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If you type leadership into Google search it brings up 73,000,000 results. Leadership styles alone brings up 244,000 results (Google, 2021). This not only shows that leadership is a topical subject but also there are many different styles, models and views surrounding the subject. In many of the organisations I have worked in there has often been a “How to be a great Leader” book on the desk of the manager. Is there a secret formula to great leadership that we can all learn or are leaders just born with it?
In this report I aim to evaluate my own ability of using different leadership styles in different situations with different types of people. I will look at Kurt Lewin’s leadership style triangle and link these to other theories. I will also aim to look at the benefits to autocratic leadership style and when this can be beneficial to use. Whilst doing this I will then draw upon my own emotional intelligence and coaching style looking how these effects the leadership styles I choose. I will then assess two models of leadership theory one being Hershey and Blanchard’s Situational Leadership and the other John Adair’s action-centred leadership to and look of this impacts the workplace performance of individuals Whilst looking at these models, I will aim to draw out other models that are possibly similar which can also be used. After understanding more about my own leadership styles and two models I can put into practice, I am going to explore my own ability for setting direction, motivating, influencing and empowering others to bring about workplace change.




                      
                      

[bookmark: _Toc79797007]Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role

[bookmark: _Toc79797008]Leadership through the years

Leadership is certainly not a new concept. The styles of a leader even though the phrases had not been coined yet date back for centuries. Anderton (2016) compares the styles of different leaders looking at Lao Tzu from the 6th Century BC, Lao Tzu was an ancient Chinese philosopher who believed leaders led best when people did not know they existed and people believed they had done it all themselves. Following on from this he looked at how Jesus in the 1st Century led, he had his followers who were his disciples and how his leadership can be likened to a shepherd caring for his flock. These types of leadership can be likened to today’s Servant Leadership. This style of leader serves first and leads second. Servant leadership was published by Robert Greenleaf in the 1970s. He believed that rather than wasting time trying to channel their energy in how to get people to follow them they channel their energy into helping others. This style of leadership looks at developing those who follow you (Trastek et al. 2014, p 375).

Going slightly ahead to the 16th Century, Nichollo Machiavelli’s leadership style was then looked at. He believed it was all about the leader, and the power had to be maintained at all costs. The focus was entirely on them and to use force or deceit if necessary. This style of leadership can be likened to Theory X or the autocratic leadership style. The input of the followers is not the leaders concern, followers are often made to do things they do not want to do in fear of repercussions. Fast forward to the 20th Century and we can look at Fredrick Taylors Scientific Management Theory, he was one of the first people to have studied how work is performed and how this impacts worker productivity (Anderton, 2016).

[bookmark: _Toc79797009]My Leadership Styles

Change is a word that is often linked with leadership, dealing with the unprecedented change is something that many of us has faced in our organisations in the past eighteen months especially. There are some leaders who have risen to the top whilst others may have fallen short. I will aim to evaluate my own ability of using leadership styles. I will draw upon my experience of working in two very different organisations and aim to see if my leadership styles have changed dealing with different situations and different type of people. Whilst doing this I will aim to challenge if using a different leadership style would have possibly worked better.

There are so many different styles that sometimes it is forgotten that to be a leader one of the main attributes you have to adopt is “It is not about you”. When I hear the word leader, I automatically think of following. However, many good leaders, stand back and empower others to lead for themselves. Northouse (2016) defines leadership as a process whereby an individual influence a group of individuals to achieve a common goal.


[bookmark: _Toc79797010]Autocratic Leadership vs Transformational Leadership

In a previous role I worked in a Casino for over 22 years as a Head Cashier. My role was to train new employees who came from outside of the casino to become competent cashiers. Due to the nature of the training there was often a one size fits all approach as there was a structure to the training that had to be followed. During the start of the training  I would often adopt Lewin’s autocratic leadership style (1939). This style of leadership meant that I was giving the trainees a clear goal of what needed to be achieved. It can be said that this type of leadership gives little or no input from the trainee, and the reason I used this is because I was the most knowledgeable of the group and I had a clear set of rules policies and procedures that I had to follow and make sure that this was understood. Crosby (2021) looked at how this style of leadership does not allow for questions and it was often the leader instructing. As the trainees had to learn the theory first, it was often very hard to change my leadership style as there was no room for the trainees to give their input as we were following a strict set of guidelines. 
Once the trainees were competent at running a shift, my style then often shifted to Lewin’s democratic style (1939). I was then able to lead more naturally and use coaching and mentoring to motivate the staff.  The trainee cashiers would shadow me on a shift and this is where they would have the autonomy to put the theory into practice. By using the democratic approach I was able to let the trainees adapt what I had shown them and use their own style to get the work completed. However, as the policies and guidelines were delivered using the autocratic style this was ingrained and this was at the forefront of their minds at all time.


Appendix 4 is a leadership style quiz (Northouse, 2016). It showed that my highest score was for the democratic leadership meaning that is the most likely style I would use, and my lowest score was for the autocratic style which is least likely.  The fact that I chose to use the autocratic leadership style in this situation, not only shows that I am able to adapt to the situation at hand, but also shows that my emotional intelligence is high as I was able to look at the situation and use the best leadership style that I believed would give the best outcome by assessing the situation. If I chose to use the democratic leadership style from the start with the new cashiers, even though this is the one I would normally be likely to use, the outcome and the competence of the cashiers could well have been hindered. 
I do know that adopting the democratic approach from the beginning would have made the trainees feel more involved. However out of the 31 casinos we had the best retention rate, lowest sickness and also the highest pass rate of cashiers. On reflection, looking back at this I think the style I chose was right for the situation. Many of the managers were not cash desk trained and therefore they had to rely on the cashiers to make sure that policies and procedures were correct. If these were not followed there would be great implications and this could possibly result in the gaming law being broken. Effective Leadership is not only about implementing change but also creating a safe environment and positive organisational behaviour (Deschamps et, al. 2016). 


[bookmark: _Toc79797011]Emotional Intelligence & Leadership Styles

Daniel Goleman (1996) links emotional intelligence to five components and the self-awareness and self-management that I displayed going against my normal style could indicate that my level of emotional intelligence is high. It was very apparent that in the rest of the departments the leaders used a far less autocratic style, sometimes using the laissez-faire approach, this would often encounter many problems as the staff were not trained sufficiently and often struggled to carry out their job roles. Also using the laissez-faire approach is one of the styles that is not linked to emotional intelligence as you do not need to show any self-insight or empathy towards others. This approach also shows that the Laissez-faire approach often just shows basic reactive behaviours (Gardner et al. 2002).

[bookmark: _Toc79797012]Autocratic Leadership and Theory X

Autocratic leadership can also be linked closely to Douglas McGregor’s model of Theory X (1960). This style of leadership assumes that the workers dislike work and are lazy and therefore need direction and are often not capable of thinking for themselves. It also assumes that the workers can sense this and therefore will show little involvement and motivation. This then will reinforce the original assumptions of the leader (Kopelman, et al. 2008). This can also be linked closely to Johari’s Window (1955). The leader should encourage the understanding and sharing of existing knowledge. (Oliver et, al 2019).
This was something I made sure of from the beginning. I built up the rapport asked them for their input, but when it came to the legislation explained that this was not something that could be changed. I made sure that the trainees were aware this was only the first part of the training and as we went along the training would change. I also wanted to reinforce that I was only training in this way so they knew everything they needed to know and would be able to carry out the job the same as the rest of the cashiers when the training had finished. 
The way I chose to train the cashiers can also be linked to my Ethical leadership style questionnaire in Appendix 8 (Northouse, 2016) as I was leading in correct context for the situation. I scored the highest in the Duty Ethics which means that I am more likely to follow the rules and carry out procedures correctly. I went against the normal leadership pattern to make sure that I led in a way that was enabling them to become empowered. The autocratic leadership I found very easy to move from and into the democratic when it was time. It was a natural progression from one part of the training to another.

In my current role I am now a Lead Delivery Officer within the DWP, my role entails training Work Coaches that have just started in the department and have no previous experience. Again there are times during the learning I carry out autocratic leadership. A very good example of this, is when I ask them to conduct role play as part of the training. I know that this makes a lot of people feel uncomfortable, however it is written in my brief so it has to be done. If I used the democratic approach then nobody would carry this out and the role playing has been found effective in helping them carry out their roles especially when they are using coaching techniques. 

The training has now extended to managers and leaders who are often a grade or two above myself. However due to the recent pandemic, many policies have changed meaning that the training has to be delivered to larger groups. During these training sessions I opt to deliver a participative leadership style with a mix of democratic style. By choosing these styles of leadership I am making sure that the delegates have a say in which way the training is delivered. Participative style leadership has been known to be more effective with members of staff who are already skilled and have a certain amount of experience. 
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In this section, two leadership models will be assessed whilst looking at how these have the ability to impact on an individual’s workplace performance. To fully understand how these impact workplace performances there needs to be an understanding of what this is and how this can be measured. 
The Department of Works and Pensions (DWP) measure workplace performance by monthly meetings with line managers, feedback from customers, peers and colleagues to make sure the DWP values are being met. The culture of the DWP is very inclusive and places a lot of importance on staff member’s continuing development. 
The Civil Service currently use their own leadership model called Government Communication Service (GCS). Each department have their own values but the main message is that everyone can be a leader regardless of their role or grade. Appendix 10 shows how the framework is put into practice and if you look very closely it can be likened to the Hershey and Blanchard’s Situational Leadership (1969). The GCS framework is there to improve strengths and behaviours, how they think and how they deliver. Aiken (2020) explains that he wants this framework to lead the Civil Service into the future. It is all about making leaders who can be strong strategic thinkers, creative, collaborative, connected and ultimately trusted. 
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Hershey and Blanchard’s Situational Leadership suggests that there are mainly two types of behaviours that effective leaders often use. These are ‘Directive’ and ‘Supportive. These could be broken down into teaching, training, coaching and mentoring. Depending on which behaviour you choose will then determine which leadership style you choose.  Kruse (2019) looks at this model and explains that this type of leadership is where you can change the type of leadership to suit the situation, therefore it becomes a very flexible model that can easily be changed to suit any situation. An example of this could be to look at the new trainee cashier who needs to be directed by being shown how to carry out their role. On the other hand you have the experienced cashier who needs a lot less direction but requires support and certain resources to carry out their role, however need a lot less direction. Situational Leadership looks at Directing, Coaching, Supporting and Delegating. Even though the roles of the leader are straightforward and understood it is often difficult to measure in particular the follower competence (Thomson, et al. 2015).
This can be demonstrated in a previous role where the manager took a directive approach with staff assuming that they had no previous knowledge of the role. The staff did achieve not because of the way they had been trained but because they were already competent. The Manager did not even build any rapport with the staff to find out if they had done anything like this before. The new staff did not feel as if they could say anything as the style of the leader did not allow this interaction. 
This could certainly be compared to Lewin’s Leadership styles. If you look at Autocratic leadership style this would be paired with the directing, then the coaching and supporting would be Democratic and finally you have the delegation which would link to the laissez-faire style. 
 In my current organisation which is the DWP we have constant change surrounding us. The first step enables to identify a specific goal which can be measured. Then once that goal has been identified you are to look at the level of competence of the individual. Once that is done you then apply the correct leadership style. This model not only allows you to give the level of support needed to each individual it allows you to also change style with the same person as they progress. This can often be done in a very natural way. If you look at John Adair’s Action Centered Leadership, it looks at three main core responsibilities and can be adopted by any leader or manager (Adair, 1973).

The first one is to define the goal or look at the task at hand, in my situation at work it would be to train the delegates to be able to carry out their roles effectively, this would involve resources available, setting standards, creating any plans needed  to achieve the desired goal. The second one looks at the group and this focuses on giving feedback, identifying any training needs. This would happen when the delegates are in their role carrying out their job and also during training by encouraging them to be able to self-learn and expand their knowledge. The final one is then looking at each person as an individual, so rather than focusing on the group, to look at each individual strength and aim to train and develop team members to their own strengths by adapting my training around them.

[bookmark: _Toc79797015]Fiedler’s Contingency Model

When looking at the workplace performance in the DWP this is measured by customer satisfaction. The customers in this case are the claimants who we are trying to get back into work. The DWP often receives bad press for the death of a claimant who could not afford to live. However, these cases are rare. All of the leaders including myself have always got the claimants at the heart of everything we do. This is very important as the leaders are the ones that influence those who will be dealing with the claimants on the front line. 
Fiedler’s contingency model (Utecht,1974) is a model that I was not aware of, but since reading about it can see the benefits.  When I became a leader in my current role, I always aspired to be like a manager that I worked with many years ago. I have tried to take all of her attributes that I believed made her a good leader and build upon those over the years. However the Fiedler model (1967) asks you to think of somebody that you did not enjoy working with which he refers to as the Least Preferred Co-worker (LPC) and rate how you feel about them using the table in Appendix 11.  Once you have rated the LPC if your score is high you are likely to be a relationship-orientated leader but if it Is low you are more likely to be a task-orientated leader. I took the test and my result showed that I am indeed a relationship-orientated leader. Leaders who are relationship orientated are good at avoiding and managing conflict and more able to make complex decisions. This is demonstrated within my role by my empathy and understanding for the diverse learner needs and also the diverse backgrounds of the claimants. This model also asks you to look at the situation, this is very important in workplace performance as you need to have a deep understanding of what is going well and what can go better. Once you have completed the first two steps you then look at what is the most effective leadership style to use in that particular situation (Anon, 2013). This theory is not dissimilar to Hershey and Blanchard’s Situational Leadership, where you are able to change the way you lead dependent on the situation, also it can be closely compared to Lewin’s leadership styles. 

[bookmark: _Toc79797016]Conclusion

Looking at different models of Leadership it is clear to see that there are so many different styles for different situations. Workplace performance is not only shaped by your leader but by the culture and your surroundings. The way a leader treats their team or the individual can therefore help shape this. A leader who is motivational, empathetic and  knowledgeable is going to gain greater results than the leader who is negative, judgemental and has no knowledge. However, it is also important to remember that the environment and culture of the organisation has a lot to do with the performance of the team or individual and sometimes a very good leader will still not be enough to influence change if the organisation is opposed to it. 
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There has not been so much change as in the last sixteen months since Covid-19. There have been changes made that nobody could have predicted. It is understood that digital technology is moving at a fast pace, but the way in which work was carried out has stayed the same for a long time - it has been largely from offices, the daily work commute and often a poor work life balance for many.
However, these changes have not only come with some resistance but also a feeling of anxiety which has seen a lot of staff feeling de-motivated, lonely and unsupported. This is a challenge that I face in my role as a Learning Delivery Officer for the DWP.
Previously learning was in a typical classroom environment, a maximum of twelve delegates and typical working hours between 9am-5pm. There was rapport built with the delegates in the smaller classrooms and the training could be tailored more to the individual needs of delegates. The reality now is that I have not met any of my colleagues. I have trained hundreds of delegates and have not met or seen one of them face to face, however it is still my role to motivate them and give them the knowledge they need to become great work coaches. This has involved not only adapting myself, but using my coaching skills to motivate and influence other colleagues who struggle with the new way of working.
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Setting Direction is all about being clear and concise as to what we aim to achieve. It is about being clear and managing expectations but keeping all learner needs in mind.  One of the main roles of a leader is to set direction, without this you would not be able to lead. Within my role as a Lead Delivery Officer my role focuses on training work coaches to help those unemployed back into work, therefore the job role can be very rewarding. However, it is making sure that the delegates understand that sometimes the claimants face difficulties getting back into work and this is where us setting direction really helps.
If you take somebody with a drug addiction, the issues that they are possibly facing maybe something that the Work Coach has never experienced before. The drug addiction could be linked to money problems, family issues and homelessness and this list is certainly not exhaustive. What the Work Coach would need to understand is that even though we are there to get the claimant back into the Labour Market, we possibly will have to tackle many other issues before the claimant can even think about looking for work. This is where I advise the delegates to use SMART objectives with the claimants to set a goal. If for example the claimant was in a lot of debt, even though a job and more money may help this problem, they may not be able to think about this until they have managed their debt. This is where I advise to use local provisions, debt charities, and to tackle each of the problems individually that is stopping the claimant getting into work.


[bookmark: _Toc79797019]Delegation

When leading, the main focus is to make sure the goal that you are wanting to achieve is achieved. Therefore delegation is very important. Delegating is not about abdicating your power as such, but rather giving certain responsibilities to others so you are able to carry out your key functions and also develop your staff (Adair et al, 2008). To delegate certain tasks you need to make sure that the individual or team you are delegating the work to has the knowledge and experience to carry out the tasks. There are times when certain leaders do not want to delegate as they feel that this is handing over power, a waste of time, will our subordinates possibly outshine us (Adair et al. 2008)?
A good leader however will want to develop staff often surpassing their own success. When I delegate within the workplace I will always ask first. I would not expect anybody to take on something they are not comfortable with. If they are unsure of the task I will make sure that they are trained and competent, using a coaching style whilst supporting them and standing back when they feel confident to do it on their own. I also know that I am still accountable for the tasks, and if they are carried out incorrectly accept responsibility and find out what I could have done better. There have been times when I have not delegated and this has not only put extra stress on myself but also made the staff I manage feel as if I do not trust them. This was flagged up during appraisals when the staff came together to say they felt as if certain work was being kept from them. This not only made me feel a sense of guilt but also made me reflect on how I carry out my role as a leader. I reflected on the situation and even though they were not happy about that one thing, I could see that I had given them a platform to be able to voice their opinions and they felt safe telling me what I could do better. I will always now ask my team or staff if they would like to take on extra responsibilities which will in turn upskill them.
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Motivation is certainly a big part of leadership. When people feel motivated they are more likely to want to succeed and this can then lead to change. When training the delegates in my current job, I use Maslow’s Hierarchy of Needs from Abraham Maslow’s article published in 1943. This model can be linked to people’s perception and what they see as important. Take for example a work coach who believes that the person sitting in front of them is not motivated to find work, I explain that to empathise with their situation and move them forward they would need to understand what motivates that person. There is a big link into finding work and the claimant feeling motivated. If you can try and find out what motivates that person for the beginning it will then be easier for them to adopt the change. It has been argued that this style of motivation is often linked to culture, and not all cultures see the same things as important (Yang, 2003). One of the parts of training is about helping refugees who have fled their country and to try and help them back into work. It could be argued that their needs are going to be different to somebody who has a roof over their head. Therefore what motivates them is going to be entirely different to another person. Taking this into account is imperative to bring about change. Once it has been defined what their need is and what motivates them, we can then hopefully help them reach the goal of finding work.

When I am training the delegates I also need them to feel empowered and motivated as if they are feeling de-motivated it is going to be hard for them to motivate the claimants. I do this by using Adair’s eight rules in motivating people (CMI, 2015). I do not use all of them as it does not always fit into the situation, however I always use six of them.  Firstly I make sure that I myself am motivated, I do this by my tone of voice, knowing the subject matter and wanting to do a good job. I make sure that each person I train, I treat as an individual, respecting their own views and training needs I demonstrate this by involving them in the training and asking for their input throughout the training. I will also use the breakout rooms so they are able to converse with their peers and talk about what we have learned. This then gives them a safe space to air their views and they can then come back with possible solutions to any problems they may be facing during the training. When I am setting goals I always make sure that these are realistic, just as the work coach has a legal obligation to make sure they are setting realistic goals for the claimants then I do the same for the work coaches. I also make sure I create a motivating environment encouraging recognition for a good job, and praising frequently when tasks are carried out well. (Adair, 1984).

As the word suggests Empowerment is about ‘gaining power’. It is a strength based approach that allows the individual to function autonomously, however it is important that the individuals are given the resources and time to be able to carry out the role effectively (Moran et al. 2017). This can be linked to the claimant who is looking for a job and the Work Coach who is helping them find a job. The Work Coach will need the relevant resources and a certain level of discretion when dealing with the claimants. The claimant will need to be able to choose what type of job they want to do and also be given the help, support and resources to achieve this. 

[bookmark: _Toc79797021]Conclusion

To bring change about especially for the Work Coach to engage with the claimant effectively, they really need to have a high degree of emotional intelligence. To understand the needs of somebody else whose needs do not mirror your own means empathy and understanding are required. The fact that many of the needs in Maslow’s Hierarchy of needs can also can be linked to a westernised culture has often been a criticism and this can often get misunderstood (Taormina et al. 2003). During training I have found that this causes many debates and often heated discussions as the delegates come from very different backgrounds and they often argue that this is not current in todays climate. They also argue that it is very hard for many of the claimants to reach the self-actualization stage when they are often taking jobs just to be able to pay for the necessities and not to grow as a person. 
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Persuading and influencing is a very big part of coaching. To carry out this successfully the DWP use John Whitmore’s GROW model (Whitemore, 1997).  GROW stands for Goal, Reality, Option and Will. This coaching model is a great way for the claimant to see where they are right now and what they need to do to move one step closer to their goal. The training is carried out over Microsoft Teams, and often there are up to 30 delegates on the training. The coaching at this point can be very difficult, however I use the model to explain how when they are in their work setting as a Work Coach their main job is to coach the claimant by using techniques such as the preferred future, and looking at the transition curve which can be known as the change model, our aim is find out the barriers stopping them getting into work and where the claimant is on that curve. If we can understand the problems the claimant is facing we can use a solution focused approach to try and influence their decision when it comes to getting back to work. 




[bookmark: _Toc79797023]Conclusion

Coaching can be much easier to do face to face, rather than online. When you have that contact with somebody you are able to build a better rapport. Bishop (2015) looks at the limitations of coaching and virtual delivery and suggests that it is harder to convey empathy and understanding, however it can still be beneficial and coaching virtually can often break down any social barriers that happen during face to face coaching sessions. 
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[bookmark: _Toc79797026]Conceptualizing Leadership Questionnaire 


MY SCORES
1. Trait emphasis:                       15 
2. Ability emphasis:                    14
3. Skill emphasis:                       12 - Lowest
4. Behaviour Emphasis.             16 - Highest
5. Relationship emphasis:         15 
6. Process emphasis:                13
Scoring Interpretation 
The scores you received on this questionnaire provide information about how you define and view leadership. The emphasis you give to the various dimensions of leadership has implications for how you approach the leadership process. For example, if your highest score is for trait emphasis, it suggests that you emphasize the role of the leader and the leader’s special gifts in the leadership process. However, if your highest score is for relationship emphasis, it indicates that you think leadership is centered on the communication between leaders and followers, rather than on the unique qualities of the leader. By comparing your scores, you can gain an understanding of the aspects of leadership that you find most important and least important. The way you think about leadership will influence how you practice leadership. 
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[bookmark: _Toc79797028]Leadership Traits Questionnaire 
                                        

	
	Rater 1
	Rater 2
	Rater 3
	Rater 4
	Rater 5
	Average Rating
	Self -Rating

	Articulate
	4
	4
	4
	4
	4
	4
	4	

	Perceptive
	4
	4
	4
	4
	4
	4
	4 

	Self-confident
	2
	3
	3
	4
	3
	3
	3

	Self-Assured
	3
	4
	4
	4
	2
	4
	3

	Persistent
	5
	3
	4
	3
	5
	4
	2

	Determined
	3
	4
	4
	2
	4
	3
	3

	Trustworthy
	5
	5
	5
	5
	5
	5
	5

	Dependable
	5
	5
	5
	5
	4
	5
	4

	Friendly
	5
	5
	5
	5
	4
	5
	5

	Outgoing
	5
	5
	4
	5
	4
	5
	5

	Conscientious
	4
	3
	5
	5
	4
	4
	3

	Diligent
	3
	4
	5
	4
	3
	4
	4

	Sensitive
	5
	5
	3
	4
	4
	4
	4

	Empathic
	5
	5
	4
	4
	4
	4
	5



Scoring Interpretation 
The scores you received on this questionnaire provide information about how you see yourself and how others see you as a leader. The chart allows you to see where your perceptions are the same as those of others and where they differ. There are no “perfect” scores for this questionnaire. The purpose of the instrument is to provide a way to assess your strengths and weaknesses and to evaluate areas where your perceptions are similar to or different from those of others. While it is confirming when others see you in the same way as you see yourself, it is also beneficial to know when they see you differently. This assessment can help you understand your assets as well as areas in which you may seek to improve. 
[bookmark: _Toc79797029]Appendix 3
[bookmark: _Toc79797030]Leadership Strengths Questionnaire 


 20                                 17                          26                           17                          27
Implementer        Innovator      Encourager        Analytic         Mediator 
Moderate             Moderate      V.High               Moderate        V.High

The Leadership Strengths Questionnaire is designed to measure your strengths in the areas of implementation, innovation, encouragement, analysis, and mediation. By assessing the rank order of your scores, you can determine the areas in which you have the greatest strengths and the areas in which you are weaker. A high score in a certain area indicates where you are strong; a low score shows where you are weak. As discussed in this chapter, every person has multiple strengths. In addition to the strengths revealed by the Leadership Strengths Questionnaire, you may wish to complete other strengths assessments to obtain a more complete picture of all of your strengths. 


If your score is 26–30, you are in the very high range. 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
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[bookmark: _Toc79797032]Leadership Styles Questionnaire

Purpose

1.     To identify your style of leadership

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


Total Scores
Total Scores
Authoritarian Leadership                       
 15 – Low range
  Democratic Leadership 
23 – High Range
 Laissez-Faire       
16 – Moderate Range

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.- 

[bookmark: _Toc79797033]Appendix 5
[bookmark: _Toc79797034]Task and Relationship Questionnaire

Purpose 
1. To identify how much you emphasize task and relationship behaviours in your life 
2. To explore how your task behaviour is related to your relationship behaviour 

Total Scores 
Task score:                     40-   high range
 Relationship score:     45-  very high range

Scoring Interpretation 
This questionnaire is designed to measure your task-oriented and relationship-oriented leadership behaviour. 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 behaviours. 
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. 
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[bookmark: _Toc79797036]Leadership Skills Questionnaire

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

Total Scores 

Administrative skill:                      19  - Moderate range
Conceptual skill:                                24 – High range
Interpersonal skill:                   18 – Moderate range

Scoring Interpretation 
The Leadership Skills Questionnaire is designed to measure three broad types of leadership skills: administrative, interpersonal, and conceptual. By comparing your scores, you can determine where you have leadership strengths and where you have leadership weaknesses. 
If your score is 26–30, you are in the very high range. If your score is 21–25, you are in the high range.
If your score is 16–20, you are in the moderate range. If your score is 11–15, you are in the low range. 
If your score is 6–10, you are in the very low range. 
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[bookmark: _Toc79797038]Leadership Vision Questionnaire 
Purpose 
1. To assess your ability to create a vision for a group or an organization 
2. To help you understand how visions are formed 

Total Scores 
Visioning ability skill:   35- High Range
Scoring Interpretation 
The Leadership Vision Questionnaire is designed to measure your ability to create a vision as a leader. If your score is 41–50, you are in the very high range.
If your score is 31–40, you are in the high range.
If your score is 21–30, you are in the moderate range. 
If your score is 10–20, you are in the low range. 
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[bookmark: _Toc79797040] Sample Items from the Ethical Leadership Style Questionnaire

Purpose 
1. To develop an understanding of your ethical leadership style 
2. To understand how your preferred ethical leadership style relates to other ethical leadership styles 

Total Scores 
1. Duty Ethics:                 4  - Highest Score
2. Utilitarian Ethics:       1
3. Virtue Ethics:               1
4. Caring Ethics:              1
5. Egoism Ethics:             0- Lowest Score
6. Justice Ethics:              3

If you scored higher on Duty Ethics, it means you follow the rules and do what you think you are supposed to do when facing ethical dilemmas. You focus on fulfilling your responsibilities and doing what you think is the right thing to do. 
If you scored higher on Utilitarian Ethics, it means you try to do what is best for the most people overall when facing ethical dilemmas. You focus on what will create happiness for the largest number of individuals. 
If you scored higher on Virtue Ethics, it means that you pull from who you are (your character) when facing ethical dilemmas. You act out of integrity, and you are faithful to your own principles of goodness. 
If you scored higher on Caring Ethics, it means that you give attention to your relationships when facing ethical dilemmas. You may give special consideration to those with whom you share a personal bond or commitment. 
If you scored higher on Egoism Ethics, it means that you do what is best for yourself when facing ethical dilemmas. You are not afraid to assert your own interests and goals when resolving problems
If you scored higher on Justice Ethics, it means that you focus on treating others fairly when facing ethical dilemmas. You try to make sure the benefits and burdens of decisions are shared equitably between every- one concerned. 
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[bookmark: _Toc79797042]Path–Goal Styles Questionnaire

Purpose 
1. To identify your path–goal styles of leadership 
2. To examine how your use of each style relates to other styles of leadership 

Total Scores 
Directive leadership:                       11   - Moderate
Supportive leadership:                    12   - Moderate
Participative leadership:                  10 -  Moderate
Achievement-oriented leadership:    11 - Moderate


Scoring Interpretation 
This questionnaire is designed to measure four types of path–goal leadership: directive, supportive, participative, and achievement-oriented. By comparing your scores on each of the four styles, you can determine which style is your strongest and which is your weakest. For example, if your scores were directive leadership = 21, support- ive leadership = 10, participative leadership = 19, and achievement-oriented leadership = 7, your strengths would be directive and participative leadership, and your weaknesses would be supportive and achievement-oriented leadership. While this questionnaire measures your dominant styles, it also indicates the styles you may want to strengthen or improve. 
If your score is 13–15, you are in the high range.
If your score is 6–12, you are in the moderate range. If your score is 3–5, you are in the low range. 
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[bookmark: _Toc79797044]The Government Communication Service  Leadership Framework

https://3x7ip91ron4ju9ehf2unqrm1-wpengine.netdna-ssl.com/wp-content/uploads/2020/05/CO_GCS_Leadership_framework_2020.pdf
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[bookmark: _Toc79797046]Least-Preferred Co-Worker Scale
	Unfriendly
	1   2   3   4   5   6   7   8
	Friendly

	Unpleasant
	1   2   3   4   5   6   7   8
	Pleasant

	Rejecting
	1   2   3   4   5   6   7   8
	Accepting

	Tense
	1   2   3   4   5   6   7   8
	Relaxed

	Cold
	1   2   3   4   5   6   7   8
	Warm

	Boring
	1   2   3   4   5   6   7   8
	Interesting

	Backbiting
	1   2   3   4   5   6   7   8
	Loyal

	Uncooperative
	1   2   3   4   5   6   7   8
	Cooperative

	Hostile
	1   2   3   4   5   6   7   8
	Supportive

	Guarded
	1   2   3   4   5   6   7   8
	Open

	Insincere
	1   2   3   4   5   6   7   8
	Sincere

	Unkind
	1   2   3   4   5   6   7   8
	Kind

	Inconsiderate
	1   2   3   4   5   6   7   8
	Considerate

	Untrustworthy
	1   2   3   4   5   6   7   8
	Trustworthy

	Gloomy
	1   2   3   4   5   6   7   8
	Cheerful

	Quarrelsome
	1   2   3   4   5   6   7   8
	Harmonious
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