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Introduction

Through this report I will be looking at the difference between managing and leading and leadership styles and theories and what styles I use to lead and manage my team. 
“Many organizations tend to be over-managed and under-led. They may excel in the ability to handle the daily routine, yet never question whether the routine should be done at all. There is a profound difference between management and leadership, and both are important. “To manage” means “to bring about, to accomplish, to have charge of or responsibility for, to conduct.” “Leading” is “influencing, guiding in direction, course, action, opinion.” The distinction is crucial. Managers are people who do things right and leaders are people who do the right thing. The difference may be summarized as activities of vision and judgment - effectiveness – versus activities of mastering routines – efficiency.” (Bennis and Nanus, n.d.). Leadership styles are based on research conducted by Kurt Lewin in 1939 his initial research discovered that there are three distinct styles Autocratic, democratic, and Laissez-faire. Although further research has been completed and other styles have been identified Lewin’s theory provided the basis to the theories. ("Lewin’s Leadership Theory Explained", 2019)





1. Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role    

To understand and evaluate my own ability on what range of leadership style I use as a team leader I have completed a questionnaire to assess and give me insight to my own leadership style (Northhouse, 2016), (Appendix A). On analysis of the questionnaire and answering the questions honestly the results are that I fall under the high range of democratic, medium range of laissez-faire and low range of authoritarian. This shows me that I tend to be more dominant in the democratic style of leadership but also show characteristics in the Laissez-faire leadership style.


0. Democratic Style

 With reference to an article in The Very Well Mind they describe democratic leadership style as “Everyone is given the opportunity to participate, ideas are exchanged freely, and discussion is encouraged. While the democratic process tends to focus on group equality and the free flow of ideas, the leader of the group is still there to offer guidance and control.” (Cherry, 2020). In an article published by St Thomas University they link democratic leadership with boosting employee morale as “The democratic leadership style is based on mutual respect. It is often combined with participatory leadership because it requires collaboration between leaders and the people they guide. The democratic/participative leadership style places significant responsibility on leaders and their staff. This is true for all organizations — from private enterprises and government agencies to educational institutions and non-profit entities.” (What is Democratic/Participative Leadership? 2018)

Through looking at the characteristics of this style I can relate to how I manage and lead the team. For example, each member of the team has key performance indicators (KPIs) which are role specific, these need to be met monthly and it is part of my role to ensure that these targets and objectives are met as I am also targeted on this as part of my own KPIs for team performance. For example, an Engagement Officer is targeted to achieve learner starts, placement Health and Safety vetting, positive progressions into employment or education and learner reviews. A tutor is measured on how many qualifications are delivered/achieved, induction of starts and learner reviews. The targets are set by the organisation and without the participation of all employees these will not be achieved.

An example of a goal to be achieved would be not meeting start targets that generate income for the organisation. In this instance I would arrange a meeting with the Engagement officers to discuss the reasons behind this and if there are any reasons, they think, why we are not achieving the targets. In the meeting I encourage participation, open communication, listen to what the team have to say and what do they think we can do to gain more starts to achieve what is being asked. We would discuss different approaches and suggestions such as how we can achieve this, what barriers are preventing us from achieving this and what support do we need to achieve it. Some of the suggestions put forward by the team were to use a Friday to interview potential starts as this day tends to be more of an administration day for the Engagement team, arranging meetings with partner agencies such as schools, youth service and Careers Wales to promote the benefits of the programme and to involve the tutors and myself to support with the interviewing of potential learners if there are high numbers as we can then maximise the amount of starts that we can take on induction. Tutors also need to have input to this as they run the induction process that introduces the learners to the programme and to assess their learning needs through completion of diagnostic on the Wales Essential skills website that assesses their levels of maths and English skills which will ascertain if they need further support in these areas. They will also complete the VARK questionnaire (Flemming, 1987) which assess the way that they learn either by visual, auditory, read/write or kinaesthetic. It is important for the team to collaborate on this as they all will need to have input to implement and facilitate the induction and to ensure that all documentation is completed on time before reports are completed and information is uploaded to the Welsh Government. Using this style of leadership allows the team to come up with solutions on how to achieve the targets and know that I am there to provide advice and guidance when needed. 

As a team leader the Democratic or Participative style of leadership is best suited to me as I like to encourage and involve the team in decision making, how we can best achieve results, meet the KPIs set by the organisation and by supporting the team in any way so that we can achieve common goal. As part of my role, I am also required to take responsibility of supporting the team and promoting the organisation by attending meetings with external partners to promote the provision and to provide data. Collaborating with the team enables me to gain insight to barriers they are facing, encourage them to look for solutions, provide guidance where necessary and still maintain control.

You can compare through identification of what needs to be achieved, how we can achieve it and the support required that this follows the theory developed by John Adair’s Action Centred Leadership (2008) which is Task, Team and Individual. The Task would be starts on programme, how will the Team achieve this and how can individual needs be met to achieve the task. This theory is one of the easiest to follow and is functional in its approach to resolving targets required to be achieved. I do use this model as I find that it is functional and can be adopted in many situations it is straight forward and easy to understand when implementing it. This model allows the team to see how each part influences the other and without the three working in conjunction with each other the task would fail. In conclusion I would also encourage the team to use this theory when problem solving as the problem can be broken down through identifying the task, deciding the roles each will take on and how they can support each other. This is also dependant on the effectiveness of the team relying on their skills, knowledge, and experience.



1.1 [bookmark: _Hlk77534677]Laissez-faire Leadership

Again, looking at this style of leadership I fall into the medium range with reference to the questionnaire (Northhouse, 2016) (Appendix A). I do have trust and reliance in my team to complete their roles to the best of their abilities. I encourage them to take accountability, be proactive in their development and solve problems they come up against on their own, but they also know that I am there to provide support and guidance if they require it. I have confidence in my teams’ abilities, as many are very experienced in their roles, and require little supervision, can take the lead, and manage their caseloads. Staff are held accountable for achieving their set targets and weekly caseload meetings are held to discuss any issues they may face and if support is required.

 Although this style is effective in a highly motivated, experienced team it does have its drawbacks in certain situations. An example of when this style can prove difficult to understand would be where new employees are concerned as they do need instruction, guidance, and direction at the start as they are not familiar with the role or the expectations of the company. To overcome this when a new employee starts, I would implement a training/support plan for them for their first three months and have weekly meetings to discuss progress and check on their well-being. In the plan they will spend the first two to three weeks with myself where I will complete a full induction to the company explaining the policies and procedures, introduction to the role, expectations of the company and what their expectations are, mandatory training modules that need to be completed and an introduction to all staff and what roles they perform. I would then buddy them with an experienced member of staff, relevant to the role they are employed for, who would them mentor the new employee and shadow them completing daily duties such as reviews, delivery of qualifications, health and safety vetting, meeting external partners and employer placement visits.

 In the last few months some of my team have moved on to pastures new and we now have a group of less experienced people within the team. As a team leader I have had to change my leadership style to more of an authoritative style in this situation as more support is required due to lack of experience and knowledge.


1.3 Authoritative Leadership
[bookmark: _Hlk76809414]
Further analysis of the questionnaire (Appendix A) placed me in the low end of this leadership style. With example provided above of having a brand new less experienced team this style would need to be implemented. As a less experienced team I would need to take more control as the situation would require it due to lack of knowledge, experience, and the need to give direction. This type of leadership style can be compared to Situational Leadership developed by Hershey and Blanchard where employees are considered followers and managers as leaders (Cherry, 2020). With the lack of experience and knowledge in the new team I can then mentor and coach them through transferring my own knowledge and experience that I have gained through the years in working in this sector. For example, introducing them to partners we work with, completing paperwork, health & safety vetting of employers, completing learner reviews and how I manage a caseload. Although I do explain that the way that I work best suits me, I do encourage them to find their own way of working and how it best suits them to manage a caseload providing that they are working within company guidelines and policies/procedures. Weekly caseload reviews take place on a 1-1 basis or as a team. Through the mentoring and coaching process, they will also speak with me regarding any concerns that they maty have or if there is further training required. Monthly progress reviews would also support with this, and I would encourage them to give me feedback on how I perform as their line manager and if they think there is anything that I need to improve on this could be an improvement on communication such as the way I may explain things or if they do not feel supported enough.

 To conclude I would say that the Authoritative style of leadership does not match my own style as I prefer to work more collaboratively with the team and allow them to manage their own caseloads and make their own decisions but also with them knowing that they are able to come to me if they need support or are facing issues that they cannot resolve or find solutions for. I will only use this style if the situation requires it. I would agree that the democratic and laissez-faire styles are more suited to my leadership style as I do like to communicate, collaborate, and support as I class this as my strengths as a team leader. Things that I know that I need to improve on is delegation as I do sometimes tend to do work myself instead of delegating to a team member as I will complete it faster, this is something I need to work on as I am effectively taking accountability away from them.


[bookmark: _Toc456901517]

                      
1. Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance  

During this report I have identified that there are many leadership theories and models that can be adopted within the workplace. One of the first recognised theories, credited to historian Thomas Carlyle, was The Great Man Theory which states that “leaders are born not made and can arise when there is great need” (Great Man Theory of Leadership, 2021). The theory was developed in the 19th century and states that individuals possess certain characteristics that allow them to be effective leaders. Over time this theory has been challenged, developed, and evolved through looking more at traits and behaviours of individuals and how these impact on workplace performance of leaders and their teams. John Adair was a believer that leadership could be learnt and challenged the Great Man Theory and quoted in a lecture given to students “Great man view; it is a fact that some men possess an inbred superiority that gives them a dominating influence over their contemporaries and marks them out unmistakable for leadership this phenomenon is as certain as it is mysterious.” (Kippenberger, 2002). This view led to research that then gave us the Trait theory of leadership only to later discover that many people would possess the skills and attributes of leaders but would not necessarily become leaders. Ralph Stogdill, Ohio State University, completed a study of 120 people and concluded that leadership was not a passive status but a combination of traits which he identifies that seemed to recur in some people. These include capacity, achievement, responsibility, participation, and status. Bennis (Kippenberger, 2002) also suggests that although people may have leadership traits, it does not mean that if they take on a leadership role, they may not make ideal leaders. This would then depend on the behaviours that they exhibit. According to Notre dame University the 7 most important behaviours that a leader should possess are being grounded in ethics and integrity, build trust, bring others along, inspire those around you, make decisions, encourage innovation, and reward achievement. (2019). They support the fact that leaders are not born and that these skills can be learnt and developed over time and through gaining experience within the working environment and possibly implementing personal experiences. I do support this as I have been in management for over 20 years and being of a young age was not experienced enough when dealing with individuals. Over the years I have learnt and adapted the way that I deal with certain characters and am now confident that I have grown through gaining experience, knowledge, and communication skills. I have also mentored and coached people through using my own experiences as examples of how I have developed as an individual.

2.1 Behavioural Theory

This theory looks at how we behave as leaders and what traits we possess that enables us to be effective and what traits we may copy or learn from other leaders. This could be if you have a team leader who encourages and inspires you and those around you and wants you to achieve great things you may emulate their behaviour. On the other hand, if the team leader is negative and not motivated the team will also adopt this behaviour. Being aware of how you affect others in the work place is essential. According to a blog from Western Governors University “Patterns of behaviour are observed and categorized as “styles of leadership” in this theory. Some of the styles of leadership include task-oriented leaders, people-oriented leaders, country club leaders, status-quo leaders, dictatorial leaders, and more. At the end of the day, the actions and actual behaviours of a leader are what defines success in this theory.” (WGU, 2020). The advantage of this theory is that it also supports the idea that leadership can be learnt and developed with experience, which steps away from the original Great Man Theory. The disadvantage of this theory is even though you can learn and develop leadership it does not mean that you will be able to implement the theory properly and be adaptable when faced with workplace issues. Further research on the Behavioural Theory is the main work of Kouzes and Posner. In their research they stated “In doing their best, leaders model the way, inspire a shared vision, challenge the process, enable others to act, and encourage the heart. These are the fundamentals of leadership. They remain as relevant today as they were when we first began our studies.” (Kouzes and Posner, 2013). The conclusion of their study found that leaders who frequently use the five practices of exemplary leadership were more effective leaders and after a five-year period saw a financial increase and employee engagement. Although they were unable to credit this to their research, they found that it did make a positive impact on the organisations where managers practice exemplary leadership.

When looking at this theory it can be implemented and have a positive impact on workplace performance. Through good communication you can clarify what needs to be achieved and encourage team involvement through collaboration and sharing the vision of what success will look like at the end of the task, looking for opportunities and reflecting on experiences when things do not go so well or celebrating small successes, encourage the team to take the lead that will show that there is trust in their abilities and building their confidence through development of their skills/knowledge and always show appreciation for their work and effort at the end of each day. One of the most important points that I always, as a team leader, do is show appreciation I will always thank my team at the end of each day as I feel that it shows them that I value and respect them as colleagues and the work that they do. By doing this it can be compared to the Behavioural Approach as this is more about what we do and how we act as leaders. The Behavioural Approach consists of two categories the Task behaviours and Relationship behaviours. Through reading an article by Sage Publications (2016) I was able to establish that as a team leader that I do display these behaviours as when it comes to a task I support and facilitate achievement of the objectives and encourage them to work together and support each other which will strengthen relationships. 

Research has been completed on the Trait Theory, based on Ralph Stoghills work and the Behavioural Approach, these can be compared as what Traits we have are some of the behaviours that we display and can affect the workplace and people around us. In an article for Sage Publications Susan R, Wynn describes Stoghills work on the Trait theory as “his seminal research study analysed over one hundred trait studies that took place over a period of four decades. His results showed that a person who holds a position of leadership surpasses the average member of the group in several ways, including intelligence, scholarship, dependability, and sociability. Though Stogdill determined that there was indeed a high consistency in the relationship between intelligence and being a leader, he concluded that it is difficult to isolate a set of traits that are characteristic of leadership without factoring situational effects into the equation. A leader in some situations might not be a leader in other situations” Wynn does agree that it does still have an impact on leadership in today’s management styles. (Wynn, 2012). Studies by Ohio State and Michigan State Universities, (“Leadership Theory and Practice” 2016) based their research on Stogdill’s work but also looked at leaders’ traits, leaders’ functions and task and relationship behaviours. A questionnaire of over 1800 points was developed on different aspects of leader’s behaviours but later was broken down to 150 questions that is now known as Leader Behaviour Description Questionnaire (LBDQ; - Hemphill & Coombs 1957)). Stogdill later developed a shortened version of this questionnaire which then replaced its predecessor and became more widely used. The outcome of the research conducted was that the behavioural approach is more focused on what you do as a leader and how you act. The combination of the task and relationship style is the focus of this approach. Although this style does have its positive side such as wide research has been completed to support it and that it is centred on a person’s behaviours rather than their personality traits. The negative aspect of this is that it can not link with outcomes such as job satisfaction, morale and increased productivity. Although on completion of the questionnaires it will give a leader an insight on how their behaviour may impact on others and how they can develop themselves to be more aware of their behaviours. 

I have completed a task and relationship questionnaire (Northhouse, 2016) (Appendix B) and on analysis it has placed me at the high end of Task scoring 40 and the very High end of Relationship scoring 48. As the results are relatively close together it does suggest that the Relationship behaviour is more dominant than the task behaviour. I would say that this is correct as I do have a good working relationship with my team and am supportive of them and encourage them to develop their skills and knowledge. I probably do focus on team wellbeing and always promote the open-door policy as I do understand that personal issues should not be brought into the workplace at times it can not be helped and try to support my colleagues as much as possible. Where Tasks are concerned, I do ensure that all deadlines are met so I am adaptable when situations arise and as I am multi-skilled in my role, I am able to slot in when required.



1. Assess your own ability to set direction, motivate, delegate and empower others to bring about a workplace change

In my role as a team leader, I am responsible for ensuring that Key Performance Indicators (KPI) are met by the team, training of new employees, ensuring compliance of learner files and qualifications. I conduct weekly meetings and staff 1-1’s to manage and stay informed of how we are performing and if there is anything that they may need my support with. When conducting meetings, I use the John Adair’s Action Centred model as it is simple to use and can be adapted to any situation. For example, if we are behind on starts on programme this would be discussed between myself and the manager, I would then need to communicate this to the team. I would gather data supplied by the manager on how many starts we must achieve to reach the target set for the end of year and break the total down on starts per month. Once I have all the information, I would then call a staff meeting to discuss how we would achieve the task at hand, who would take on what roles and to provide weekly progress reports. Using the model, I can communicate what we need to achieve and what the financial impacts are on the centre. This means that if we are targeted for 10 starts in June and we only achieve 8 the 2 that we are in deficit will be added to the next months target which puts more of a strain on achievement, the reverse of this also applies if we have more starts in month the target for the following month is decreased. I would always encourage the team to achieve the budgeted starts for each month and if we do go over financially, we gain in profit. 
Through trust the team are empowered and know that I respect their judgements and their capabilities in their roles. Through communicating and involving the team and breaking the task to measurable achievable goals I can keep them motivated to achieve the task as if I had only shown them the end figure without breaking it down, they would have looked at this as an impossible task to achieve. By then setting direction and delegation of work the team are then aware of what they need to achieve and how they can do this.
 Through delegation I would assign member of the team to specific roles such as speaking with partner agencies such as Career Wales and local secondary schools. This enables them to promote the programme. Through liaising with the schools, we can also promote our summer programme to the cohort of leavers to keep them engaged until they either progress to college or decide that work-based learning is an option that they may want to consider. As not everyone is academic and completing this type of programme will give them an opportunity to improve their employability skills or to move onto an apprenticeship. The next stage would then be to arrange interview dates for all who are interested this would then be delegated to all team members, myself included, to support the Engagement officers in this task. This would be arranged in time slots and a discussion would take place where we would be able to look at a day where staff can be available to support. Each team member will be allocated interviews and asked to complete all paperwork. As this is always a busy time for us, I am always available to support the needs of the team but also to let them make their own decisions on who is eligible to join the programme and if they are unsure, I am there to discuss this with them. Through trust the team are empowered that I respect their judgements and their capabilities in their roles. 
Reflecting on this I am demonstrating a Laissez-faire style of leadership as I have trust and reliance on their skills and knowledge to complete their roles competently. I would only get involved and take the lead if it is required of me and let them use their own creativity, resources, and experience to meet the goal set (What Is Laissez-Faire Leadership? 2020), but also demonstrating the democratic style through being involved and encouraging the team to share their skills and knowledge. (Cherry, 2020). I also encourage the team to develop their skills and knowledge through completing any training courses that are available or to encourage them to take on more responsibility in their roles. Am example of this would be for them to attend provider meetings. These meetings take place quarterly and are facilitated by partner organisations. Generally, a member of the management team attend as there are discussions relating to data and updates on provision. As part of their development, I will suggest that they accompany me to these meetings so they can then add this to their own career development plan (CPD) and after attending a few ask them to participate or take the lead. This gives them the opportunity to see some of the duties I perform in my role and may inspire them to want to step up if an opportunity becomes available. It also provides them with opportunity to give input on any ideas they may have on how we can improve provision. To conclude completing the questionnaires has made me consider my own leadership styles and how I can improve the way I manage a team. Although, I do feel that I have gained experience and knowledge over the years there are always ways to improve.
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4.2 Leadership Styles Questionnaire


Purpose


1.	 To identify your style of leadership


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


Directions


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


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


Statements
Strongly 
disagree Disagree Neutral Agree


Strongly 
agree


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


1 2 3 4 5


  2.	 Employees want to be a part of the decision-making 
process.


1 2 3 4 5


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


1 2 3 4 5


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


1 2 3 4 5


  5.	 Providing guidance without pressure is the key to 
being a good leader.


1 2 3 4 5


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


1 2 3 4 5


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


1 2 3 4 5


  8.	 Most workers prefer supportive communication from 
their leaders.


1 2 3 4 5


  9.	 As a rule, leaders should allow followers to appraise 
their own work.


1 2 3 4 5


10.	 Most employees feel insecure about their work and 
need direction.


1 2 3 4 5


11.	 Leaders need to help followers accept responsibility 
for completing their work.


1 2 3 4 5


12.	 Leaders should give followers complete freedom to 
solve problems on their own.


1 2 3 4 5


13.	 The leader is the chief judge of the achievements of 
the members of the group.


1 2 3 4 5


14.	 It is the leader’s job to help followers find their 
“passion.”


1 2 3 4 5







I N T R O D U C T I O N  T O  L E A D E R S H I P94


A
P


P
L


IC
A


T
IO


N


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


Statements
Strongly 
disagree Disagree Neutral Agree


Strongly 
agree


15.	 In most situations, workers prefer little input from the 
leader.


1 2 3 4 5


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


17.	 People are basically competent and if given a task 
will do a good job.


1 2 3 4 5


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


4.2 Leadership Styles Questionnaire
(continued)


Scoring


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


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


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


Total Scores


Authoritarian Leadership ______


Democratic Leadership _______


Laissez-Faire Leadership ______


Scoring Interpretation


This questionnaire is designed to measure three common styles of leadership: authoritarian, democratic, and 


laissez-faire. By comparing your scores, you can determine which styles are most dominant and least dominant in 


your own style of leadership.


If your score is 26–30, you are in the very high range.


If your score is 21–25, you are in the high range.


If your score is 16–20, you are in the moderate range.


If your score is 11–15, you are in the low range.


If your score is 6–10, you are in the very low range.


Building Your Leadership Profile


If you have the interactive eBook version of this text, log in to access the Leadership Profile Tool. After completing 


this chapter’s questionnaire, you will receive individualized feedback and practical suggestions for further strength-


ening your leadership based on your responses in this questionnaire.
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5.2 Task and Relationship Questionnaire


Purpose


1.	 To identify 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 items quickly. Do not try to categorize yourself in one area or another.


Statements Never Rarely Sometimes Often Always


  1.	 Make a to-do list of the things that need to be done. 1 2 3 4 5


  2.	 Try to make the work fun for others. 1 2 3 4 5


  3.	 Urge others to concentrate on the work at hand. 1 2 3 4 5


  4.	 Show concern for the personal well-being of others. 1 2 3 4 5


  5.	 Set timelines for when the job needs to be done. 1 2 3 4 5


  6.	 Help group members get along. 1 2 3 4 5


  7.	 Keep a checklist of what has been accomplished. 1 2 3 4 5


  8.	 Listen to the special needs of each group member. 1 2 3 4 5


  9.	 Stress to others the rules and requirements for the project. 1 2 3 4 5


10.	 Spend time exploring other people’s ideas for the project. 1 2 3 4 5


11.	 Pay close attention to project deadlines. 1 2 3 4 5


12.	 Act friendly toward other group members. 1 2 3 4 5


13.	 Clarify each group member’s job responsibilities. 1 2 3 4 5


14.	 Express support for other group members’ ideas. 1 2 3 4 5


15.	 Emphasize performance standards for the group. 1 2 3 4 5


16.	 Talk with other group members about their personal 
concerns.


1 2 3 4 5


17.	 Keep other group members focused on goals. 1 2 3 4 5


18.	 Emphasize everyone’s unique contributions to the group. 1 2 3 4 5


19.	 Follow rules and regulations closely. 1 2 3 4 5


20.	 Express positive feelings toward others in the group. 1 2 3 4 5
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  Visit edge.sagepub.com/northouseintro4e for a downloadable version of this questionnaire.


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: ________________________


Relationship score: __________________


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 task 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 45–50, you are in the very high range.


If your score is 40–44, 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.


If your score is 25–29, you are in the low range.


If your 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.


5.2 Task and Relationship Questionnaire
(continued)
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