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1 EXECUTIVE SUMMARY REPORTS
This summary represents the finding on Emergent Leadership Skills for the security industry in the United Kingdom (UK) in which my company – Formidable Security Management Ltd operates. 
Security Industry in the UK is becoming much more complex because of the various security challenges since the historical terrorists attacks on America in 11 September 2001 and the attacks in 07 July 2005 in London. The recent been 22 March 2017 attack at Westminster; 22 May 2017 attack on Manchester Arena; the attack on London Bridge on 03 June 2017, 19 June  2017 attack at Finsbury Park;. There have been series of other unimaginable levels of terrorists attacks on major European cities. These include terrorists attacks on Paris 13 November 2015; attacks on Brussels on  22 March 2016. There are other attacks around the world on daily basis. In addition to this, there are local and national security challenges in London such as: Epidemic stabbing homicides, Kidnaping, Organised Crime, Drug Trafficking, Human trafficking, Money Landering, Armed robbery and other pettie crimes such as assaults, burglary, thefts, pickpocketing, mugging and ATM scams.
These security challenges provide good reasons for the British Government to enact Private Security Industry Act 2001 and introduced in 2003. This law requires anyone engaged in Private Security Provisions in the UK to apply for Security Industry Autority (SIA) licences and according to the law; subject to four (4) criteria: passing Identity checks; Competency through successful completion of a standard and approved training programme, assessments and examination; No Criminal conviction and Adequate and Successful Completion of SIA online application; payment and obtaining SIA badge. Licence holders are required to work hand in hand with the Police, with other law enforment agents and with security agents to fight crime in the UK.
These new dimentional security challenges have provoked new approach to fighting crime in a broad and non-conventional way. And this in turn has lead to the Emergent Security Leadership Skills for the Security Industry in the UK.
2. INTRODUCTION
This deliberation is about emergent leadership skills for my workplace named Formidable Security Management Ltd. It is a formal incorporated company which (Mullins, 2010 P. 79) reported as an organisation with a democratic leadership style advocated by (Mullins, 2010, P. 381) as where the focus of power is more with the group as a whole and there is greater interaction within the group. With a set of formal (Mullins, 2010 P. 311) workteam, there is division of labour, all with (Mullins, 2010 P. 548) a set formal goal – security provisions for the protection of life and property against criminal attacks. This company operates according to the British Security Industry Act (BSIA) 2001. The work-team  has division of labour and is defined in the company’s hierarchical structure shown in fig. 1. The company provides security services (Fig. 1) such as Security Officer – Door Supervisor, Guarding, Cash and Valuables In Transit (CVIT), Close Protection, Closed Circuit Television (CCTV) / (Public Space Surveillance (PSS), and Key Holding. The foundation, culture and operations of this company has been based on proven management theories.
3. LEADERSHIP - PERSONAL ABILITIES
The word ‘leader’, according to the business dictionary, (Inc, 2019) is “a person who leads or commands a group, organisation, or country”. Hence, it is a person who influences a group of people towards the achievement of a set goal. From this simple definition, one can derive the mnemonic of a leader as possessing 3Ps fundamentals which includes: Person, People and Purpose. A Person is a leader not because he or she is simply another human being, but because he or she possesses the basic but crucial attributes to lead. He or she is one who goes first and leads by examples, so that others are motivated to follow him or her. Such person invariably, must have a deep-rooted believe and commitment to the achieveable goal that he will be determined to achieve, even if no one follows him. Purpose means vision, that is expectations which are defined in a role profile, and which specifies key result areas and the knowledge, skills and abilities and as such a leader without a vision is like a blind person walking on a highway without a guard. A leader must be able to visualise his goal as an accomplished fact; a thing that can be achieved and already achieved. A leader must set and follow important management navigator of SMART objectives. SMART acronym according to (Armstrong, 2012 P. 334) implies setting Specific goal; that is straight forward; clear and unambiquous, Measurable in terms of quality; time and money, Achievable; that is within reach of a competent person, Relevant; in terms of the objectives of the company and Time framed; that falls at an agreed time. People is the next requirement that will help and work with a leader to make his dream come through. A leader will have to recruit people who share his vision with him, either directly or indirectly and then communicate those vision to his followers in such a way that would make them fully commited.
Leadership comes from a leader. From the explanation of a leader; leadership therefore is a research area; focused on a goal and a practical skill encompassing the ability of an individual or organisation to lead or guide other individuals, team, workforce or entire company. Mullins in (Mullins, 2010, P. 826) gave his own definition as a relationship through which one person inluences the behaviour, and or actions of other people. The whole ideal behind leadership theories is managing people (human resources), other resources, operations and organisation to achieve and maximise the efficiency and effectiveness of a set task. It is the optimism about the benefits of the natural sciences and sought to bring similar benefits to management science. The founding fathers of these management sciences are: Fayol as in (Fayol, 1916), Tayloras in (Taylor, 1911), (Woodward, 1958), Mayo as in (Mayo, 1949) and Hersberg as in (Herzberg, 1974), to mention but few.
4. ATTRIBUTES OF A LEADER
It is not just enough to define or describe a leader without examining the attributes of a leader. This attributes are by no means limited or exhausive but according to (GameLearn, 2019), a leader must possess: Vision; which involves having a vivid mental ability to see the outcome of a goal and inspire others to share and pursue that common goal. Team building; according to (Belbin, 1993) and (GameLearn, 2019) means working in a team to reach a common goal, maintaining positive attitude and the trust in their workmates for continuous cohesiveness . Managing; means a leader being at the forefront to lead and guide his team throughout the whole process unitil the set goal is achieved. He must know when to step back delegate and make his team take the initiative so as to groom and develop the team individually and professionally and must possess People Management skill.  Serving, a leader should always be at the service of his team and not the other way round as a god. He must make his team members have and feel his support. He must ensure the provision of tools for his team to effectively carry out the tasks assigned to them. Motivation; motivation by a good leader according to (Kretiner, 1999) is a combination of level of skills combined with competency on how to complete the task, feelings and emotions, and facilitating and inhibiting conditions not under the individual’s team member’s control. Also borrowing the ideas from the Human Relations School research conducted at Hawthorne Plan of General Electric (Mayo, 1949) advocated for intangible rewards, like esteem or group acceptance. The content Theories by Maslow in (Maslow, 1987) advocates meeting hierarchical of human needs at workplaces which includes: Physiological needs; that is human’s body’s automatic efforts to retain normal functioning such as satisfaction for oxygen, sleep and conducive temperature, thirsts and hunger. Safety needs involving freedom from pains or threats of physical attack, protection from hunger or deprivation. Love needs is sometimes referred to as social needs and involves affection, sense of belonging, friendship and social activities. Esteem needs; this can be referred to as ego and self-respect which involves the desire for confidence, strenght, freedom and independence, sometimes referred to as status, reputation or prestige and Self-actualisation needs; involves development and realisation of one’s own maximum goal. And Herzberg in (Herzberg, 1974) reported Process Theories of Highiene factors which includes: company’s policy and administartion, Physical Environment, Supervision, job security, Pay; benefits and conditions of service. And Motivator factors which includes: work itself, recognition, achievement, personal growth, responsibility and advancement. Taking risks; a leader must know how to get ahead of their time. They must look for opportunities where others cannot. He must be confident enough to make decision and if he makes mistakes, he must equally have courage to rectify, assume guilt and must not emback on blame game on his teams. He must know how to unite team members with enthusiasm to encourage all team members focus their attentions towards their goal. Creativity; according to (GameLearn, 2019), a good leader, must be able to create an environment that will encourage all the team members to develop their skills and imagination so that they can make meaningful contribution to the goal activities and attain vision of their organisation.   Empathy, according to (Walker, 2017, P. 121) emparthy is being able to recognise, understand, and share the situation, feelings or emotives of another. Hence, a leader must be able to put himself in the shoes of his followers when making policies and considering actions and ommissions. Thoroughness; a good leader aspires and sets standard for his followers because he wants them to reach the maximum goal and as such seeks to bring the best out of his teams. To achieve this, he must listen, in order to know the needs of his followers and then make necessary provision for resources, at the right time for the followers to do their job properly and Improving, a good leader always seeks constant and regular improvement on his team’s performance. He should have the ability to transform his team members into stars.
5. LEADERSHIP THEORIES, STYLES AND APPROACHES
Many management researchers, theorists and writters have published reports on leadership theories. Leadersip style is being able to understand situations in an organisation, developing styles to manage those situations and improve the effectiveness and the efficiency by influencing the actions, ommissions, beliefs and feelings of others and stakeholders in that organisation including the environment and the community in which the organisation operates. Leadership theories evolve with a deep undersatnding of expectations and needs of the workforce team. This reports seek to evaluate how the effectiveness of different leadership styles in different situations and considerations for the impact of different leadership styles on followers and in return how the attitudes, behaviours and competence of followers impact the leaders. These leadership styles can be itemised to include:
5.1 THE SITUATIONAL LEADERSHIP STYLES: Mullins in (Mullins, 2010, P. 832 ),  advocates a situational leader as where the person who is best suited to lead in a particular situation takes on the role of a leader. The importance of a situational leader is the focus and the person who is seen as the most suitable leader is appointed to lead the team. It is a good thing and may meet the time scale and urgency of the situation. The problem with such leadership approach is that some people may appear to have got skills and knowledge to be the most suitable person, but may not practically emerge as an effective and efficient leader.
5.2 LAISSEZ-FAIRE STYLE OF LEADEARSHIP: This is where the manager intentionally and deliberately makes a decision to pass the focus of power to his subordinates, allowing them the freedom to perform actions. The manager conducts observations that the assigned tasks to his subordinates are going well and need not intervene and will only get involved when situation arise. Such leadership approach may create motivation by allowing participation and creating opportunities for the team members. However, for such practice to work well, there must be some trusts and confidence between the leader and his subordinates.
5.3 TRANSFORMATIONAL LEADERSHIP STYLES: This approach creates a vision for transforming the  performance of the organisation and appeals to the higher ideals and the values of the organisation’s workforce to make it happen. People are encouraged and are motivated to give more effort than what transactional leaderdership alone can achieve. Therefore, this leadership in question, can be regarded as an extention of transactional leadership. This approach can be highly invaluable where the organisation is going through restructuring, economic or financial turbulences. There is danger that once the company had left the worst behinde, there are tendency for the management to continue manipulating the workforce like machines. This approach according to Bass in (Bass, 1985) and (Bass, 1994) has four (4) basic components, namely: Individualised considerations; that is, a leader who listens and gives special attention to the growth and developmental needs of the followers. Inspirational motivation; this approach involves the behaviour of the leader which provides meaning and challenge to the work of the followers. Idealised influence; this is the influence of the leader, and the respect and admiration of the followers. And Intellectual stimulation; such a leadership approach solicits new and fresh approaches for the performance of work and a creative problem solutions from his followers. Participative leader involves subordinates in making work-related decisions. Transformational provides followers with a vision that instills commitment and is charactised by charima, individualised consideration and intellectual stimulation, and a charismatic leader’s traits include strong conviction in own’s believes, confidence in own abilities, self-confidence and holds high expectation. He formulates vision with careful assessments for the need for change. He then gets the subordinates to carry out the mission by setting an example of self-sacrifice and expertise that inspires confidence and trust.
5.4 SITUATIONAL APPROACH TO LEADERSHIP: This approach focuses on the situation that a leader faces. Such situation determines the leadership style that will be most useful and effective.
5.5 INSPIRATIONAL LEADERS: This is a leadership approach associated with the concept of creating a vision with which the followers can identify, and getting allong with others and inspiring through personal qualities and influences. 
5.6 EMERGENT LEADERS: When a team member voluntarily takes on a tasks, helping others complete their tasks better and encouraging cohesiveness amount team members, such a person is an emergent leader. Such a leader demonstrates the characteristics of an emergent leader and lays a path of becoming a leader even before been formally appointed. An Emerging leaders may be regarded as one that just springs up from a group or from a team without been elected or appointed by the rest of the group. Such leader has the base of his or her power from his or her followers instead of from his or her higher superiors. He or she is repected because of those special attributes including personal skills, vision, empathy, confidence, inclusiveness, goal setter, charismatic,, positive outlook, welcoming, inspirational, problem solver, dependable, reliable, emotionally inetelligent to mention but few. The approach provides the advantage of a track record for grooming such person into a fully veted leader.
5.7 ASSIGNED LEADERS: Such leaders derive their authority from their positions in the organisation’s hierarchy – Figure 2. This leader must demonstrate skills such as problem-solving, wisdom, and the ability to empathise and motivate fellow employees in order to continue getting the support from his fellow employees and justify his assigned tasks. Assigned leader is also known as Positional Leader.
5.8 INTELLECTUAL LEADERSHIP STYLES: According to (Burns, 1978), this is a leader that attempts to transform society (organisation) by creating a clear vision of the future. This is done by showing the followers how ideals and values can change social environment, and create a better future for everyone. Such leader helps followers to understand they are an important part of the society (organisation), and they should not be satisfied with the status quo. Intellectual leader builds high performance networks, and not just teams. He actively engages and seeks to build careers of the people around them, and not just for the people within his teams. He promotes openness of discourse. He thrives on good ideals, regardless of where it comes from. He is often a risk-taker. He would challenge status-quo to help create new breakthrough to break away from the old thinking that plagues some organisations or countries.
5.9 ETHICAL LEADERSHIP STYLES: This type of leadership, is what the writer (Mullins, 2010, P. 717 and 825) reported as the practice and activities that are considered to be importantly right and wrong, together with the rules that govern those activities and the values to which those activities relates. It varies considerably ranging from global warming to animal welfares, and from developed nations to underdeveloped nations and proportional representation in a society and globally. 
5.10 TRANSACTIONAL STYLES OF LEADERSHIP:  This approach often appeals to the self-interest of followers to achieve organisational goals and is based on the leader’s position of authority in the organisational structure in Figure 2.
5.11 PATH-GOAL THEORY LEADERSHIP STYLES: This is a model, which  according to the researchers (House, 1971) is based on specifying a leader’s style or behaviour that best fits the workforce and the work environment in order to achieve a goal. The goal is to increase his employee’s motivation, empowerment, and satisfaction so that they become productive members of the organisation. Vroom in (Vroom, 1974) weighs in with his own report which states; an individual will act in a certain way based on the expectation that the act will be followed by a given outcome and on the attractiveness of that outcome to the individuals. Northhouse in (Northhouse, 2013) reports that it is a process in which leaders select specific behaviour that are best suited to the team’s neads in an organisation and the working environment so that they may best guide the employees through what is regarded as their path in the attainment of their daily work activities refers to as goals. 
5.12 PARTICIPATIVE LEADERSHIP STYLES: This is a style that invites input from employees on all or most organisation decisions. The workforce is issued with  information about the company issues, and then invites votes. A majority vote determines the course of action the company takes. This system encourages inputs from subordinates, although the final decision-making power is with the leader. The leader has the duty to explain the decisions to his subordinates and resolve any objections as a group. This approach may seems to improve employee’s moral by allowing them to participate in the decision making process. It can encourage creative solutions. It may increase employee retention. Although, consultation may take longer time and may slow than decision making process.
5.13 DISTRIBUTED LEADERSHIP STYLES: This is leadership model in which small teams or individuals are allowed to decide how they want to accomplish their objectives, as opposed to simply carrying out the commands of a single superior. Proper communication channel and adequate feedback is essential for such model approach to work. It helps to spread the decision-making ability throughout a team. It encourages collaboration and initiative. It allows those closest to the action to make the decisions that will most affect achieving their goals. Although trust and adequate skills by the participants are necessary to make the model effective.
5.14 CHARISMATIC LEADERSHIP STYLES: This is a model of encouraging particular behaviours in others by way of good communication, persuation and force of personality. Such leader motivates his followers to get things done or improve the way certain things are done.
5.15 CONTINGENCY MANAGEMENT LEADERSHIP APPROACH: Woodward in (Woodward, 1958) is one of the known founding fathers of contingency management. The advocate was that different organisational structures suited different types of production. Therefore the development of multi-faceted nature of people and situations, meant that multi-faceted responses were needed. This approach is sometimes referred to as situational approach. Such approach is based on the behaviour or reaction of the leader towards an unknown or unforeseen situation or future events.
5.16 INCREAMENTAL CHANGE LEADER: This is a style with the process that sets out to adjusts, modifies or designed to refines the status quo via relatively simple and minor changes. It is spicifally designed to make minor corrective measures in the big scheme of things to the pre-existing systems, products, services, hierarchies, processes and models.
5.17 RADICAL CHANGE LEADERSHIP STYLES: This is a model of leadership that embacks on a significant shift behind the fundamentals of an organisation’s processes, products, practices, norms and hierarchies. Such change will occur mostly when there is move towards a completely re-organisation of the organisational settings to make way for new practices, new services, new products, or the change in economy, changes in the laws, or a change in the government policy demands for it; such as Brexit.
5.18 LEADERSHIP THEORY OF NEEDS: Maslow in (Maslow, 1987) researched and reported Human Hierarchical Theory of Needs. He explained a thinning out of needs as people progress up the hierarchy. These needs as reported by Malsow in (Maslow, July 1943, P. 370 - 396), and (Maslow, 1987) are: Psychological Needs; that is human body’s automatic efforts to retain normal functionings such as satisfaction of hunger and thirst; the need for oxygen and normal temperature, sleep, pleasures, activity and marenal behaviours. Safety Needs; that is freedom from pain or threats. Need for love; that is giving and receiving love in the form of friendship, companionship, affection or sense of belonging. Esteem Need, that is self respect and esteem of others and Self-actualisation Needs involving realising one’s own full potential. He concluded that once a lower need satifies, it no longer acts as a strong motivator. And that the needs of the next higher level in the hierarchy demand satisfication and become the motivating influence. Another management researcher Grayson as in (Grayson, 2001, P. 76), advocated in “broader intrinsic” that many people are increasingly motivated by broader concerns such as their work or life balance, opportunities for flexible working, career advancement and personal development and growth and a feeling of identification with the values of the organisation.
5.19 SCIENTIFIC MANAGEMENT LEADERSHIP STYLES: Taylor as in (Taylor, 1911) and Fayol in (Fayol, 1916) are some of the prominent advocates of scientific managent theorists. Fayol believed that management is a science and can be taught following six basic business activities, namely: Technical, Commercial, Financial, Security, Accounting and Managerial. He divided managerial activities into five: Planning, Organising, Commanding, Coordinating and Controlling.
5.20 LEADERSHIP OF KNOWING THE BUSINESS YOU ARE IN: Drucker in (Drucker, 1989) advocated that a leader must know the business his organisation is in: Service (Timing) , Quality and Price. Once a leader establishes these, then he needs to creat a management to match. Drucker identified: Unique Products, Mass Production and Process Production. He then argued for minimum hierarchy and decentalisation wherever possible to ensure quick and timely dissemination of autority, information and shorter processes.
6. LEADERSHIP AT FORMIDABLE SECURITY MANAGEMENT (UK) LTD.
At Formidable Security Management company with modes of transformational, Contingency and Charismatic leadership style embraced by the writer (Bass, 1990, P. 11) established four components of transformational leader as: inspirational motivation, idealised influence, individualised considerations and intellectual stimulation. As a trained, qualified and licensed training manager; the  practical aspect of which (Landsberg, 2015 P. 11-13) advocates as coaching, that is personal; ususally one-on-one approach to helping people develop their skills and knowledge and improve their performances as security officers. My invovement in teaching management knowledge makes me what (Fayol, 1916) regards management as a science because he claimed it could be taught.  I am also an informal mentoring manager which (Kay, Fith Edition 2012 P. 20-21) reported as relationship between two parties, who are not connected within a line-management structure, in which one party as the mentor guides the other party as the mentee through a period of change and towards an agreed objective. Also as a Health and Safety Executive Manager for the company as descibed by (Dyson, 7th Edition 2014 P. 20) as well as Risk Assessment Manager (Dyson, 7th Edition 2014 P. 20). I joined this company back in 2010 as an ordinary security officer. My job specification (Mullins, Ninth Edition 2010 P. 288 - 289) and (Hackman, 1980) according to the company’s statement policy was in line with the company’s flat organisational charts – FIG. 1. According to (Armstrong, 9th Edition 2014 P.248); such charts has its use in planning and reviewing organisation and thus indicates how work is allocated and how fronline workforce and administrative office; work collectively towards organisation’s goal as advocated by (Mullins, Ninth Edition 2010).My job specification as a security operative is in line with (Inc., 2019) describes the minimum qualifications required of me as skills and abilities, and educational qualifications needed for me to effectively perform front-line security role in my company. Such job specification leads to my security job describtions  otherwise refers to by (Armstrong, 12th Edition 2012) as “role profiles or role definition”; that is a concise written statement, explaining about what are the major requirements of a particular security job including: Job tittle, competencies, duties, tasks and responsibilities involved and reporting relationships. As indicated in FIG. 1. After many years working as a front-line security operative and my performance practice (Armstrong, 2012 P. 672) and performance review (Armstrong, 2012 ) I was sent for further training and became a trainer and a coach (Garvey, et al., 2009), and a mentor which (Garvey & Stokes, 2009) reported as activity associated with dialogue, questioning, and developing self-knowledge. I was additionally sent for Health and safety Executive and Risk Assessment training and was made the Health and safety Executive and Risk Assessment manager.
The promotion process for employees often go through the comination of paths of Formidable Security Charismatic, Path-Goal Theory Management, Democratic and Inclusive leadership style researched by (Goleman, March-April 2000) advocates basic mnemonic for development, assessments and feedback in the performance management process. This process involves expectations which are specified in a role profile, which in turn specifies key performance indicator (KPI) reported by (Armstrong, 12th Edition 2012) and the knowledge, skills and abilities of leadership style enunciated by (Scarborough, 1999) required and sets out what has to be achieved in the form of standard objectives using acronym SMART as a management tool that can be planned to include modes of assessment of past performance to the analysis of the future requirements requiring an emergent multi-leadership skills. This is normally a performance agreement emerging from analysis of role requirements and performance review. 
The above identified tool is often used in conjunction with other effective micro management tools reported by (Patagiotou, 2003) and that famously reported by (Abdi, 2011) SWOT analysis reported by (Frost, 2003) provides the study of Strengths, Weaknesses, Opportunities and Threats facing an organisation that may provide a basis for decision-making and problem solving (Adam & Brezillon, 2006) in a climate of uncertainty regarding UK, EU and Brexit.
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FIG. 1 (Sourced from Formidable Security Services Ltd Administration Office)
The frightening challenges of uncertainties expected from the outcome deliberations of Brexit calls for combinations of Charismatic, Contingency, Distributed, transformational and Ethical leadership approach initiated by (Bass, 1990, P. 11) and which means there is a serious need to conduct research into the use of macro decision making management tool; PESTEL reported by (Armstrong, 2012 P. 161, 213 and 643) in order to shed more lights on the possible challenges to the security industry operations within the UK, EU and globally after Brexit. PESTEL was advocated by (Lynch, Fourth Edition 2006 P. 84) as the effective technique for analysing the macro environment that determine the organisational performance and effectiveness and will be dependent upon the successful transformational leadership style approach reported by (Bass, 1990, P. 11) of the opportunities, challenges and risks brought about by changes in the external environment. This analysis can be utilised by my company as a forecast of future activity flow levels from the business plan which may have a knock on effects on the company’s security business operations. Starting with Political future involving political party in power’s legislation, policies, taxation, employment and procedures at Local; National; Europan and Global trading partners. Economic future of the country including levels of inflation, total Gross Domestic Product (GDP) and GDP per head of the population, interest rates and consumers’ disposable income and expenditure. Social and cultural future influenced by demographic change like Brexit; changes in lifestyle; shifts in values and culture; education and health. Technological future as a result of new patents and products; influence of government and EU on policies regarding the amount organisation can spend on research and development and new research initiatives. Environmental future brought about by level and type of energy consumed either renewable or otherwise; wastes, rubbish and its recycling or disposal and green issues that affect the environment, and Legal future that are caused by employment and safety laws; product safety laws and competition law and government policy.
Formidable Security recycles any papers, cardboards and plastics generated through company’s business activities. This Contingency and Ethical Management Leadership Style can be linked with (Starik, March 2013) the advocates of ‘Concenptual Leadership Approaches Style’ to theories of sustainability management.
Addionally, other company’s Concenptual Leadership Style are: instructions to all drivers; driving company’s vehicles to switch off their vehicle engines if stationary for more than three minutes, to avoid reving vehicle engines unnecessarily, and to drive on gear four when on a level plain roads, switch off all redundant lights in the offices, and keep water usages to a minimal.
6.2 FORMIDABLE SECURITY ORGANISATIONAL STRUCTURES AND CULTURE
The company’s Democratic Leadership Roles are derived from the organisational relatively flat structure (CAPCO, 2018) (Fig. 2). This has enabled the company’s security management to operate with fewer layers of management hierarchy which allows the chain of command and dissemination of information from top to the bottom to be short, hence retaining clear, effective and within short period of time couching security measures and processes. This role in an organisational context is viewed as a guide for influencing the workforce to accomplish the company’s specified goals and collaboratively work to deliver its vision. Positive motivation is the key role of a leader here.
As a security company, it focuses on Functional and Group approach with Charismatic, Distributed and Transitional Leadership geared towards the function of the leaders, responsibilities and accountabilities. The often and unexpected security challenges call for situational approach and contingency leadersship management model in the company as reported by (Burns, 1998 P. 133). 
Inspirational and Charismatic Leadership also exist as reported by (Kinicki, 2008) with Self-needs and self-interest in the vision as a way of galvanising the company’s performances across departments and in some cases setting a vision which changes values and beliefs in the individuals values of the individuals workforce.
In his conclusion, (Mintzberg, Fuly - August 1975 P. 49 - 61) advocates that in reality, managers have three main areas of work: Informational; through efficient and effective communication including monitor, disseminator and spokesperson, Interpersonal and Decisional involving head, leader and liason roles and Decisional which includes: Entrepreneur, Problem Solver, Research Allocator and effective and efficient Negotiator.
Researcher; (Woodward, Number 3, 1958 P. 37 ff) suggested a most amicable form of “Contingency and Charismatic Leadership Management”, essentially that which encompassed multi-faceted nature of people and situation. Hence, he concluded that company should concentrate on developing managers who are flexible enough and are willing to adapt and to effectively and efficiently deal with any challenges or situations thrown at them by their assigned leadership tasks.
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FIG. 2 (Sourced from Formidable Security Management Ltd. Administration Office)
To make multi-faceted nature of people and situation – Contingency Leadership and Charismatic Leadership Management Styles, reports was advocated by (Drucker, 1989 ) and adduced Quality Service and Price as to Unique Product Production, Mass Production and Process Production. He advocated for a “Minimum of Hierarchy”, decentralisation wherever possible but highlights the importance of Managerial Activities involving setting attainable objectives probably using micro management analysis such as (Mullins, 2010 P. 513 - 514) with SMART objectives such as (Mullins, 2010 p. 545 - 546) with SWOT analysis and macro management approach such as (Mullins, 2010 P. 90 - 91) with PESTLE.
This short and flat structure allows the workforce to be highly motivated and has empowered workforce with everyone having access to advice and coaching through the company’s internal social network “WeTalk”. With this internal social network, all staffs, especially fronline security officers deployed remotely at various sites and locations have open access to senior management for advice and sharing of important security operations. We also have external social media such as: WhatsApp and FaceBook that connect staff to the outside world. For personal security regim, security officers have been coached to avoid or minimise disclosure of personal information on public social media.
PEROSNAL ABILITY TO FULFIL KEY RESPONSIBILITIES
Formidable security organisational structure (Figure 2) avoided the critisms levelled against Taylor in (Armstrong, 2012 P. 122), “Time and Motion” of the Classical School reports as been mechanistic. Instead, its structure is based on “meaningfulness of work” advocated by Hackman and Oldham in (Nelson, 2006). They reported “The job characstics model”, that the enrichment of tasks, through redesigning the framework of jobs following five crucial job dimensions of: task identity; skills variety; autonomy; task significance and feedback will meet satisfactory Hygiene factors of work and will ensure what Maslow in (Nel, 2014 P. 271) “Motivation of Hierarchical Needs by keeping the structure flat.
Fast changing security challenges in the UK calls for Formidable Security Management to operate the Systems School’s reports of (Miller, 1967) which concluded that organisations should be treated as an open system which is continually dependent upon and influnced by their environments with PESTEL in mind.
The horizontal structure aspects of the company Fig. 2, allows and guides security operatives tasks to be moved from one department to another. This management approach by Formidable Security Services Management is based on the Post Bureaucratic School research reports that concludes that rather than seeing organisation as a hierarchy of static roles that is too rigid for a modern, complex and fast moving society compounded by access to series of social and influential media with security challenges should think of portfolios of dynamic processes which overlay and often dominate the long vertical, authority-based processes of the hierarchical structure and concentrate on horizontal operations, collaborations and networking across department rather than on the old conventional vertical tasks within functional department.
The inclusiveness management style approach policy of every single members of workforce in Formidable Security Ltd, through creation of  internal social network “WeTalk”, takes the form of the “Behavioural Science School” (McGregor, 1960) advocated for humanistic point of view concerned with what people can contribute and how they can best be motivated taking onboard Maslow in (Maslow, 1987) Motivation and Personality reports.
Formidable Security Management also operationalises Contingency and  Transformational Leadership Management Skills by changing from the normal processing of conventional and predictable criminal activity to modern day, incessant, sporadic and frightening crime waves.
A combined leadership skills was advocated by (Drucker, 1989) as the skills that will elevate a leader to know the overall activities of the business he or she is involved in – “Service, Quality, and or Price?”. From here, a manager will follow the types of production each of which requires type of organisation as to: “Unique Production”, “Mass Production”, or “Process Production / Services”.
PART 2
WHITBREAD PLC.
2.1 INTRODUCTION
Every seconds of a human life requires management for the effective achievement of his or her goal as reported by (Maslow, 1987) hierarchical of needs model. The transformation of this statement in the context of an organisation calls for a much more complex types of management. The word ‘management’ is a terminology, that if broken down could be termed to be – Manage-Men-Tactfully. And the reason being that Whitbread is a multi-national company with a lot of men and women employed working in teams towards a specific goal of maximising returns for the shareholders’ investment return (ROI). Every key tasks stages of Whitbread’s business operations requires leadership management styles. And this is why, there is a need for carefull evaluation of every aspects of its business operations reports 2017/2018.  This organisation is a formal Public Liability Company (PLC.) (Schein, 1988, P. 15), that is formed with a planned co-ordination of human workforce to run hospitality business through division of labour and function with a Charismatic, Democratic and Participative leadership management style reported by (Mullins, 2010, P. 388). Their misson statement ,“Our vision”, is, “……. to bring customers brands they love……”. It has intermediate organisational hierarchical structure reported by (Mullins, 2010, P. 551) with Laissez-fair (genuine) style of departmental leadership in which Whitbread is segmented into departments such as in figure 5. Each department has its own autonomous operations but with a rigid sense of working with other department in the organisation with a common goal of running hospitality business and maximising returns on investment (ROI) for all stakeholders; especially the shareholders of the company. 


2.2 WHITBREAD ORGANISATION
The organisation is consists of, ‘Force for Good’ (Figure 5) which follows the Sociology and Organisation theory argued for by many researchers including (Spender, 1998) an organisation is constructed by men using ideals like hierarchy, division of labour and impersonal relationships such as: Chairman (Page 04 annual reports 2017/2018), Chief Executive, (Page 06), Group HR Director (page 12), General Councel Director (Page 14) ,Managing Director, Principal Risk Management, Group Finance Director, Group Operations and Transformational Director, Group Managing Director, Managing Director and encompassing democratic management, Inclusiveness and transformational leadership styles advocated by (Bass, 1994) through ‘Force for Good’ by including Teams and communities; Customer wellbeing; Environment (Page 16) and inclusiness recognising the ‘Winning Teams – Page 20’ in their management hierarchy.
Although not diagramatically given in their annual reports and accounts of 2017/2018, but sourced from their narrative reports of 2017/2018. Their organisational hierarchical structure can be presented as in Figure 5. Its hospitality business operations (pages 04 - 08 annual reports 2017/2018) is notably in both setting up branches and buy-outs at Local and National within the United Kingdom (UK), and International - China and Germany and are in the areas of providing ‘brands’ such as Premier Inn including: Premier Inn Hub, Brewers Fayre, Bar+Block Steakhouse, Beafeater and Table table. Other areas of operations is Costa including Costa Coffee and Costa Express.
The policy of Whitbread regarding motivating and encouraging employees to stay long and work for the company  ‘Retaining our Winning Teams – Page 21’, ‘Developing our Winning Teams – Page 21’, Rewarding and recognising our Winning Teams – Page 22’, borrows the ideas of Maslow. A (Theory of Needs Leadership  Management) and (Burgoyne, 1999) Style. Human Development Leadership Management Style – Education and Training (Derwen College and Premier Inn and WISE – Page 23), takes after (Burgoyne, 1999). The policy of developing staffs through the policy of Apprenticeship (Page 24) (Burgoyne, 1999). This organisation’s policy of “Working Hard to delight and innovate – Page 26 and Costa innovates with new store designs – Page 27”, takes the form of a Charismatic, Contingency, Distributed and Transformational Management Styles Policy reported by (Bass, 1994). The “Customers’ Heartbeat – Page 28” follows the Transactional Leadership Style approach that advocates price, quality and service by (Drucker, 1989).
Customers’ satisfaction known as Transactional Leadership Management Style approach policy “Customer Heartbeat – Our Approach, Page 28”, follows what (Drucker, 1989 ) regards as, “knowing the business you are in” regarding quality, delivery time and price. 
Innovation in the organisation through, “Customer Heartbeat – Innovation at Costa”, which involves provision of various choices of products to customers. For example, Page 30, ‘----- Costa introduced a coconut-based milk alternative across itsstores nationwide.’ This Contingency and Transformational with Ethical Leadership approach  could be referred to as  innovative style advocated by the theorists (Tannenbaum. R. and Schmidt, May - June 1973, P. 162 - 175 and 178 - 180) involving attention to Products, Price, Place and Promotion.
Yes! “Delivering quality” approach is another Transformational with Distributed leadership approach utilised by Whitbread and was discussed by (Tannenbaum. R. and Schmidt, May - June 1973, P. 162 - 175 and 178 - 180).     
“We Recycle any paper cup: Small, Large, Costa or Other – Page 33 of 2017/2018 annual reports”. This Ethical Management Leadership trait can be linked with (Starik, March 2013) the advocates of ‘Concenptual Leadership Approaches Style’ to theories of sustainability management for application to management researches, education, and practice. This reports presents a dialogue among stakeholders in organisations to a better descriptions, development, and application of related theories of sustainability management as significantly, effectively, and urgently as possible in their organisation.
Still on operationalising the Ethical leadership theories of sustainability – “We Recycle any paper cup: Small, Large, Costa or Other – Page 33” is what the writer, (Fulgencio, 19 July 2019) advocated for. This writer, highlights transcrips, theories, principles and concepts on environmental management and conservation – “Principle 2: The Poluters Pay”. Reference is made to environmental law whereby polluters pay principle is enacted to make the party responsible for producing pollution responsible for paying for the damage done to the natural environment.
Another operations of Democratic, Distributed and Participative Leadership style at Whitbread is “Sourcing with Integrity, ‘MSC Fish’ – Page 33” was reported by (Gasuda, 2014). The organisation involves suppliers in sourcing their products responsibly and ethically by measuring, monitoring and remediating their suppliers’ performance against the standards set out in their responsible sourcing policy. This follows Corporate Social Responsibilities (CSR) involving Profit, People and Planet.
“Expanding our reach in Germany – Page 35, through profitable growth and innovate in core UK businesses – Page 37 is another good example of Transformational Marketing Mix (MM) Leadership approach with attention to Products/Services/Solutions, Price involving competitors analysis, Place/Location and Promotion . This theory is identified with (Tannenbaum. R. and Schmidt, May - June 1973, P. 162 - 175 and 178 - 180) who advocates for vision, transforming the performance of the organisation and appeals to the higher ideals and the values of the organisation’s people to make it happen. In this context, people are motivated by more than just their own self-interest, and they are motivated to give more effort than transactional leadership alone can achieve
“Capacity Building to support long term growth”, through facilitating superior attraction and retention of talented people, everyday efficiency, improving technology capacities, property expertise Page 40, are all Fayol’s as in (Fayol, 1916) ideal of Management Leadership Style of his social science research that concluded that management can be taught and according to (Taylor, 1911) reported training and development in the organisation as capacity building for the future.
“Understanding and responding to risks – Page 52 - 55”, including: Risk Management involving “Principal Risks” which identifies; Cyber and Data Security, Change, Innovation and Brand Strength, Economic climate, Retention and wage inflation, Saboteurs (involving pandemic and terrorism), Food safety and Hygiene, Health and Safety, and Third party arrangements is what (Tannenbaum. R. and Schmidt, May - June 1973, P. 162 - 175 and 178 - 180) reported in (Mullings, 2010) as “Continuum of Leadership Behaviour” which relates to the degree of authority used by the manager and to the area of freedom available to non-managers in arriving at decisions. The foundation of this reports was traced to (McGregor, 1987)  supposition of Theory X and Theory Y – Boss-centred leadership towards Theory X and subordinate-centred leadership is towards Theory Y, leading to four main styles of: Tells; Sells; Consults and Joins leadership in one with the Extended of Marketing Mix, involving Product/Services/Solutions, Price, Place/Location, Promotion, People, Process, and Physical Evidence. 
                      DECISION MAKING AT WHITBREAD
Strategic _______________Tactical
_______________
Operational
_______________
__
_______
Decision Making
___________




                                                                    Strategic Decision Making (CEO) -
                                                                                  (Unstured in nature)

                                                                            Tactical Decision Making (Managers) -
                                                                                     Semi-structure
                                                                                                               Operational (Frontline) Structured
FIGURE 6: (Sourced from Whitbread narative reports 2017/2018)
Whitbread Corporate Governance with Charismatic Leadership Styles (Page 56), ensures the organisation’s culture and values and are set from the top using Strategic Decision Suport (figure 6) Leadership Styles reported by (Fayol, 1916) as having managerial division of activities into: Planning, Organising, Commanding, Coordinating and Controlling is another area of Boss-centred Charimatic leadership towards McGregor’s Theory X and subordinate-centred leadership is towards Theory Y, leading to modes of Charismatic and Inclusiveness Leadership Styles involving four main styles of: Tells; Sells; Consults and Joins leadership in one with Corporate Social Responsibility (CSR) of Profit, People and Planet
2.3 PERFORMANCE MEASURES
Whitbread, unintentionally use Situational and autocratic financial management leardership styles to measure their annual financial accounts reports which encompassed four key Leadership Styles for different situations. Path-Goal Leadership Theory reported by (Ridley, 2003) due to statutory requirements of their Plc status and because of professional annual financial accounts reports. Without going into statistical break down, this can be represented structurally in figures 3 and 4.   
WHITBREAD STATUTORY MEASURES USING TOTAL REVENUE BEFORE TAX
2.3.1 Total Revenue before Tax (Less/Minus) – Total Costs before Tax = Gross Profit.
Total Revenue before Tax ------ £xxxxxxxx
Total Revenue Before Profit --- £xxxxxxxx
AND this is EQUAL to:
Total Revenue ------------------------------------------------------------ £xxxxxxxxxx
Less Costs ----------------------------------------------------------------  £xxxxxxxxxx
                                                                                            ______________
Gross Profit before Tax ----------------------------------------------    £xxxxxxxxxxx
Less Expenses ---------------------------------------------------------   £xxxxxxxxxxx
                                                                                           ________________
Total Profit before Tax ------------------------------------------------   £xxxxxxxxxxx
                                                                                          __________________
Figure 3.



2.3.2 WHITBREAD ALTERNATIVE PERFORMANCE MEASURES (APM)
Sales --------------------------------------------------------------------   £xxxxxxx
Profit before Tax -----------------------------------------------------   £xxxxxxx
Return on Capital ----------------------------------------------------   £xxxxxxx
Figure 4.
These calculations involved use of: Score Cards: Such as Team, Profitable Growth, and Customers.
2.4 SIMILARITIES OF THE LEADERSHIP STYLES APPROACHES
Both companies practice Corporate Governance, Charismatic and Contingency  Leadership Styles, ensuring the organisation’s culture and values are set from the top using Strategic Decision Suport (Figures 1 & 6) Leadership Styles reported by (Fayol, 1916) as having managerial division of activities into: Planning, Organising, Commanding, Coordinating and Controlling.
Both organisations practice Concenptual and Ethical Leadership Style in managing the environmental sustainability. Whitbread, “We Recycle any paper cup: Small, Large, Costa or Other – Page 33 2017/2018 annual reports”. This Management Leadership Style can be linked with (Starik, March 2013) the advocates of ‘Concenptual Leadership Approaches Style’ to theories of sustainability management. Formidable Security practices their own Concenptual Leadership Style involving recycling waste papers, plastics, turning off redundant tap water, lights and vehicle engines.
Both organisations practice what (Fulgencio, 19 July 2019) advocated as Ethical  transcrips, theories, principles and concepts on environmental management and conservation – “Principle 2: The Poluters Pay”. Reference is made to environmental law whereby poluters pay for cleaning their polutions in the environment.
Both companies practice, “The Quality Cycle and Distributed Leadership Style”, advocated by (Drucker, 1989) known in Japan as ‘Deming Cycle’ highlighting improvements in quality.
2.5 DISIMILARITIES OF THE LEADERSHIP STYLES APPROACHES
There are minimum of hierarchy, decentralisation and decisions in Formidable Security (figure 2) as reported by (Drucker, 1989 ). This is difficult and not the case with Whitbread (figure 5); probably because of their widely diversified business operations both in the UK and across the world with considerations to the impact of macro-management technique – PESTEL, for analysing the general external environment of an organisation in terms of the organisation’s business operations involving: Political, Economic, Social-cultural, Technological, Environmental and Legal aspects.
Formidable Security do not need Situational and autocratic financial management leardership styles to measure their annual financial accounts reports.
2.6 WHITBREAD DRAFTED HIERARCHICAL ORGANISATIONAL STRUCTUREChairman – P. 04


Chief Executive – P. 06

Board of Directors

Executive Committees & Non-Executive Directors


Corporate Governance (Power, Politics and Conflicts)

General Councel
P14
Managi-ng Directo-r Costa Coffee
Managi-ng Director Premier Inn and Restaurants UK s P.
Group Operations and Tranform-ation Director P.20
Managing Director – Property and Premier Inn Internatio-nal P.
Group Finance Director P.44
Principal Risk Management Team P. 52
Group HR Director
P. 12 - 14





Business Model – Business Division and Operation

PREMIER INN
· Premier Inn, Hub, Brewers Fayre, Beafeater, Table, Bar & Block Steakhouse
COSTA
Costa Coffee, Costa Express



Figure 5. (Sourced from narative annual accounts reports 2017/2018)
CONCLUSION
Leaders come in various forms and with various researches, reports and conclusions. From Emerging leaders to Charismatic, Transformational, Democratic, Situational, Laissez-Faire, Inspirational, Assigned, Intellectual, Ethical, Path-Goal, Participative, Distributed, Contingency, Scientific, Radical, and Increamental leadership, all with their own individual interpretations and advocates.
[bookmark: _GoBack]So, the questions are, who is wright? Who is wrong? And What is the best option. From the time immemorial, life is never static, neither is the activities of mankind. The creditable empirical researchers, advocates a combined leadership; “multi-faceted” skills, to deal with the incensant, unpredictable and complex situations that changes and continues to change at every seconds in the lifes of human race. I support this asserssions.
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1.2 CONCEPTUALIZING LEADERSHIP QUESTIONNAIRE

Purpose

1. Toidentify how you view leadership

2. To explore your perceptions of different aspects of leadership

Directions

L

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

in your lifetime, what is leadership?

leadership.

Strongly

Consider for a moment your own impressions of the word leadership. Based on your experiences with leaders

Strongly

15

APPLICATION

Statement

10.

1.

12.

13.

When I think of leadership, I think of a person with
special personality traits.

Much like playing the pianc or tennis, leadership is a
learned ability.

Leadership requires knowledge and know-how.

Leadership is about what people do rather than who
they are.

Followers can influence the leadership process as
much as leaders.

Leadership is about the process of influencing others.

Some people are born to be leaders.
Some people have the natural ability to be leaders.

The key to successful leadership is having the right
skills.

Leadership is best described by what leaders do.

Leaders and followers share in the leadership
process.

Leadership is a series of actions directed toward
positive ends.

A person needs to have certain traits to be an
effective leader.

disagree

Disagree

Neutral

Agree

agree





NOILYOI1ddV

16 INTRODUCTION TO LEADERSHIP

1.2 CONCEPTUALIZING LEADERSHIP QUESTIONNAIRE

(continued)

Strongly Strongly

Statement disagree Disagree Neutral Agree agree

14. Everyone hasthe capacity to be a leader. 1 3 4

15. Effective leaders are competent in their roles. 1 2 3

16. The essence of leadership is performing tasks and 1 2 3 4
dealing with people.

17. Leadership is about the commen purposes of leaders 1 2 @ 4
and followers.

18. Leadership does notrely on the leader alone butis 1 2 3 9

a process involving the leader, followers, and the
situation.

19. People become greatleaders because of their traits. 1 2 3

20. People can develop the ability to lead. 1 2 3

22. Leadership is about how leaders work with people to 1 2 3
accomplish goals.

5
5
5
5
:
5
21. Effective leaders have competence and knowledge. 1 2 3 4 @
R
4 5
i

23. Effective leadership is best explained by the leader— 1 2 3
follower relationship.

24, Leadersinfluence and are influenced by followers. 1 2 3
Scoring
1. Sumscores onitems 1, 7,13, and 19 {trait emphasis}— } ?
2. Sumscores enitems 2, 8, 14, and 20 (ability emphasish ig——
3. Sumscores onitems 3, 9,15, and 21 (skill emphasis}) I ?
4. Sumscores onitems 4,10, 16, and 22 {behavior emphasis}———————— I g
5. Sumscores onitems 5, 11,17, and 23 (relationship emphasis}—————m— IH—»
6. Sumscores onitems 6,12, 18, and 24 (process emphasis} } f

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

{continued)

Total Scores

1. Trait emphasis: Iq
—
' iz

2. Ability emphasis:

3. Skill emphasis: / ?.
4. Behavioremphasisi_______ I g

5. Relationship emphasis:—____lif_
6. Process emphasis: , é—-—

Scoring Interpretation

The scores you received on this guestionnaire provide information about how you define and view leadership. The
emphasis you give to the varicus dimensicns 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 unigue 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 respenses in this questionnaire.

APPLICATION
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16 INTRODUCTION TO LEADERSHIP

1.2 CONCEPTUALIZING LEADERSHIP QUESTIONNAIRE

{continued)

Strongly Strongly

Statement cdisagree  Disagree Neutral Agree agree

14. Everyohe has the capacity to be a leader. 1 3 4

15. Effective leaders are competent in their roles. 1 2 3

16. The essence of leadership is performing tasks and 1 2 3 4
dealing with people.

17. Leadership is about the common purposes of leaders 1 2 @ 4
and followers.

18. Leadership does notrely on the leader alone butis 1 2 3 9
a process involving the leader, followers, and the
situation.

19. People become great leaders because of their traits. 1 2 3

20. People can develop the ability to lead. 1 2 ]

22. Leadershipis about how leaders work with people to 1 2 3
accomplish goals.

23. Effective leadership is best explained by the leader— 1 P 3
follower relationship.

QIR - - Q-

4
21. Effective leaders have competence and knowledge. 1 2 3 4

4

4

24. Leadersinfluence and are influenced by followers. 1 2 3
Scoring
1. Sumscores onitems 1, 7,13, and 19 (trait emphasis} } 7
2. Sumscores onitems 2, 8,14, and 20 (ability emphasis- /?’-
3. Sumscores onitems 3, 9, 15, and 21 (skill emphasis) l ?
4. Sumscores onitems 4, 10, 16, and 22 (behavior emphasisj———— l g
5. Sumscores ohitems 5, 11, 17, and 23 (relationship emphasis}———— I
6.

Sum scores on items 6, 12, 18, and 24 (process emphasis}———————————— } ﬁ/

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

{continued)

Total Scores

1. Traitemphasis: lq
2. Ability emphasis: ’é"
3. Skillemphasis: I‘?'
4. Behavioremphasis:_______ I g
5. Relationship emphasis: /‘f—
6. Process emphasis: l =
Z

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 unigue gualities of the leader. By comparing your scores, you can gain an understanding of the

aspects of leadership that you find mostimportant and leastimportant. The way you think about leadership will influ-
ence how you practice leadership.

Building Your Leadership Profile

If you have the interactive eBook versien 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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