire were within 2% of student’s results thus, confirming the results.


13. SITUATIONAL LEADERSHIP QUESTIONNAIRE
HIGHEST SCORE – N/A 
LOWEST SCORE – N/A
SUMMARY 
The results indicate that the student is adaptable in nature. Indicating he is aware of his surroundings and able change leadership style to suit.


14. SERVANT LEADERSHIP QUESTIONNAIRE
HIGHEST SCORE – 28
LOWEST SCORE – 13
SUMMARY 

With an average score 23 indicates that the student is capable servant leadership. However, with a low score of creating value the student shows an inability to build value for communities. The seems the lack of relationship building is the reason why. 

15. PATH-GOAL LEADERSHIP QUESTIONNAIRE
HIGHEST SCORE – DIRECTIVE 15
LOWEST SCORE – SUPPORTIVE/ ACHEIVEMENT ORIENTATED 13
SUMMARY 
The scores indicate that the student prefers a more directive style, with participative being the least used approach. This indicates that the student prefers to delegate.


16. LMX 7 QUESTIONNAIRE
HIGHEST SCORE – 31
LOWEST SCORE – N/A
SUMMARY 
The scores indicate that the student exhibits high quality leader member exchange. This is odd result considering the other relational results are weak. This score could be the result of different interpretation of the question or simply confirm that the situational awareness allows for change for better relations management.


17. AUTHENTIC LEADERSHIP SELF-ASSESSMENT QUESTIONNAIRE
HIGHEST SCORE – INTERNALISED 20
LOWEST SCORE – BALANCE PROCESSING 16
SUMMARY 
The scores indicate that the student is reflective and self-effacing that portrays genuine side of his character.


18. ETHICAL LEADERSHIP STYLE QUESTIONNAIRE
HIGHEST SCORE – DUTY ETHICS 7
LOWEST SCORE – UTILITARIAN ETHICS 2
SUMMARY 
Only two categories received a score. This indicates that the student ethics are imbedded and not subject to change. He views ethics in a black and white spectrum and leads by example. 


19. DIMENSIONS OF CULTURE QUESTIONNAIRE
HIGHEST SCORE – PERFORMANCE ORIENTATED 7
LOWEST SCORE – GENDER EGALITARIAN 3
SUMMARY 
The results a varied. The performance orientated score indicates and confirms that the student is task orientated and the gender egalitarian score confirms that the student lacks bias towards women and is more inclusive therefore, democratic. The power distance score confirms the student’s in ability for social interaction and the future orientation being below average suggests the student is forward thinking.


20. GENDER-LEADER IMPLICIT ASSOCIATION TEST
HIGHEST SCORE – N/A
LOWEST SCORE – N/A
SUMMARY 
The difference in time between the result of Trial A (28.5s) and Trial B (25.5s) of three seconds suggests the student does not associate women to ‘tradition’ roles and see women as a natural fit for leadership. This result confirms the requisite score above (Q20). Further, culturally, the student is counter intuitive to Bangladeshi cultural patterns.


2 | Page

image1.jpeg
PRIFYSGOL CYMRU ———
S Y Drindod Dewi Sant
UNIVERSITY OF WALES

Trinity Saint David





image2.emf

Chapter | Understanding Leadership 15

1.2 CONCEPTUALIZING LEADERSHIP QUESTIONNAIRE

Purpose
1. Toidentify how you view leadership

2. To explore your perceptions of different aspects of leadership

Directions

1. Consider for a moment your own impressions of the word /eadership. Based on your experiences with leaders
inyour lifetime, what is leadership?

APPLICATION

2. Using the scale below, indicate the extent to which you agree or disagree with the following statements about
leadership.

Strongly . Strongfy

disagree  Disagree Neutral Agree agree

1. When i think of leadership, | think of a person with 1 2 4 5
special personahty traits.

2. Mugchlike playing the ;:»idmy o tenms, leadersmms
~ leamed abil sty o

©

3. Leadershlp requires knowledge and know how. 1 2 3 4
4, Leadershxp zsabautwhsi g:&e:@ieda rather thanwho Ge e 3 4
they are T : o

5. Followers can influence the leadership process as
much as Ieaders

&, Lcad@rshap is abou’tthe process Qfmﬁumﬁag m’& :

7. Some people are bornto be leaders.
8. Some ;::oople hﬂve the natural abifity to be eaders 33.'1. o

9. The key to successful leadership is having the right
skills.

10. Leadershipis bestdescribed by whatleaders do. ‘

1. Leaders and followers share in the leadership
process.

12 Leadersh:p isa serxes c;f actrrms cﬂreu’ﬁez:i ts;ma
positive ends:

13, Aperson needs to have certain traits to be an
effective leader.
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1.2 CONCEPTUALIZING LEADERSHIP QUESTIONNAIRE

{continued)

Strongly Strongly |

disagree  Disagree  Neutral Agree agree

18, Leadership does not rely on the leader alone butis
~ aprocess involving the leader followers, and the
- situatiorn. e e S

i
;E Everyone hasthecapacitytobealeader. 4 @ s 5
g 15. Effective leaders are competent in their roles. 1 2 3 4 ( 5 )
ﬁ 16, The essence of leadership isperforming tasks and et 3 4 . :
o] dealing with people. L S :
17, Leadershipis about the common purposes of leaders 1 2 3 4 @
and followers.

19.  People become great leaders because of their traits.

4 5

'20, People can develop the ability to lead. 4 @ |
21.  Effective leaders have competence and knowledge. 1 2 3 4 C5>

22. Leadershipis abouthow leadersworkwithpeopleto 1~ 2 3 4 : @ bl
' accomplishgoals, - o S : ' raed

23. Effective leadership is best explained by the leader— 1 2 3 @ 5

follower relationship.
94, Leadersinﬂuamaeandaréiﬁﬁﬁxfmmﬁ 'yifo}ia@ersf i Vg 5

Scoring

1. Sumscores onitems 1, 7,13, and 19 {trait emphasis)

2. Sumscoresonitems 2, 8, 14, and 20 (ability emphasis)

3. Sumscores onitems 3, 9, 15, and 21 (skill emphasis)

4. Sumscores on items 4,10, 16, and 22 (behavior emphasis)
5. Sumscores onitems 5, 11, 17, and 23 (relationship emphasis)

6. Sumscores onitems 6, 12, 18, and 24 (process emphasis)

o,
%{é’;‘ Visit edge.sagepub.com/northouseintrede for a downloadable version of this questionnaire.
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1.2 CONCEPTUALIZING LEADERSHIP QUESTIONNAIRE

{continued)

Total Scores

1. Traitemphasis: _._LQ.___

Ability emphasis: &; (e

Skill emphasis:

2

3 S

4. Behavioremphasis: \&AA
5. Relationship emphasis: _“3—_ ........
&

Process emphasis: __\7—

Scoring Interpretation

The scores you received on this questionnaire provide information about how you define and view leadership. The
emphasis you give to the various dimensions of leadership has implications for how you approach the leadership
process. For example, if your highest score is for trait emphasis, it suggests that you emphasize the role of the
leader and the leader’s special gifts in the leadership process. However, if your highest score is for relationship
emphasis, it indicates that you think leadership is centered on the communication between leaders and followers,
rather than on the unique qualities of the leader. By comparing your scores, you can gain an understanding of the
aspects of leadership that you find most important and least important. The way you think about leadership will influ-
ence how you practice leadership.

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.

APPLICATION
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LEADERSHIP INSTRUMENT

As discussed earlier in this chapter, Kelley (1992) developed a typology that
categorized followers into one of five styles (exemplary, alienated, conform-
ist, passive, and pragmatist) based on two axes (independent thinking and
active engagement). These different dimensions of followership became the
basis for Kelley’s Followership Questionnaire, a survey that allows follower-
ship style to be determined through an empirical approach, rather than
through observation.

Followership Questionnaire

instructions: Think of a specific leader—follower situation where you were in
the role of follower. For each statement, please use the scale below to indi-
cate the extent to which the statement describes you and your behavior in
this situation.

Key:
0 1 2 3 4 5 6
Rarely Occasionally Almost
Always
1. Does your work help you fulfil some societal goal or @1 23456
personal dream that is important to you?
2. Are your personal work goals aligned with the 0123 4@6
organization’s priority goals?
3. Are you highly committed to and energized by 0123 4(5)6
your work and organization, giving them your
best ideas and performance?
4. Does your enthusiasm also spread to and energize your 01 2@4 56
coworkers?
5. Instead of waiting for or merely accepting what the 0123 4@6

leader tells you, do you personally identify which
organizatjonal activities are most critical for achieving
the organization's priority goals?

6. Do you actively develop a distinctive competence in those 01234 5@
critical activities so that you become more valuable to the
leader and the organization?





10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

Chapter 12| Followership 327

When starting a new job or assignment, do you promptly
build a record of successes in tasks that are important to
the leader?

Can the leader give you a difficult assignment without
the benefit of much supervision, knowing that you will
meet your deadline with highest-quality work and
that you will “fill in the cracks” if need be?

Do you take the initiative to seek out and successfully
complete assignments that go above and beyond your job?

When you are not the leader of a group project, do
you still contribute at a high level, often doing more
than your share?

Do you independently think up and champion new ideas
that will contribute significantly to the leader’s or the
organization's goals?

Do you try to solve the tough problems (technical or

organizational), rather than look to the leader to do it for you?

Do you help out other coworkers, making them look good,
even when you don’t get any credit?

Do you help the leader or group see both the upside
potential and downside risks of ideas or plans, playing the
devil’s advocate if need be?

Do you understand the leader’s needs, goals, and
constraints, and work hard to help meet them?

Do you actively and honestly own up to your strengths and
weaknesses rather than put off evaluation?

Do you make a habit of internally questioning the
wisdom of the leader’s decision rather than just doing
what you are told?

When the leader asks you to do something that runs
contrary to your professional or personal preferences,
do you say “no” rather than "yes"?

Do you act on your own ethical standards rather than the
leader’s or the group's standards?

Do you assert your views on important issues, even though it

might mean conflict with your group or reprisals from the leader?

012345@

012345@
01234@5
01234(5;‘5
01234@6
0123@56
0123 4()6
01234(F)s
012346
0123@56
0123@56
012345@)
0123456
01234(E)s

SOURCE: Excerpts from The Power of Followership by Robert E. Kelly, copyright © 1992 by
Consultants to Executives and Organizations, Ltd. Used by permission of Doubleday, an
imprint of the Knopf Doubleday Publishing Group, a division of Penguin Random House
LLC. All rights reserved.
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Scoring

The Followership Questionnaire measures your style as a follower based on
two dimensions of followership: independent thinking and active engage-
ment. Your responses indicate the degree to which you are an independent
thinker and actively engaged in your follower role. Score the questionnaire
by doing the following. Your scores will classify you as being primarily one of
the five styles: exemplary, alienated, conformist, pragmatist, or passive.

1

Independent Thinking Score: Sum of questions 1, 5, 11, 12, 14, 16, 17, 18,
19, and 20

Active Engagement Score: Sum of questions 2, 3, 4, 6, 7, 8, 9, 10, 13,
and 15

Exemplary Followership Style: If you scored high (above 40) on both independent
thinking and active engagement, your followership style is categorized as exemplary.

Alienated Followership Style: tf you scored high (above 40) on independent thinking and
fow (below 20) on active engagement, your followership style is categorized as alienated.

Conformist Followership Style: i you scored low (below 20} on independent thinking and
high {above 40) on active engagement, your followership style is categorized as conformist.

Pragmatist Followership Style: If you scored in the middle range (from 20 to 40) on both
independent thinking and active engagement, your followership style is categorized as
pragmatist.

Passive Followership Style: If you scored low (below 20) on both independent thinking
and active engagement, your followership style is categorized as passive.

EXEMPLARY High High
AL;ENATEé Fel it L
CONFORMIST Low ; High
?RAGMATI%“{ - - Middling Middiing
PASSIVE Low Low

SOURCE: Adapted from The Power of Followership {pp. 89-98), by R. E. Kelley, 1992, New
York, NY: Doubleday Business. Adapted with permission.

Scoring Interpretation

What do the different styles mean? How should you interpret your style? The
followership styles characterize how you carry out the followership role, not

who you are as a person. At any point in time, or under different circum-

stances, you may use one followership pattern rather than another.

= 3\





Chapter 12| Foliowership 329

Exemplary Follower

Exemplary followers score high in both independent thinking and active engage-
ment. They exhibit independent, critical thinking, separate from the group or
leader. They are actively engaged, using their talents for the benefit of the
organization, even when confronted with bureaucracy or other noncontributing
members. Up to 35% of people are categorized as exemplary followers.

Alienated Follower

Alienated followers score high in independent thinking but low in active engage-
ment. This means that they think independently and critically, but are not active
in carrying out the role of a follower. They might disengage from the group at
times and may view themselves as victims who have received unfair treatment.
Approximately 15%-25% of people are categorized as alienated followers.

Conformist Follower

Conformist followers often say “yes” when they really want to say “no.” Low
in independent thinking and high in active engagement, they willingly take
orders and are eager to please others. They believe that the leader’s position
of power entitles the leader to followers’ obedience. They do not question
the social order and find comfort in structure. Approximately 20%-30% of
people are categorized as conformist followers.

Pragmatist Follower

With independent thinking and active engagement styles that fall between
high and low, pragmatic followers are most comfortable in the middle of the
road and tend to adhere to a motto of “better safe than sorry.” They will
question a leader’s decisions, but not too often or too openly. They perform
required tasks, but seldom do more than is asked or expected. Approximately
25%-35% of people are categorized as pragmatist followers.

Passive Folfower

With low independent thinking and fow active engagement behaviors, pas-
sive followers are the opposite of exemplary followers, looking to the leader
to do their thinking for them. They do not carry out their assignments with
enthusiasm and lack initiative and a sense of responsibility. Approximately
5%-10% of people are categorized as passive followers.

5OURCE: Based on excerpts from The Power or Followership by Robert E. Kelly, copyright ©
1992 by Consultants to Executives and Organizations, Ltd. Used by permission of
Doubleday, an imprint of the Knopf Doubleday Publishing Group, a division of Penguin
Random House LLC. All rights reserved.
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5.2 TASK AND RELATIONSHIP QUESTIONNAIRE

Purpose

1. Toidentify how much you emphasize task and relationship behaviors in your life
2. To explore how your task behavior is related to your relationship behavior
Directions

For each item below, indicate on the scale the extent to which you engage in the described behavior. Move through
the iterns quickly. Do not try to categorize yourself in one area or another.

Never Rarely Sometimes Often

1. Make ato-do list of the things that need to be done. 1 2 3 4 @
or Trytomak@thewgfk‘funfdrotﬁers‘ : ; . 1 - 3 e @ 5
3. Urge others to concentrate on the work at hand. 1 2 3 @ 5
il Showécm:emferzh& p@rsoné’iweil—he?ﬁg gfqihérs, 1 : 2‘ = @ ‘ ﬁ :
5. Settimelinesvf;}when ‘t'hejck)b ﬁeedsto b“e.d‘one. 1 2 | 3 4 @
6. Helpgmupmembemgetatong e ” B v . ﬁ
7. Keepa c_heckhstofwhat has been accomphshed 1 2 V 3 o ‘4 @
8. Llstemethesﬁema mw\sﬁfeachgmuﬁméﬁbé% /:V":j“: ‘M‘T:' i ‘:?;:,' ? 3 @ : 5
9. Stress to others the rules and requirements for the project. 1 2 | 3 4 @
10.  Spendtime exploring amarmﬁpﬁéﬁsEd@sfcivt";he;gr‘bjéd{ﬁ o ."“’17: . E St &
1. Payclose attention to projectdeadlines. 1 2 3 4 @
12, As::tfneﬁd%ymwardmtm«fg;rmpmembﬁrs . _:‘;‘ 1 ; 2, i §E & 4 @ =
13.‘ Clarify each group memberspb responsxbllxt;és . 1 ”2> 3 @ 5 |
14, Expresssupwstformh&rgmupm&:ﬁh&rs : 1 3 Bt : @ 5 i
15.  Emphasize performance standards for the group. 1 2 3 4 @
16. Talkw;twthsrgroup mmnbersabautthezrmr&onV’ Vi 1 2 3 @ g
‘ t:cmcc*m& : s i L
17. Keep othergroup membersfoéusod or.l;oa.lg o 1 2 3 @ 5
18 Emphasixeeveryones umqueconmbuﬁmamthegmup £ L 2 {:: . 3 : @ 5
19.  Follow rules and regulations closely. o 41‘ ' 2 B 3 4
20. Express pasitivef’&ehngﬁtawardmrsm' " LA '.4

APPLICATION
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5.2 TASK AND RELATIONSHIP QUESTIONNAIRE

{coniinued)

Scoring

1. Sum scores for the odd-numbered statements (task score).

2. Sum scores for the even-numbered statements {relationship score).

Total Scores
Task score: 4?’

Relationship score: 4 L

Scoring Interpretation

This questionnaire is designed to measure your task-oriented and relationship-oriented leadership behavior. By
comparing your scores, you can determine which style is more dominant in your own style of leadership. If your task
score is higher than your relationship score, you tend to give more attention to goal accomplishment and some-
what less attention to people-related matters. If your relationship score is higher than your fask score, your primary
concern tends to be dealing with people, and your secondary concern is directed more toward tasks. If your scores

are very similar to each other, it suggests that your leadership is balanced and includes an equal amount of both
behaviors.

If your score is 4550, you are in the very high range.

If your score is 4044, you are in the high range.

if your score is 35-39, you are in the moderately high range.
If your score is 30-34, you are in the moderately low range.
ifyour score is 25-29, you are in the low range.

ifyour score is 10-24, 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 on your responses in this questionnaire.

3‘

b

¢) Visitedge.sagepub.com/northouseintrode for a downloadable version of this questionnaire.

X7

/o)
&,
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Team Excellence and Coliaborative
Team Leader Questionnaire

instructions: This questionnaire contains questions about your team and the
leadership within this team. Indicate whether you feel each statement is true
or not true of your team. Use the following scale:

Key:

10.

1.

12.

13.

1=False 2=Morefalsethantrue 3=Moretruethanfalse 4=True

. There is a clearly defined need—a goal to be achieved or a purpose 1 2 3@

to be served--that justifies the existence of our team. (team: clear,
elevating goal)

. We have an established method for monitoring individual performance 1 2 3(@)

and providing feedback. (team: results-driven structure)

Team members possess the essential skills and abilities to accomplish the 1 2@4
team’s objectives. (team: competent team members)

. Achieving our team goal is a higher priority than any individual 12 3@

objective. (team: unified commitment)

. We trust each other sufficiently to accurately share information, 12 3@

perceptions, and feedback. (team: collaborative climate)

Our team exerts pressure on itself to improve performance. 12 3@
{team: standards of excellence)

. Our team is given the resources it needs to get the job done. 1234

(team: external support and recognition)

. If it's necessary to adjust the team’s goal, our team leader makes sure 1 2 3@

we understand why. (leadership: focus on the goal)

. Our team leader creates a safe climate for team memberstoopenly 1 2 3@

and supportively discuss any issue related to the team’s success.
(leadership: ensure collaborative climate)

Our team leader locks for and acknowledges contributions by team 1 2@4
members. (leadership: build confidence) ’

Our team leader understands the technical issues we must face in 12
achieving our goal. {leadership: demonstrate sufficient technical know-
how)

Our team leader does not dilute our team’s effort with too many @ 234
priorities. (leadership: set priorities)

Our team leader is willing to confront and resolve issues associated 1 2 3(9
with inadequate performance by team members. (leadership: manage
performance) )

SOURCES: Questions 1-7: Adapted from the Team Excellence Survey (copyright 1987
LaFasto and Larson; portions reprinted with permission of Profact). Questions 8-13:
Adapted from the Collaborative Team teader Instrument (copyright 1996 LaFasto and
Larson; portions reprinted with permission).
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Scoring Interpretation

In addition to such targeted questions on each of the criteria of excellence,
the complete surveys ask open-ended questions to allow team members to
comment on issues that might not be specifically covered in the directed
questions, such as strengths and weaknesses of the team and its leadership,
necessary changes, problematic norms, or issues that need to be addressed.
The complete version of the survey is given to team members and the team
leader, and all are involved in the diagnosis and the resulting action plan-
ning. Such a method is clearly consistent with the empowerment move-
ment in organizational teams and helps address the enormous complexity
involved in making teams effective.
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3.2 LEADERSHIP STRENGTHS QUESTIONNAIRE

Purpose
1. To deveiop an understanding of your leadership strengths

2. Torankyour 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.

NOILYOINddV

Very.
Much Very
Unlike Unlike Like Much Like
Me Me Neutral Me Me
1. lam an energetic participant when working with 1 2 3 @ 5
others.
2 %ramswrmmgmonec)fmystrengihs g
3. lamgood at encouraging coworkers when theyfeel 1 2 3 @ 5
frustrated about their work.
- FE R Wiy weareﬁaingwﬁatweaw 3 5
duing. i i st
5. Hookfor common ground in opposing opinions of 1 2 3 4 @
others.
6. ienjoyimplementingthe details of projects. A - ‘3) B

7. tliketo explore creative approaches o problems. 1 2 3

8. igooutofmywayto help others

: ‘ihearaccgmailshm@nﬁs
9. Examining complex problems orissues is one of my 1 2 3
sty engths
10. lama medxamfm canﬂ;cts«;mations G4 @ ' 5
1. istick with the task until the work is completcd 1 2 3 < 5 )
12, lcan amt;ate\c:haﬁge ifitis needed whaﬁwmkmg 5 '1 P Arsia 5
- withothers. : i ' S

13, 1 C;how concern for the personal well-being of others. 1 2 @

s &~ .: a N ;‘é{ % QQ&,

4 H»:emmnszdervariousaptmnsfarm‘i gt ng

o=
, Visit edge.sagepub.com/northouseintrode for a downloadable version of this questionnaire.





Chapter 3 Engaging Sirengths

3.2 LEADERSHIP STRENGTHS QUESTIONNAIRE

{continued)

Very
Much
Unlike Unlike . Like
o Me Me Neutral
15.  lam effective communicating with people who are 1 2 @ 4
inflexible.

16, itrytofollow thrmxgh with adeasso mnﬁewarkgets Tile s s 4
done. o
17 lenjoy creating a vision for a work-related prOJect 1 2 < 3 )

18. lamthe® gtu& thath@igzsmzdmegmumtegexh

19.  llike exploring the details of a problem before trying 1 2 3
to solve it.

20, 1 can dfawtm Smt m.:t gf ;::eﬁ pke wath dl\m rsa opmms

21, llike making to-do lists so that the work gets completed.

22. fcan ‘thinkoutsideofthebox”

4
23. Encouraging olhers comes easily for me. 1 2 3 @

24, llike thinking zhmgﬁ i%‘mugh befme engﬁgmg iﬂ
work projects.

25. lam good at finding common ground when a conflict 1 2 3
is present

26, ¢ esh;szy scheeﬂuiing ami ca&rﬁi&atmg acﬂviti% s0 the -

27. lam good at developing new ideas for others to 1 2 3
consider.

28. lamgoodat erzmuragrng others t@ pamm;:«aﬁe on
' projects. e

29. llike to explore problems from many different 1 2 3
persp@t.tlves

30 !ameffectmealhel@lngcawarkem reachmnseﬁsus e S @ 4

4
®
workis completed. = = LG e o 2 -
At bR s L e ,v@

4

VMery

MuchLike |

Me

APPLICATION
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3.2 LEADERSHIP STRENGTHS QUESTIONNAIRE

{continued)

Scoring
1. Sumthe responses on items 1, 6, 11, 16, 21, and 26 (implementer score).

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

w

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).

NOILVOIMddV

(&

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

'!“mmz%e:&ms: 2—4 13 33 2—2—

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.

If your 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 16-20, you are in the moderate range.
If your score is 1115, you are in the low range.

Ifyour score is 610, 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 basec on your responses in this questionnaire.

L)

)

¢) Visit edge.sagepub.com/northouseintrode for a downloadable version of this guestionnaire.

s
()
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7.2 LEADERSHIP VISION QUESTIONNAIRE

Purpose
1. Toassess your ability to create a vision for a group or an organization

2. Tohelp you understand how visions are formed

Directions

1. Think for a moment of a work, school, social, religious, musical, or athletic organization of which you are a
member. Now, think what you would do if you were the leader and you had to create a vision for the group or
organization. Keep this vision in mind as you complete the exercise.

APPLICATION

N

Using the following scale, circle the number that indicates the degree to which you agree or disagree with each
statement.

Strongly Strongly
disagree Disagree Neutral Agree  agree
1. I'have a mental picture of what would make our group 1 2 3 4
better.

2. lcan imagine: several chasm%ihat wc)uld zmpmve aar
group. ok o

3. Ihave a vision for what would make our organization 1 2 3
ttronqer

4. 3knawhswwemuidsbangetmstatusqunmmakzc : T'ji, Y gl
thmgsbatter » Wl e

Itis clear to me what steps we need to take to improve our 1 2 3
organization.

ot

6. |haveaclear picture of what needstobe doneinour F e e 5
organization to achieve a higher standard af excellence.” ’

should look like in the future

8. lt1sci:aartf}mﬁwhatczzmvaluﬁ5,ifszmpha&md,would b *i 2 B
tm@mv&&umrgﬁmza%m\. 3 . h e

9. |canidentify challenging goals that should be 1 2 3
emphasized in my group.

10, lcanimagine severalthi
to perform better.

4
=)
4
7. Ihave aclear picture in my mind of what this Orgé;\ization 1 | >2'H | 3 | @ 5
B & - -
0)
0,

g s*thaxww{dmsp}r
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7.2 LEADERSHIP VISION QUESTIONNAIRE

(continued)

Scoring

Sum the numbers you circled on the questionnaire {visioning ability skill).

Total Scores

Visioning ability skill: _é S

Scoring Interpretation

The Leadership Vision Questionnaire is designed to measure your ability to create a vision as a leader.
If your score is 41-50, you are in the very high range.
Ifyour score is 31-40, you are in the high range.
Ifyour score is 21--30, you are in the moderate range.

If your score is 10-20, you are in the 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.

Fr£:0) - .
Visit edge.sagepub.com/northouseintrode for a downloadable version of this questionnaire.
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Leadership Trait Questionnaire (LTQ)

instructions: The purpose of this questionnaire is to measure personal charac-
teristics of leadership. The questionnaire should be completed by the leader
and five people who are familiar with the leader.

Make five additional copies of this questionnaire. This questionnaire should
be completed by you and five people you know (e.g., roommates, 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. Do not forget to complete one for yourself.

(leader’s name) is

Key: 1=Strongly 2=Disagree  3=Neutral 4=Agree 5 = Strongly
disagree agree
1. Articulate: Communicates effectively with others 12 3@»
2. Perceptive: Is discerning and insightful 1 2@4 5
3. Self-confident: Believes in himself/herself and his/her ability 1 2@4 5
4. Self-assured: Is secure with self, free of doubts 12 3@s
5. Persistent: Stays fixed on the goals, despite interference 12 3
6. Determined: Takes a firm stand, acts with certainty 12 3@
7. Trustworthy: Is authentic and inspires confidence 123 40)
8. Dependable: Is consistent and reliable 12345
9. Friendly: Shows kindness and warmth 12 3@
10. Outgoing: Talks freely, gets along well with others 123 4@
11. Conscientious: Is thorough, organized, and controlled 12345
12. Diligent: Is persistent, hardworking 123 45
13. Sensitive: Shows tolerance, is tactful and sympathetic 12 3@5
14. Empathic: Understands others, identifies with others 12 3@5
Scoring

1. Enter the responses for Raters 1, 2, 3, 4, and 5 in the appropriate columns
as shown in Example 2.1. The example provides hypothetical ratings to
help explain how the questionnaire can be used.

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

3. Place your own scores in the “self-rating” column.
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Sample Items From the Multifactor Leadership
Questionnaire (MLQ) Form 5X-Short

These questions provide examples of the items that are used to evaluate lead-
ership style. The MLQ is provided in both Self and Rater forms. The Self form
measures self-perception of leadership behaviors. The Rater form is used to
measure leadership. By thinking about the leadership styles as exemplified
below, you can get a sense of your own belief about your leadership.

Key: O0=Not 1=Oncein 2=Sometimes 3=Fairly 4=Frequently,
at all a while often if not always

Transformational Leadership Styles

Idealized Influence I go beyond self-interest for the 0 1@3 4
(Attributes) good of the group.

ldealized Influence 1 consider the moral and ethical 01234
(Behaviors) conseguences of decisions.

Inspirational | talk optimistically about the future. 0 1@ 34
Motivation

Intellectual Stimulation | reexamine critical assumptionsto 0 1 2@4
‘ guestion whether they are
appropriate.

Individualized | help others to develop their 012Q)4
Consideration strengths.

Transactional Leadership Styles

Contingent Reward I make clear what one can expectto 0 1 2 3@
receive when performance goals
are achieved.

Management by | keep track of all mistakes. 612 3@
Exception: Active

Passive/Avoidant Leadership Styles

Management by I wait for things to go wrong before (0/1 2 3 4
Exception: Passive taking action.
Laissez-Faire | avoid making decisions. @)I 234

SOURCE: Reproduced by special permission of the publisher, MIND GARDEN, Inc., www
.mindgarden.com from the Multifactor Leadership Questionnaire by Bernard M. Bass and
Bruce J. Avolio. Copyright © 1995, 2000, 2004 by Bernard M. Bass and Bruce i. Avolio.
Further reproduction is prohibited without the publisher’s written consent.
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Leadership Behavior Questionnaire

Instructions: Read each item carefully and think about how often you (or
the person you are evaluating) engage in the described behavior. Indicate
your response to each item by circling one of the five numbers to the right
of each item.

Key: 1=Never 2=Seldom = Qccasionally 4= 0Often = Always
1. Tells group members what they are supposed to do. 123 4@
2. Acts friendly with members of the group. 123 4@
3. Sets standards of performance for group members. 123 4(5)
4. Helps others in the group feel comfortable. 123 4@
5. Makes suggestions about how to solve problems. 123 4@
6. Responds favorably to suggestions made by others. 123 40%)
7. Makes his or her perspective clear to others. 123 4(5)
8. Treats others fairly. 12340
9. Develops a plan of action for the group. 123 4@
10. Behaves in a predictable manner toward group members. 123 4(5)
11. Defines role responsibilities for each group member. 123 4@
12. Communicates actively with group members. 123 4@
13. Clarifies his or her own role within the group. 123408
14. Shows concern for the well-being of others. 12340
15. Provides a plan for how the work is to be done. 12340
16. Shows flexibility in making decisions. 123 46)
17. Provides criteria for what is expected of the group. 12340
18. Discloses thoughts and feelings to group members. 12340
19. Encourages group members to do high-quality work. 123 4@
20. Helps group members get along with each other. 123 4@
Scoring

The Leadership Behavior Questionnaire is designed to measure two major
types of leadership behaviors: task and relationship. Score the questionnaire
by doing the following: First, sum the responses on the odd-numbered items.
This is your task score. Second, sum the responses on the even-numbered
items. This is your relationship score.

§O

Total scores: Task Relationship
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Scoring Interpretation
45-50  Very high range

40-44  High range

35-39  Moderately high range
30-34 Moderately low range
25-29 lLowrange

10-24  Very low range

The score you receive for task refers to the degree to which you help others
by defining their roles and letting them know what is expected of them.
This factor describes your tendencies to be task directed toward others
when you are in a leadership position. The score you receive for relationship
is a measure of the degree to which you try to make followers feel comfort-
able with themselves, each other, and the group itself. It represents a mea-
sure of how people oriented you are.

Your results on the Leadership Behavior Questionnaire give you data about
your task orientation and people orientation. What do your scores suggest
about your leadership style? Are you more likely to lead with an emphasis
on task or with an emphasis on relationship? As you interpret your responses
to the Leadership Behavior Questionnaire, ask yourself if there are ways
you could change your behavior to shift the emphasis you give to tasks and
relationships. To gain more information about your style, you may want to
have four or five of your coworkers fill out the questionnaire based on their
perceptions of you as a leader. This will give you additional data to compare
and contrast to your own scores about yourself.
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6.2 LEADERSHIP SKILLS QUESTIONNAIRE

Purpose

i Toidentify your leadership skills

2. To provide a profile of your leadership skills showing your strengths and weaknesses

Directions
1. Place yourself in the role of a leader when responding to this questionnaire.

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

APPLICATION

Not  Seldom Occasionally Somewhat Very

true e true true true

1. lam effective with the detailed aspects of my work. 1 2 3

o iusuanyknowah@adofnmehowpeng;iamﬁfespmdtaa”jj(:v'1..f* Wom el
new:deawrnmposal Ll By

3. lam effectlve at problem so]vmg 1 2 3

- 4. Fling autfarms sndworkmg xmth dataﬁsca aasiiyfo}‘ N
Undcrstanding the social fabric of the organization is 1 2 3
xmportant to me.

(&

8, When mabiems anse, i tmmedmely address t

8. lamableto %ﬂse th& emotuana( unmﬁef_
- group. . ;
9. Seemg the bxg pxcture comes msny for me. 1 2 3

10, ira my wark fen_my fespﬂncﬁng to people S req ues!is am:i §
concerns,

" lusemy emotnonal energy to motivate others. 1 2 3

o Makmg stratégium ;'_ f:

13.  Obtaining and allocating resources is a challenging 1 2 3
aspectof my job.

4
®
4
@
G e
7. Managing people and resources is one of my strengths 1 2 3 ' 4 >
4
4
@
4
&)
4

14‘: The ka:sy to s&acmssfui conﬂlct ressalmiﬁn is rﬁspammg m .
opponert. G
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6.2 LEADERSHIP SKILLS QUESTIONNAIRE

(continuect)

‘Not Seldom Occasionally Somewhat Very
true true true true true

Ienjoy discussing organizational values and philosophy.

16, Lam effective at obtaining 't;fese‘ufi:eé.misumjmﬁgf: g
Brograms, i G

17, Iwork hard to find consensus in conflict situations. 1 2 3 < 4'> 5

: 18.  lam flexible about making changes in our organizatio

Scoring
1. Sumthe 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. Sumthe responses on items 3, 6, 9, 12, 15, and 18 (conceptual skill score).

Total Scores

Administrative skill: 2'?'

15

Interpersonal skill:

Conceptual skill: 3 o

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 1620, you are in the moderate range.
Ifyour 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 strength-
ening your leadership based on your responses in this questionnaire.

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

Purpuse
1. Toidentify your style of leadership

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

Directions
1. Foreach ofthe 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.

APPLICATION

Stréngly Strongly

disagree  Disagree  Neutral  Agree agree

1. Employees need to be supervised closely, orthey 1 2 3 5
are not hkelyto do their work

2. Employees w&m ta be a parmf thedecis :
- process.

B
{631

3. Incomplex situations. leaders should let followers 1 2
work probloms out on their own.

4. ltisfairto say that most empwyﬁes in th& genera

pepu!atmnarelazy. v he
5. Providing guldancerthoutpres.,urmsthekeyto 1 2 3 4
beinga good Ieader
8. Lead&rgmprequaress%wngaumfthewaya«f @ 3 A
followers as they do theirwork. L R e et
7. Asarule, emp(oyeesmustbeglven rewards or 1 @ 3 4 5

punishments in order to motivate them to achieve
organizational objectives.

8. Most wczrkmrs orefer @uppomvemmmun csti@n s‘i‘am
thelr leaders, : :

9. Asarule,leaders should allow folfowers to appraise 1

3 4 5
their own wor k
0. Mastamglaymsfee! macz:ureabmutthmrworkand e
needdsrewﬁn G : i

1. Leaders needto help fol!owers accept responsm!hty 1
for completlng thelr work

12. * Leaders should gﬁze fmmwars cm;&tﬁ&e ﬁ*@eﬁo 1 t
solve problems on their awn o .

13.  Theleaderis the chief judge of the achievements of 1
the mombers of the qroup

BERE

4. ltis me lesder’sjﬁb 1o h@ig} fa lowars f" el thear 0
;:aassfm” : : :
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4.2 LEADERSHIP STYLES QUESTIONNAIRE

{continued)

Strbngly ‘ Strongly |
disagree  Disagree  Neutral  Agree agree

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

leader.
16, Effective leaders give ard@:jsanﬁdérify‘éfm%;iﬁ@sg - S 3 B
17.  People are basically competentand ifgivenatagk ‘ 1 2 3 @ 5
will do a good job.
8. ngenera, isbestioleave Dlowerslone, 1| S

Scoring
1. Sumtheresponses onitems 1,4, 7,10, 13, and 16 {authoritarian leadership).
2. Sumtheresponses onitems 2, 5, 8,11, 14, and 17 (democratic leadership).

3. Sumtheresponses onitems 3, 6, 9,12, 15, and 18 (laissez-faire leadership).

Total Scores

Lan
Democratic Leadership Z- 2

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.

Ifyour score is 26-30, you are in the very high range.
Ifyour score is 21-25, you are in the high range.

If your score is 1620, you are in the moderate range.
Ifyour score is 1115, 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 on your responses in this questionnaire.

f' Visit edge.sagepub.com/northouseintrode for a downloadable version of this questionnaire.
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Leadership Trait Questionnaire (LTQ)

instructions: The purpose of this questionnaire is to measure personal charac-
teristics of leadership. The questionnaire should be completed by the leader
and five people who are familiar with the leader.

Make five additional copies of this questionnaire. This questionnaire should
be completed by you and five people you know (e.g., roommates, 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. Do not forget to complete one for yourself.

(leader’s name) is

Key: 1=Strongly 2=Disagree  3=Neutral 4=Agree 5 = Strongly
disagree agree
1. Articulate: Communicates effectively with others 12 3@»
2. Perceptive: Is discerning and insightful 1 2@4 5
3. Self-confident: Believes in himself/herself and his/her ability 1 2@4 5
4. Self-assured: Is secure with self, free of doubts 12 3@s
5. Persistent: Stays fixed on the goals, despite interference 12 3
6. Determined: Takes a firm stand, acts with certainty 12 3@
7. Trustworthy: Is authentic and inspires confidence 123 40)
8. Dependable: Is consistent and reliable 12345
9. Friendly: Shows kindness and warmth 12 3@
10. Outgoing: Talks freely, gets along well with others 123 4@
11. Conscientious: Is thorough, organized, and controlled 12345
12. Diligent: Is persistent, hardworking 123 45
13. Sensitive: Shows tolerance, is tactful and sympathetic 12 3@5
14. Empathic: Understands others, identifies with others 12 3@5
Scoring

1. Enter the responses for Raters 1, 2, 3, 4, and 5 in the appropriate columns
as shown in Example 2.1. The example provides hypothetical ratings to
help explain how the questionnaire can be used.

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

3. Place your own scores in the “self-rating” column.
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Situational Leadership® Questionnaire: Sample ltems

Instructions: Look at the following four leadership situations and indicate
what the development level is in each situation, which leadership style each
response represents, and which leadership style is needed in the situation
(i.e., action A, B, C, or D).

Situation 1

Because of budget restrictions imposed on your department, it is necessary
to consolidate. You are thinking of asking a highly capable and experienced
member of your department to take charge of the consolidation. This person
has worked in all areas of your department and has the trust and respect of
most of the staff. She is very willing to help with the consolidation.

A, Assign the project to her and let her determine how to accomplish it.

B. Assign the task to her, indicate to her precisely what must be done, and
supervise her work closely.

€. Assignthe task to her and provide support and encouragement as needed.

D. Assign the task to her and indicate to her precisely what needs to be
done but make sure you incorporate her suggestions.

Development level Action

Situation 2

You have recently been made a department head of the new regional office.
In getting to know your departmental staff, you have noticed that one of your
inexperienced employees is not following through on assigned tasks. She is
enthusiastic about her new job and wants to get ahead in the organization.

A, Discuss the lack of follow-through with her and explore the alternative
ways this problem can be solved.

B. Specify what she must do to complete the tasks but incorporate any sug-
gestions she may have.

C. Define the steps necessary for her to complete the assigned tasks and
monitor her performance frequently.

D. Let her know about the lack of follow-through and give her more time
to improve her performance.

Development level Action __ C

Situation 3

Because of a new and very important unit project, for the past three months
you have made sure that your staff members understood their responsibilities
and expected level of performance, and you have supervised them closely.
Due to some recent project setbacks, your staff members have become some-
what discouraged. Their morale has dropped, and so has their performance.
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A. Continue to direct and closely supervise their performance.

B. Give the group members more time to overcome the setbacks but occa-
sionally check their progress.

C. Continue to define group activities but involve the group members
more in decision making and incorporate their ideas.

D. Participate in the group members’ problem-solving activities and encour-
age and support their efforts to overcome the project setbacks.

Development level Action C

Situation 4

As a director of the sales department, you have asked a member of your staff
to take charge of a new sales campaign. You have worked with this person
on other sales campaigns, and you know he has the job knowledge and expe-
rience to be successful at new assignments. However, he seems a little unsure
about his ability to do the job.

A. Assign the new sales campaign to him and let him function on his own.

B. Setgoals and objectives for this new assignment but consider his sugges-
tions and involve him in decision making.

C. Listen to his concerns but assure him he can do the job and support his
efforts.

D. Tell him exactly what the new campaign involves and what you expect
of him, and supervise his performance closely.

Development level Action ___(_

SOURCE: Adapted from Game Plan for Leadership and the One Minute Manager (Figure 5.20,
Learning Activity, p. 5), by K. Blanchard, P. Zigarmi, and D. Zigarmi, 1992, Escondido, CA:
Blanchard Training and Development (phone 760-489-5005). Used with permission.
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Scoring Interpretation

A short discussion of the correct answers to the brief questionnaire will help
to explain the nature of Situational Leadership® questionnaires.

Situation 1 in the brief questionnaire describes a common problem faced by
organizations during downsizing: the need to consolidate. In this particular
situation, the leader has identified a person who appears to be highly compe-
tent, experienced, and motivated to direct the downsizing project. According
to the SLII® model, this person is at Development Level 4, which calls for a
delegative approach. Of the four response alternatives, it is the (A) response,
"Assign the project to her and let her determine how to accomplish it,” that
best represents delegating (54): low supportive-low directive leadership.

Situation 2 describes a problem familiar to leaders at all levels in nearly all
organizations: lack of follow-through by an enthusiastic follower. In the given
example, the follower falls in Development Level 1 because she lacks the
experience to do the job even though she is highly motivated to succeed. The
SLI® approach prescribes directing (S1) leadership for this type of follower.
She needs to be told when and how to do her specific job. After she is given
directions, her performance should be supervised closely. The correct response
is (C), "Define the steps necessary to complete the assigned tasks and monitor
her performance frequently.”

Situation 3 describes a very different circumstance. In this situation, the
foliowers seem to have developed some experience and an understanding
of what is required of them, but they have lost some of their motivation
to complete the goal. Their performance and commitment have stalled
because of recent setbacks, even though the leader has been directing
them closely. According to SLII®, the correct response for the leader is to
shift to a more supportive coaching style (S2) of leadership. The action
response that reflects coaching is (C), “Continue to define group activities

but involve the group members more in decision making and incorporate
their ideas.”

Situation 4 describes some of the concerns that arise for a director attempting
to identify the correct person to head a new sales campaign. The person iden-
tified for the position obviously has the skills necessary to do a good job with
the new sales campaign, but he appears apprehensive about his own abilities.
In this context, SLI® suggests that the director should use a supportive style
($3), which is consistent with leading followers who are competent but lacking
a certain degree of confidence. A supportive style is represented by action
response (C), “Listen to his concerns but assure him he can do the job and
support his efforts.”

Now select two of your own followers. Diagnose their current development
level on three different goals and your style of leadership in each situation. Is
there a match? If not, what specifically can you do for them as a leader to
ensure that they have what they need to succeed?
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Servant Leadership Questionnaire

instructions: Select two people who know you in a leadership capacity such
as a coworker, fellow group member, or follower. Make two copies of this
questionnaire and give a copy to each individual you have chosen. Using the
following 7-point scale, ask them to indicate the extent to which they agree
or disagree with the following statements as they pertain to your leadership.
In these statements, "He/She” is referring to you in a leadership capacity.

Key: 1 = Strongly disagree 2 = Disagree = Disagree somewhat
4=Undecided 5=Agreesomewhat 6=Agree 7 =Strongly agree

1. Others would seek help from him/her if they had apersonal 1 2 3 4 5 6@

problem.
2. He/She emphasizes the importance of giving back to the 1234 5@ 7
community.
3. HefShe can tell if something work related is going wrong. 12345 6@
4. HelShe gives others the responsibility to make important 12345 @7

decisions about their own jobs.

5. He/She makes others' career development a priority. 123 4@ 6 7
6. He/She cares more about others’ success than histher own. 123@567
7. He/She holds high ethical standards. 1234560
8. He/She cares about others’ personal well-being. 123456 (7)
9. He/She is always interested in helping people in the community. 1 2 3@5 6 7
10. He/She is able to think through complex problems. 12345@7
11. HefShe encourages others to handle important work decisions 1 2 3 4 5&7

on their own.

12. He/She is interested in making sure others reach their careergoals. 1 2 3 4 5 (6) 7
13. He/She puts others’ best interests above histher own. 1234067
14. He/She is always honest. 123456
15. He/She takes time to talk to others on a personal level. 1234507
16. He/She is involved in community activities. 1 @3 4567
17. He/She has a thorough understanding of the organization 12345®7

and its goals.

18. HefShe gives others the freedom to handle difficult situations 1 2 3 4 5@ 7
in the way they feel is best.

19. He/She provides others with work experiences that enable 12345 6@
them to develop new skills.
20. HefShe sacrifices his/her own interests to meet others’ needs. 1234 5@7

21. He/She would not compromise ethical principles in orderto 1 2
meet success.

22. He/She can recognize when others are feeling down without 1 2 3 4 5(§)7
asking them.

23. He/She encourages others to volunteer in the community. (D2 567

24. He/She can solve work problems with new or creative ideas. 123 SOS 7

4
25. If others need to make important decisions at work, theydo 1 2 3 4(&J6 7
not need to consult him/her.

w
B
ut
(=3}
S

w
F=N
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26. He/She wants to know about others’ career goals. 123457
27. He/She does what hefshe can to make others’ jobs easier. 123456
28. He/She values honesty more than profits. 123456(7

SOURCE: Reprinted (adapted version) from The Leadership Quarterly, 19, R. C. Liden, S. J.
Wayne, H. Zhao, and D. Henderson, “Servant Leadership: Development of a
Multidimensional Measure and Multi-Level Assessment,” pp. 161-177, Copyright (2008},
with permission from Elsevier

Scoring

Using the questionnaires on which others assessed your leadership, take the
separate scores for each item, add them together, and divide that sum by two.
This will give you the average score for that item. For example, if Person A
assessed you at 4 for Item 2, and Person B marked you as a 6, your score for
ftem 2 would be 5.

Once you have averaged each item’s scores, use the following steps to com-
plete the scoring of the questionnaire:
1. Add up the scores for 1, 8, 15, and 22. This is your score for emotional healing.

2. Add up the scores for 2, 9, 16, and 23. This is your score for creating value
for the community.

3. Add up the scores for 3, 10, 17, and 24. This is your score for conceptual skills.
4. Add up the scores for 4, 11, 18, and 25. This is your score for empowering.

5. Add up the scores for 5, 12, 19, and 26. This is your score for helping
followers grow and succeed.

6. Add up the scores for 6, 13, 20, and 27. This is your score for putting
followers first.

7. Add up the scores for 7, 14, 21, and 28. This is your score for behaving ethically.

Scoring Interpretation

» High range: A score between 23 and 28 means you strongly exhibit this
servant leadership behavior.

s Moderate range: A score between 14 and 22 means you tend to exhibit
this behavior in an average way.

¢ Low range: A score between 8 and 13 means you exhibit this leadership
behavior below the average or expected degree.

¢ Extremely low range: A score between 0 and 7 means you are not inclined
to exhibit this leadership behavior at all.

The scores you received on the Servant Leadership Questionnaire indicate the
degree to which you exhibit the seven behaviors characteristic of a servant
leader. You can use the results to assess areas in which you have strong servant
leadership behaviors and areas in which you may strive to improve.
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Path-Goal Leadership Questionnaire

instructions: This questionnaire contains questions about different styles of
path—goal leadership. Indicate how often each statement is true of your own
behavior.

Key:

Uk o Mo

11.
12.

13.

14.

15.

16.

17

18,

19.
20.

I let followers know what is expected of them. 1
I maintain a friendly working relationship with followers. 1
I consult with followers when facing a problem. 1
I listen receptively to followers' ideas and suggestions. 1

1

i inform followers about what needs to be done and how it
needs to be done.

NONN NN

3456
345 6@
34560
3456

3456()

I let followers know that | expect them to perform attheir 1 2 3 4 5()7
highest level.

I act without consulting my followers. 123@567
I do little things to make it pleasant to be a memberofthe 123 4 5 6@
group.

1 ask followers to follow standard rules and regulations. 12345@7

I set goals for followers’ performance that are quite 123567
challenging.

I say things that hurt followers' personal feelings. 1 @ 34567

I ask for suggestions from followers concerning how to 12345 @ 7
carry out assignments. ‘

I encourage continual improvement in followers’ 12345 6@
performance. )

| explain the level of performance that is expected of 12345 6@
followers.

I help followers overcome problems that stop them from 1234 5@7

carrying out their tasks.

I show that | have doubts about followers' ability to meet 1@3 4567

most objectives.

[ ask followers for suggestions on what assignments should 1 2 3(4)5 67

be made.

| give vague explanations of what is expected of followers @2 34567
on the job.

I consistently set challenging goals for followers to attain. 12345067
I behave in a manner that is thoughtful of followers’ personal 1 2 3 4 Sg'}'

needs.
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Scoring

q - 1. Reverse the scores for items 7, 11, 16, and 18.
L9 -~ 2 Directive style: Sum of scores on Items 1, 5, 9, 14, and 18.
L® - 3. Supportive style: Sum of scores on ltems 2, 8, 11, 15, and 20.
L® ~ 4. Participative style: Sum of scores on Items 3, 4, 7, 12, and 17.
2y <~ 5. Achievement-oriented style: Sum of scores on ltems 6, 10, 13, 16, and 19.

Scoring Interpretation

= Directive style: A common score is 23, scores above 28 are considered
high, and scores below 18 are considered low.

s Supportive style: A common score is 28, scores above 33 are considered
high, and scores below 23 are considered low.

e Participative style: A common score is 21, scores above 26 are considered
high, and scores below 16 are considered low.

« Achievement-oriented style: A common score is 19, scores above 24 are
considered high, and scores below 14 are considered low.

The scores you received on the Path-Goal Leadership Questionnaire provide
information about which styles of leadership you use most often and which
you use less often. In addition, you can use these scores to assess your use of
each style relative to your use of the other styles.

SOURCES: Adapted from A Path-Goal Theory Investigation of Superior-Subordinate
Relationships, by J. Indvik, unpublished doctoral dissertation, University of Wisconsin—
Madison, 1985; and from Indvik (1988). Based on the work of House and Dessler (1974)
and House (1977) cited in Fulk and Wendler (1982). Used by permission.
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LMX 7 Questionnaire

instructions: This questionnaire contains items that ask you to describe your
relationship with either your leader or one of your followers. For each of the
items, indicate the degree to which you think the item is true for you by cir-
cling one of the responses that appear below the item.

1. Do you know where you stand with your leader (follower) . . . [and]
do you usually know how satisfied your leader (follower) is with what
you do?

Rarely  Occasionally . Sometimes.  Fairlyoften ~ Very often

2. How well does your leader (follower) understand your job problems and
needs?

Notabit: Alittle  Afair amount -

~ Quiteabit A greatdeal

4. Regardless of how much formal authority your leader (follower) has
built into his or her position, what are the chances that your leader
(follower) would use his or her power to help you solve problems in
your work?

None = - Small

. Moderate High = Veryhigh

5. Again, regardless of the amount of formal authority your leader
(follower) has, what are the chances that he or she would “bail you out”
at his or her expense?

. High Veryhigh

445

Bl 2 G

6. | have enough confidence in my leader (follower) that | would defend
and justify his or her decision if he or she were not present to do so.

Strongly disagree. . Disagree - Neutral -~ Agree  Strongly agree

7. How would you characterize your working relationship with your leader
{follower)?
Bremey | Wossthen’

s  Betterthan  Extremely
ineffective - average _—

average - effective
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By completing the LMX 7, you can gain a fuller understanding of how LMX
theory works. The score you obtain on the questionnaire reflects the quality
of your leader-member relationships, and indicates the degree to which your
relationships are characteristic of partnerships, as described in the LMX model.

You can complete the questionnaire both as a leader and as a follower. In the
leader role, you would complete the questionnaire multiple times, assessing
the quality of the relationships you have with each of your followers. In the
follower role, you would complete the questionnaire based on the leaders to
whom you report.

Scoring Interpretation

Although the LMX 7 is most commonly used by researchers to explore theo-
retical questions, you can also use it to analyze your own leadership style. You
can interpret your LMX 7 scores using the following guidelines: very high =

Scores in the upper ranges indicate stronger, higher-quality leader-member
exchanges (e.g., in-group members), whereas scores in the lower ranges indi-
cate exchanges of lesser quality {e.g., out-group members).

SOURCE: Reprinted from The Leadership Quarterly, 6(2), G. B. Graen and M. Uhl-Bien,
“Relationship-Based Approach to Leadership: Development of Leader-Member Exchange
(LMX} Theory of Leadership Over 25 Years: Applying a Multi- Level, Multi-Domain
Perspective,” pp. 219-247. Copyright (1995) with permission from Elsevier.
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Authentic Leadership Self-Assessment Questionnaire

Instructions: This questionnaire contains items about different dimensions of
authentic leadership. There are no right or wrong responses, so please answer
honestly. Use the following scale when responding to each statement by writ-
ing the number from the scale below that you feel most accurately characterizes
your response to the statement.

Key: 1=Strongly 2=Disagree 3=Neutral 4=Agree 5=Strongly

disagree agree
1. lcan list my three greatest weaknesses. 12340
2. My actions reflect my core values. 123 4@
3. Iseek others' opinions before making up my own mind. 12 @4 5
4, | openly share my feelings with others. 123 4@
5. 1can list my three greatest strengths. 123 4()
6. |do not allow group pressure to control me. 123 4@
7. llisten closely to the ideas of those who disagree with me. 123 4@
8. 1let others know who I truly am as a person. 120345
9. |seek feedback as a way of understanding who | really
am as a person. 10345
10. Other people know where | stand on controversial issues. 123 4@
11. 1do not emphasize my own point of view at the
expense of others. 123@5
12. lrarely present a “false” front to others. 123 4@
13. 1 accept the feelings | have about myself. 12340
14. My morals guide what | do as a leader. 1234
15. 1listen very carefully to the ideas of others before
making decisions. 123@5
16. | admit my mistakes to others. 12 3@5
Scoring

1. Sum the responses on items 1, 5, 9, and 13 (self-awareness). .

2. Sum the responses on items 2, 6, 10, and 14 (internalized moral perspective), ’
3. Sum the responses on items 3, 7, 11, and 15 (balanced processing).
4

. Sum the responses on items 4, 8, 12, and 16 (relational transparency).
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Total Scores

Self-Awareness: _ \
Internalized Moral Perspective: L@
Balanced Processing: Lo

Relational Transparency: U

Scoring Interpretation

This self-assessment guestionnaire is designed to measure your authentic lead-
ership by assessing four components of the process: self-awareness, internal-
ized moral perspective, balanced processing, and relational transparency. By
comparing your scores on each of these components, you can determine
which are your stronger and which are your weaker components in each cat-
egory. You can interpret your authentic leadership scores using the following
guideline: high = 16-20 and low = 15 and below. Scores in the upper range
indicate stronger authentic leadership, whereas scores in the lower
range indicate weaker authentic leadership.
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12.2 SAMPLE ITEMS FROM THE ETHICAL LEADERSHIP
STYLE QUESTIONNAIRE

{eontinued)

[J E.lwould do what benefits me the most.
1 F iwould do what s fair.

2. You have an employee who has been having performance problems, which is making it hard for your group to
meet its work quota. This person was recommended to you as a solid performer. You now believe the person’s
former manager had problems with the employee and just wanted to get rid of the person. If you give the
underperforming employee a good recommendation, leaving out the performance problems, you will have an
opportunity to pass the employee off to another group. What would you do in this situation?

JA. I would do what is right.

B. I would do what benefits the most people.

C. lwould do what a good person wouid do.

D.Twould do what shows that | care about my relationships.

E. lwould do what benefits me the most.

F. 1 would do what is fair.

gpooo

3. Yourteamis hard-pressed to complete a critical project. You hear about a job opening that would be much bet-
ter for one of your key employees’ career. If this individual leaves the team, it would putthe project in danger.
What would you do in this situation?

T A lwould do whatis right.

N’ B. I'would do what benefits the most people.

LI C.lwould do what a good person wouid do.

{3 D.1would do what shows that | care about my relationships.
1 E.lwould do what benefits me the most.

1 F Iwould do what is fair.

4. Anemployee of yours has a child with a serious iliness and is having trouble fulfilling obligations at work. You
learn from your administrative assistant that this employee claimed 40 hours on a timesheet for a week when
the employee actually only worked 30 hours. What would you do in this situation?

A.iwould do what is right.
1 B.lwould do what benefits the most people.
{3 C.lwould do what a good person would do.
{1 D.Iwould do what shows that | care about my relationships.
{1 E.lwould do what benefits me the most.
£1 F lwould do what is fair.

8. Youare amanager, and some of your employees can finish their quotas in much less than the allotted time to
do so. If upper management becomes aware of this, they will want youto increase the quotas. Some of your
employees are unable to meet their current quotas. What would you do in this situation?

1 A lwould do what is right.

B. I would do what benefits the most people.

C.lwouid do what a good person would do.

D.1would do what shows that | care about my relationships.

E. lwould do what benefits me the most.

F. 1 would do what is fait.

BESE}Q

APPLICATION
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12.2 SAMPLE ITEMS FROM THE ETHICAL LEADERSHIP
STYLE QUESTIONNAIRE

{continued)

&. Youare an organization’s chieffinancial officer, and you are aware that the chief executive officer and other
members of the senior leadership team want to provide exaggerated financial information to keep the com-
pany’s stock price high. The entire senior management team holds significant stock positions. What would you
do in this situation?

[Q’ A would do what is right.

B. lwould do what benefits the most people.

C. lwould do what a good person would do.

D. Iwould do what shows that | care about my relationships.
E. lwould do what benefits me the most.

F. lwould do what is fair.

gooonn

7. Two new employees have joined your accounting team right out of school. They are regularly found surfing the
" Internet or texting on their phones. Your accounting work regularly requires overtime at the end ofthe month
to getthe financial reports completed. These employees refuse to do any overtime, which shifts work to other
team members. The other team members are getting resentful and upset. What would you do in this situation?

@ A. | would do what is right.

I B.lwould do what benefits the most people.

{1 C.lwould do what a good person would do.

1 D.lwould do what shows that | care about my relationships.
{1 E.lwould do what benefits me the most.

{1 F lwould do what is fair.

8. You are the director of a neighborhood food cooperative. A member--a single parent with four children—is
caught shoplifting $30 in groceries from the co-op. You suspect this person has been stealing for years. You
consider pressing charges. What would you do in this situation?

{E/A. Il would do what is right.

B. lwould do what benefits the most people.

C. Iwouid do what a good person would do.

D. Iwould do what shows that | care about my relationships.
E. lwould do what benefits me the most.

F.lwould do what is fair,

gooon

8. Youhave been accused of discriminating against a particular gender in your hiring practices. A new position
opens up, and you could hire a candidate of the gender you've been accused of discriminating against over a
candidate of another gender, even though the latter candidate has slightly better qualifications. Hiring the for-
mer candidate would let you address this accusation and improve your reputation in the company. What would
you do in this situation?

A lwould do what is right.

B. | would do what benefits the most people.

C. lwould do what a good person would do.

D. lwould do what shows that | care about my relationships.
E. lwould do what benefits me the most.

F. lwould do what is fair.

goooo

!
Visit edge.sagepub.com/northouseintrode for a downloadable version of this questionnaire.
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10. You are a professor. One of your best students buys an essay online and turns it in for a grade. Later in the term,
the student begins to feel guilty and confesses to you that the paper was purchased. It is the norm at the univer-

sity to fail a student guilty of plagiarism. You must decide if you will flunk the student. What would you do in this
situation?

E.S/A. | would do what is right.

B.  would do what benefits the most people.

C. lwould do what a good person would do.

D. Iwould do what shows that | care about my relationships.
E. lwould do what benefits me the most.

F. twould do what is fair.

oooon

Scoring

To score the questionnaire, sum the number of times you selected items A, B, C, D, E, or F. The sum of A
responses represents your preference for Duty Ethics, the sum of B responses represents your preference
for Utilitarian Ethics, the sum of C responses represents your preference for Virtue Fthics, the sum of D
responses represents your preference for Caring Ethics, the sum of E responses represents your preference
for Egoism Ethics, and the sum of F responses represents your preference for Justice Fthics. Place these
sums in the Total Scores section that follows.

Total Scores

Caring Ethics: o

Egoism Ethics: _ o

Justice Ethics: o

mmoowp

Scoring Interpretation

The scores you received on this questionnaire provide information about your ethical leadership style; they
represent your preferred way of addressing ethical dilemmas. Given a situation with an ethical dilemma,
this questionnaire points to what ethical perspective is behind the choices you would make to resolve the
dilemma. As you look at your total scores, your highest score represents your primary or dominant ethical
leadership style, your second-highest score is the next most important, and so on. If you scored 0 for a cat-
egory, it means that you put lower priority on that particular ethical approach to guide your decision making
when facing ethical dilemmas.

¢ Ifyou scored higher on Duly Ethics, it means you follow the rules and do what you think you are supposed
to do when facing ethical dilemmas. You focus on fulfilling your responsibilities and doing what you think is
the right thing to do.

« If you scored higher on Utilitarian Ethics, it means you try to do what is best for the most people overall
when facing ethical ditemmas. You focus on what will create happiness for the largest number of individuals.

» Ifyou scored higher on Virtue Ethics, it means that you pull from who you are {your character) when facing
ethical dilemmas. You act cut of integrity, and you are faithful to your own principles of goodness.

» Ifyou scored higher on Caring Ethics, it means that you give attention to your relationships when facing ethical
dilemmas. You may give special consideration to those with whom you share a personal bond or commitment,

APPLICATION
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12.2 SAMPLE ITEMS FROM THE ETHICAL LEADERSHIP
STYLE QUESTIONNAIRE

(continued)

s+ [fyou scored higher on Egoism Ethics, it means that you do what is best for yourself when facing ethical
dilemmas. You are not afraid to assert your own interests and goals when resolving problems.

s Ifyou scored higher on Justice Ethics, it means that you focus on treating others fairly when facing ethical
dilemmas. You try to make sure the benefits and burdens of decisions are shared equitably between every-
one concerned.

NOILVOINddV

By compating your scores regarding each of these ethical perspectives, you can get a sense of what is important to you
when addressing an ethical concern. Obviously, if you scored low on in any of these categories, it suggests that you give less
priority to that ethical perspective. All of the ethical perspectives have merit, so there is no “best” perspective to maintain.

This questionnaire is intended as a self-assessment exercise. Although each ethical approach is presented as a
discrete category, it is possible that one category may overlap with another category. It is also possible that you
may have an ethical leadership style that is not fully captured in this questionnaire. Since this questionnaire is an
abridged version of an expanded questionnaire, you may wish to take the entire questionnaire to gain a more accu-
rate reflection of your ethical approach. It can be taken at www.leaderdecisionmakingsurvey.com.

TN " .
#'; Visit edge.sagepub.com/northouseintrode for a downloadable version of this questionnaire.
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Dimensions of Culture Questionnaire

Instructions: Using the following scales, circle the number that most accurately
reflects your response to each of the 18 statements. There are no right or
wrong answers, so provide your immediate impressions. (The items on this
questionnaire are adapted from the items used in the GLOBE studies to assess
the dimensions of culture, but the GLOBE studies used five items to analyze
each of the cultural dimensions.)

Uncertainty Avoidance

1. In this society, orderliness and consistency are stressed, even at the
expense of experimentation and innovation.

S’Qrﬁhg’i' T . s 2 'S’trongly ot

2. In this society, societal requirements and instructions are spelled out in
detail so citizens know what they are expected to do.

‘Strongly disagree. . .

P

Power Distance

1. In this society, followers are expected to:

Question their leaders

o} e : | .v‘t_jéy_.théir lééders :
- when in disagreement

 without question

&

2. In this society, power is:

Shared throughout
the socie

institutional Collectivism

1. In this society, leaders encourage group loyalty even if individual goals
suffer.

Strongly disagree. P : “. Strongly agree

2. The economic system in this society is designed to maximize:

Individual interests

- Collective interests
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In-Group Collectivism

1. In this society, children take pride in the individual accomplishments of
their parents.

‘Stronglyidisagree 0 E T  Strongly agree

8%

2. In this society, parents take pride in the individual accomplishments of
their children.

‘Strongly disagree Strongly agree

Gender Egalitarianism

1. In this society, girls are encouraged more than boys to attain a higher
education.

2. In this society, who is more likely to serve in a position of
high office?

Men

© Women

Assertiveness
1. In this society, people are generally:

‘Nonassertive

2. In this society, people are generally:

Future Orientation

1. In this society, the accepted norm is to:

‘Accept the status quo - ~ Plan for the future

-}‘\,‘}i
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2. In this society, people place more emphasis on:

Solving current problems Planning for the future

Performance Orientation

1. In this society, students are encouraged to strive for continuously
improved performance.

Strongly disagree . . Strongly agree

5

2. In this society, people are rewarded for excellent performance.

Strongly disagree = _ ‘Strongly agree

Humane Orientation

1. In this society, people are generally:

- Very concerned
~ about others

Not at all i:cﬁ_cerﬁé_gi oy
.about others .

2. In this society, people are generally:

 Very sensitive
~ toward others

Not at all sensitive
toothers . -

8

SOURCE: Adapted from House, R. J., Hanges, P. 1, Javidan, M., Dorfman, P. W., & Gupta, V.
(Eds.), Cufture, Leadership, and Organizations: The GLOBE Study of 62 Societies, © 2004,
SAGE Publications.
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Scoring

The Dimensions of Culture questionnaire is designed to measure your percep-
tions of the different dimensions of your culture. Score the guestionnaire by
doing the following. First, sum the two responses you gave for each of the
items on each of the dimensions. Second, divide the sum of the responses by
two. The result is your mean score for the dimension.

Example. If for power distance you circled 3 in response to Question 1 and 4
in response to Question 2, you would score the dimension as follows:

344=7
7+2=35
Power distance mean score = 3.5

When you are finished scoring, you should have nine mean scores. After you
have scored the questionnaire, place your mean scores for each of the dimen-
sions in Table 16.4.

Table 16.4 Cultural Dimensions and Mean Scores for Selected Cultural Clusters

Uncertainty avoidance
Institutional collectivism
~ In-group collectivi

Gender egalitarianism

Future orientation
 Performance orfentatic
Humane orientation

420 4,09

SOURCE: Adapted from Culture, Leadership, and Organizations: The GLOBE Study of 62 Societies, by R. J.
House, P. J. Hanges, M. Javidan, P. W. Dorfman, and V. Gupta (Eds.). Copyright 2004 by SAGE Publications,
inc. Reprinted with permission.

*The mean scores in this table represent societal practice scores for selected cultures on each of the nine
cultural dimensions. In the GLOBE studies, mean scores were derived from subjects’ responses 1o five
questions for each of the dimensions.

na = not available
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Scoring Interpretation

Your scores on the Dimensions of Culture questionnaire provide data on
how you see the culture in which you live and work. Table 16.4 provides
information from the GLOBE project about how subjects from different
cultures describe the dimensions of those cultures. The table also provides
an overall mean for how these dimensions were viewed by people from all
of the cultures.

By entering your scores in the last column in Table 16.4, you can get a better
understanding of how your perception of your own culture compares to that
of others. You can also compare your scores to other specific cultures (e.g.,
Middle East or Latin America). Do you see your culture as more or less egali-
tarian than others? Do you think your culture emphasizes the future more
than others? Do people from other cultures stress performance less or more
than your own culture? Like these questions, the table and your scores can
be used to bring to the surface the ways in which your culture and the
cultures of others are compatible or incompatible with each other.
Understanding how your culture relates to other cultures is the first step to
improved understanding between you and people from other cultures.
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The Gender-Leader Implicit Association Test

Instructions: This exercise begins with a practice trial. Using a pencil, classify each
of the words in the middle column into one of the two categories indicated,
Flower or Insect, by putting a check mark in the column to the left or the right.
Please do this task as quickly as possible, taking care not to skip over any words.

Practice Trial

Rose
Lily
Dragonfly
Beetle

Gnat
Daffodil
Mosquito
Daisy
Roach
Tulip

Qe @0 a0 oo @\s\
©Q0 a0 QQQaoo

You will now complete the two test trials; you will need a stopwatch for this
portion of the test. For these test trials, the options are Male or Female and
Leader or Supporter, and the categories will be combined. If the word you read
belongs to the Male or Leader category, put a check in the left column; if it
belongs to the Female or Supporter category, put a check in the right column.
You will record how long it takes you to complete this task by starting your
stopwatch when you begin and stopping it after you make your final classifica-
tion. Remember to work as quickly as possible, without skipping any words.

Test Trial A

Emily
Josh
Supporter
Leader
Brandon
Ambitious
Peter

Determined

e &
KO c O o O KZO @

. Donna

{Continued)
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(Continued)

Debbie
Helpful
Dynamic
Understanding
Katherine
lan
Sympathetic
Compassionate
Jane

Andrew

K\(‘DOOQ\OOOOOT.
ooa@Re KRR

Assertive

Time to complete Test Trial A: __

You will do this same task a second time, but this time the combination of
categories has been switched. If the word you read belongs to the Male or
Supporter category, put a check in the left column; if it belongs to the Female
or Leader category, put a check in the right column. Again, use your stopwatch
to time how long it takes you to complete the task.

Test Trial B

Supporter
Emily
Josh

Leader
Ambitious
Brandon
Peter

- Donna
Helpful

Determined

Dynamic

Assertive

Debbie

Q C\O KO (o] Q\O\K\KO (@]

KO(&O&KOOQOOK
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- Katherine
Understanding
lan
Sympathetic
Andrew

Compassionate

OOR\DQ\OOj

Jane

qaoaoae

Time to complete Test Trial B:

Scoring

The logic behind the 1AT is that the longer it takes to categorize the words
when the categories have counterstereotypical pairings (i.e., Female and
Leader, Male and Supporter) compared with stereotypical pairings, the more
one automatically associates women with suppeortive qualities as opposed to
leadership qualities.

The gender bias effect is computed by subtracting the time it took to compiete
Trial A (the stereotype-congruent task) from the time to complete Trial B (the
stereotype-incongruent task). Positive scores reflect automatic associations
between Female and Supporter and between Male and Leader. Many people
are surprised to find out that they have a biased association favoring males
and leadership, especially when it is incompatible with their stated egalitarian
values. This test is designed to show people that they might hold associations
that they are unaware of and to make people aware of the broad reach of
these stereotypes. Please see the IAT website at Harvard University (https:/
implicit.harvard.edu) for more information on the IAT and a more detailed
understanding of the results.






