[image: Description: :::::::Desktop:In progress desktop:TRINITY SAINT DAVID:logo:TSD_logo2010.jpg]
Applied Leadership and Management in the Workplace
Module Assignment Submission 

	Student Name:
	Whitney Davies

	Student Number:
	2329046

	Module No:
	BMSK6010

	Module Title:
	Inspiring Leadership


Statement of Confirmation of Authenticity
By the act of making this submission, the student declares that this is the work of the student named above. The work has not, in whole or in part, been knowingly presented elsewhere for assessment, or where assessment has been built on a previous assessment, this has been identified. Where materials have been used from other sources it has been properly acknowledged. If this statement is untrue, the student acknowledges that an assessment offence has been committed.
Attention is drawn to the plagiarism and unfair practice policies of both the University and of ILM.


Table of Contents
Introduction	3
Critically Assessing Goleman's Six Leadership Styles	3
Introduction to Goleman's Six Leadership Styles	3
Goleman's Six Leadership Styles and Individual Workplace Performance	4
Critical Assessment of Goleman's Ability to Influence Individual Workplace Performance	5
Overall Judgement	6
Evaluation of Personal Leadership Style	6
Introduction	6
Evaluation of Leadership Style	7
Evaluation of Leadership Skills	7
Critical Reflection on the Evaluation Process	8
Evaluation of Leadership Capabilities	9
Introduction	9
Evaluating the Ability to Set Direction	9
Evaluating the Ability to Motivate Others	10
Evaluating the Ability to Delegate and Empower Others	10
Overall Reflection on Leadership Capabilities	11
Conclusion	12
References	13
Appendix A – Leadership Styles Questionnaire	15
Appendix B – Leadership Skills Questionnaire	18
Appendix C – Reflective Mapping Table	22
Appendix D – Personal Development Action Plan	24





[bookmark: _1ci93xb]
[bookmark: _Toc234167170]Introduction 
Leadership theories provide valuable frameworks for understanding how leaders influence individuals and organisational performance; however, they should not be accepted as definitive explanations of effective leadership simply because they are well established. Organisations are continually evolving through technological advancement, changing workforce expectations, increasing diversity and new ways of working. Therefore, leadership models developed within different organisational contexts should not be assumed to remain universally applicable. Established practice should not be mistaken for best practice, making it necessary to continually evaluate whether leadership theories continue to reflect the realities of contemporary organisations. 
This report argues that the value of leadership theories lies in supporting professional judgement rather than prescribing leadership behaviour. Effective leadership is unlikely to result from consistently applying a preferred leadership style; instead, it requires leaders to critically evaluate organisational circumstances, understand the needs of the individuals they lead and determine which behaviours are most appropriate for achieving organisational objectives. Leadership theories therefore provide valuable guidance, informing decision making whilst encouraging leaders to apply critical thinking rather than relying upon predetermined approaches. 
To explore this argument, the report critically assesses Goleman's (2000) Six Leadership Styles in relation to its ability to influence individual workplace performance, evaluating both its strengths and limitations through comparison with contemporary leadership literature. The report then evaluates personal leadership style and leadership capabilities using recognised leadership questionnaires, workplace experience, and critical reflection. Throughout the discussion, it is argued that whilst leadership theories remain valuable, successful leadership ultimately depends upon a leader's ability to question assumptions, adapt appropriately and continually evaluate whether established practices remain suitable for the people and organisations they serve.
[bookmark: _2bn6wsx][bookmark: _Toc234167171]Critically Assessing Goleman's Six Leadership Styles 
[bookmark: _Toc234167172]Introduction to Goleman's Six Leadership Styles
Leadership literature offers numerous theories seeking to explain how leaders influence organisational performance, including transformational, servant and situational leadership. Whilst each contributes valuable insights, Goleman's (2000) Six Leadership Styles was selected because it challenges the assumption that effective leadership can be reduced to a single behavioural approach. Instead, Goleman argues that successful leaders demonstrate emotional intelligence and behavioural adaptability, selecting different leadership styles according to workplace context. 
This emphasis on adaptability initially appears particularly relevant within contemporary organisations, where leaders must respond to rapidly changing business environments, increasingly diverse workforces, and evolving employee expectations. Rather than suggesting one leadership style consistently produces superior outcomes, Goleman's framework recognises that successful leadership requires flexibility and judgement. 
However, this also raises an important question. If leadership effectiveness depends upon selecting the most appropriate leadership style, how accurately can leaders interpret the operational environment? Furthermore, can leadership behaviour alone explain improvements in individual workplace performance, or are wider organisational factors equally influential? These questions provide the foundation for the following critical assessment.
[bookmark: _Toc234167173]Goleman's Six Leadership Styles and Individual Workplace Performance
Goleman (2000) argues that leadership effectiveness is underpinned by emotional intelligence, proposing that leaders who can recognise and regulate both their own emotions and those of others are better positioned to influence employee behaviour and organisational performance. Building upon this foundation, he identifies six leadership styles: coercive, authoritative, affiliative, democratic, pacesetting and coaching. Instead of proposing a universally effective leadership style, the framework argues that leaders should adapt their behaviour according to the demands of the situation, the needs of employees and wider organisational objectives. The central contribution of the model is not the identification of six distinct leadership styles, but the rejection of a one-size-fits-all approach to leadership. 
This represents a significant strength because organisations rarely operate within predictable environments where a single leadership approach consistently produces positive outcomes. Employees differ in their knowledge, confidence, motivation, and experience, whilst organisational priorities continually evolve in response to internal and external pressures. Therefore, leadership that remains fixed regardless of circumstance risks becoming ineffective. Goleman's recognition that leaders should adapt their behaviour according to organisational need provides a more realistic interpretation of leadership than theories implying one preferred style should be consistently applied.
The framework is further strengthened by its emphasis on emotional intelligence. Beyond the exercise of authority, Goleman argues that effective leaders understand how their behaviour influences organisational climate, employee engagement and ultimately workplace performance. Research continues to demonstrate positive relationships between emotionally intelligent leadership, employee engagement, and organisational outcomes, suggesting that leaders who demonstrate empathy, self-awareness and effective relationship management are more likely to create environments in which employees perform effectively (Coronado-Maldonado & Benítez-Márquez, 2023; Bonini et al., 2024). This evidence supports Goleman's argument that leadership extends beyond technical competence and requires an understanding of the people being led. 
However, whilst Goleman's framework provides a persuasive explanation of how leadership behaviours may influence employee performance, the relationship appears considerably more complex than the model suggests. Leadership undoubtedly shapes organisational climate, yet employee performance is also influenced by organisational culture (Schein & Schein, 2021), workload, reward systems, available resources, individual capability, and organisational strategy. Attributing workplace performance primarily to leadership behaviour therefore risks oversimplifying organisational reality, as leaders may demonstrate highly effective behaviours yet still fail to achieve high performance where organisational systems prevent employees from working effectively.
This observation does not weaken Goleman's framework; instead, it highlights an important distinction between influence and control. Leaders influence workplace performance, but they rarely determine it independently. The framework provides a valuable explanation of one important contributor to organisational performance rather than a complete explanation of why individuals succeed or fail within organisations. Its value lies in encouraging leaders to recognise that their behaviour matters whilst acknowledging that leadership operates alongside wider organisational systems rather than above them.
[bookmark: _Toc234167174]Critical Assessment of Goleman's Ability to Influence Individual Workplace Performance
The greatest strength of Goleman's framework lies in its challenge to traditional assumptions regarding leadership. Rather than asking leaders to identify their preferred leadership style and apply it consistently, the model encourages leaders to evaluate the challenges they face before determining how they should respond. This represents a significant shift from leadership as behavioural consistency towards leadership as informed judgement. In practice, this reflects the reality that organisational challenges rarely present themselves in identical forms and therefore cannot reasonably be expected to require identical leadership responses. 
Nevertheless, the framework also assumes leaders possess the ability to accurately diagnose organisational circumstances before selecting an appropriate leadership style. This assumption is arguably more problematic than the framework itself acknowledges. Leadership decisions are frequently made under conditions of uncertainty, incomplete information, and competing stakeholder expectations. Leaders may correctly recognise that different situations require different approaches whilst simultaneously misinterpreting the situation itself. For this reason, behavioural adaptability alone cannot guarantee leadership effectiveness if the judgement underpinning that adaptability is flawed. 
Yukl (2013) argues that leadership effectiveness cannot be explained solely through leader behaviour because organisational performance is influenced by multiple interacting variables, including organisational systems, follower characteristics, and external environmental factors. Equally, Judge and Piccolo's (2004) meta-analysis found strong relationships between transformational leadership and organisational effectiveness. Taken together, these perspectives suggest that leadership behaviour is important but insufficient in isolation. Goleman's framework therefore appears strongest when integrated with wider leadership thinking rather than applied as a comprehensive explanation of workplace performance. 
The framework should also be considered in relation to contemporary organisational practice. Since its publication, organisations have experienced notable change through hybrid working, digital communication, greater workforce diversity, and increased recognition of employee wellbeing. These developments do not invalidate Goleman's framework; instead, they arguably strengthen one of its central propositions that effective leadership requires continual adaptation as organisational circumstances evolve. More importantly, they raise a broader question regarding leadership theory itself. If organisations, employees, and leadership expectations continue to evolve, it seems difficult to justify treating leadership theories as static explanations of organisational behaviour. Leadership theories should not become immune from critical evaluation simply because they remain influential. Instead, they should be continually reassessed to determine whether their underlying assumptions remain appropriate for contemporary organisational practice. 
This is where the framework makes its most valuable contribution. Its importance lies less in providing six leadership styles than in encouraging leaders to avoid rigid thinking. This interpretation is consistent with Dinh et al. (2014), who argue that contemporary leadership research increasingly recognises leadership as a complex, context-dependent process requiring multiple theoretical perspectives rather than reliance upon a single explanatory model. Consequently, the real value of Goleman's framework lies not in providing definitive answers, but in encouraging leaders to exercise informed judgement when responding to organisational challenges. 
 The real lesson is not that leaders should memorise six behavioural approaches, but that they should remain sufficiently reflective to question whether their current approach continues to meet the needs of the organisation and the people within it. In this respect, the framework promotes leadership as a process of continual evaluation rather than behavioural consistency. 
Ultimately, Goleman's Six Leadership Styles provides a valuable framework for understanding how leadership behaviours influence individual workplace performance. However, this critical assessment concludes that leadership effectiveness depends upon more than behavioural adaptability alone. Effective leadership also requires sound judgement, an appreciation of wider organisational systems and a willingness to question whether established leadership practices remain appropriate as organisations continue to evolve. Goleman's framework is best understood as a guide for informed leadership decision making rather than a definitive explanation of effective leadership.
[bookmark: _qsh70q][bookmark: _Toc234167175]Overall Judgement
Goleman's (2000) Six Leadership Styles remains one of the most influential contemporary leadership frameworks because it rejects the assumption that effective leadership can be achieved through the consistent application of a single leadership style. Its emphasis on emotional intelligence, behavioural adaptability and organisational climate provides leaders with a practical framework for understanding how leadership behaviours may influence individual workplace performance. However, this critical assessment has demonstrated that the framework should not be viewed as a comprehensive explanation of organisational performance. Leadership represents one important influence upon employee performance, but it operates alongside organisational culture, structural systems, individual differences, and external organisational pressures. Goleman's greatest contribution lies not in providing six leadership styles, but in encouraging leaders to think beyond fixed models and recognise that effective leadership requires continual judgement rather than behavioural consistency.
[bookmark: _Toc234167176]Evaluation of Personal Leadership Style 
[bookmark: _Toc234167177]Introduction 
Critically assessing leadership theory provides only a partial understanding of effective leadership. Equally important is evaluating how leadership theories compare with personal leadership preferences and behaviours demonstrated within the workplace. To achieve this, the Leadership Styles Questionnaire and Leadership Skills Questionnaire (Northouse, 2022) were completed (see Appendices A and B). These questionnaires were selected because together they assess both preferred leadership behaviours and the competencies required to lead effectively. 
However, whilst recognised leadership questionnaires provide a useful framework for self-reflection, they should not be interpreted as objective measures of leadership effectiveness. Leadership is influenced by organisational context, professional experience and how behaviours are perceived by others, none of which can be fully captured through self-assessment alone. The questionnaire findings are critically evaluated alongside workplace experience and academic literature rather than being accepted uncritically. 
[bookmark: _Toc234167178]Evaluation of Leadership Style 
The Leadership Styles Questionnaire identified a clear preference for democratic and coaching leadership behaviours (Northouse, 2022; see Appendix A). These findings were unsurprising because they closely reflect both personal leadership beliefs and workplace experience. Leadership is viewed less as directing employees towards predetermined solutions and more as creating opportunities for individuals to think independently and contribute confidently to decision making. This aligns with the democratic leadership style, which encourages participation, and the coaching leadership style, which focuses upon long-term development rather than immediate performance (Goleman, 2000). 
Workplace experience provides further support for these findings. When training new colleagues, the priority has never been simply explaining how to complete a task correctly. Instead, the process begins by understanding what the individual already knows before explaining the wider purpose of the task and how it contributes to organisational objectives. Once this understanding has been established, increasingly complex responsibilities are introduced whilst gradually reducing support as confidence develops. This approach reflects the belief that employees are more likely to perform effectively when they understand why they are completing a task rather than simply being instructed how to complete it. Leadership is viewed as a process of developing understanding rather than controlling behaviour. 
The questionnaire findings therefore reinforced an existing leadership philosophy rather than revealing unexpected behaviours. However, they also prompted critical reflection. A strong preference for collaboration and coaching may create a tendency to favour participation even in situations requiring more directive leadership. Whilst collaborative decision making often improves engagement, organisational crises, urgent operational decisions, or inexperienced employees may require leaders to adopt a more authoritative approach. Therefore, effective leadership should not be judged by consistently demonstrating preferred behaviours, but by recognising when alternative leadership approaches better serve organisational objectives. 
More importantly, the questionnaire highlighted that preferred leadership style should never become professional identity. Just as this report has argued that leadership theories should not be accepted without critical evaluation, leaders should also avoid assuming their preferred leadership style is appropriate in every circumstance. Self-awareness therefore involves recognising not only personal strengths but also situations where different leadership behaviours may produce better outcomes. 
[bookmark: _Toc234167179]Evaluation of Leadership Skills 
The Leadership Skills Questionnaire (Northouse, 2022; see Appendix B) identified interpersonal leadership skills as the strongest area of performance, particularly communication, supporting others and building positive working relationships. These findings again reflected workplace experience and were largely expected. Throughout professional experience, leadership opportunities have predominantly involved supporting colleagues, providing training, and helping individuals build confidence rather than exercising formal authority. Interpersonal leadership has naturally developed through repeated practical application rather than theoretical understanding alone. 

Communication emerged as a particular strength, reinforcing the belief that leadership extends beyond providing information and instead requires creating understanding. Workplace experience has demonstrated that employees often become more confident when leaders explain the purpose behind a task rather than simply outlining the process. This encourages individuals to make informed decisions independently when circumstances inevitably change, reducing reliance upon continual supervision. In practice, this has reinforced the view that effective communication is measured not by how clearly instructions are delivered, but by how confidently employees are able to apply their understanding without further guidance. 
The questionnaire also highlighted strengths in supporting and developing others. Initially, these findings appeared unsurprising; however, further reflection suggested they stem from a broader leadership belief rather than individual behaviours alone. Leadership is viewed less as directing performance and more as creating opportunities for people to develop their own capability. This explains why coaching, delegation and empowerment have consistently emerged throughout both the questionnaire findings and workplace experience. Rather than solving problems on behalf of colleagues, there is a preference for helping individuals develop the confidence to solve future problems independently. From a leadership perspective, this represents a more sustainable contribution to organisational performance than simply achieving short-term results. 
Despite these strengths, the questionnaire identified comparatively lower confidence within administrative and strategic leadership skills. Rather than interpreting these findings as weaknesses, they appear to reflect current professional experience. Opportunities to influence organisational strategy, communicate long-term vision or lead larger organisational initiatives have naturally been more limited than opportunities to coach colleagues on an individual basis. These findings should be viewed as identifying areas requiring greater exposure rather than deficiencies in leadership capability. 
This distinction is important because leadership capability should not be evaluated solely according to current job responsibilities. Leadership questionnaires inevitably measure current experience as much as future potential. Therefore, whilst interpersonal leadership skills appear comparatively stronger at present, continued professional development should focus upon broadening strategic leadership experience without compromising the collaborative leadership philosophy demonstrated throughout this evaluation. 
[bookmark: _Toc234167180]Critical Reflection on the Evaluation Process 
Although both questionnaires provided a valuable framework for self-evaluation, they also demonstrated the limitations of relying upon self-assessment when evaluating leadership. Leadership is inherently relational, meaning effectiveness is determined not only by how leaders perceive themselves but also by how their behaviours influence the people around them. Self-assessment questionnaires cannot fully capture this complexity because responses are influenced by personal interpretation, previous experiences, and individual self-awareness. They should therefore be viewed as tools for reflection rather than objective measures of leadership effectiveness. 
This evaluation also reinforced the importance of critically interpreting questionnaire findings rather than accepting them at face value. Several results confirmed existing leadership preferences that had already become evident through workplace experience, whilst others prompted reflection regarding leadership situations that had not yet been encountered professionally. Viewed through this perspective, the findings should not be interpreted as fixed descriptions of leadership capability but as indicators of current leadership tendencies that will continue to develop through experience. 
Perhaps the most significant learning from this evaluation was recognising that leadership development is not simply about strengthening existing abilities. Equally important is recognising when preferred leadership behaviours may become limitations if applied without sufficient consideration of organisational context. This reflects Schön's (1983) argument that professional judgement develops through critical reflection on experience rather than through the application of theoretical knowledge alone. Similarly, Kolb (1984) proposes that meaningful learning occurs when experience is followed by reflection, reinforcing the value of evaluating questionnaire findings alongside practical workplace experience rather than relying on self-assessment in isolation. 
Throughout this report, the importance of questioning leadership theories has been repeatedly discussed. This evaluation suggests the same principle should also apply to personal leadership. Leaders should remain willing to question their own assumptions, challenge their preferred behaviours, and adapt when organisational circumstances require alternative approaches. Self-awareness therefore involves more than recognising strengths and weaknesses; it requires continual reflection on whether existing leadership behaviours remain the most effective response to changing organisational needs. 
A summary of the questionnaire findings, supporting workplace evidence and identified development priorities is provided in Appendix C. 
Overall, the questionnaires provided a valuable starting point for self-evaluation, but workplace experience ultimately provided the greater insight. Leadership is demonstrated through behaviour rather than questionnaire scores, and this evaluation suggests a leadership approach characterised by communication, trust and developing others whilst recognising that continued growth depends upon expanding strategic leadership experience and remaining open to continual learning. 
[bookmark: _Toc234167181]Evaluation of Leadership Capabilities 
[bookmark: _Toc234167182]Introduction 
Leadership capability extends beyond understanding leadership theory or identifying preferred leadership behaviours. It is demonstrated through how effectively those behaviours are applied in practice to influence others and improve workplace performance. This section critically evaluates my ability to set direction, motivate others, and delegate and empower colleagues by integrating workplace experience with relevant leadership literature. Rather than assuming competence because these capabilities have been demonstrated, the evaluation considers both current strengths and areas requiring further development.
[bookmark: _Toc234167183]Evaluating the Ability to Set Direction 
Setting direction has become one of my stronger operational leadership capabilities, although my experience has primarily involved supporting individuals rather than communicating strategic organisational vision. In practice, I have found that employees are more likely to perform confidently when they understand why a task matters before being shown how to complete it. Rather than simply providing instructions, I aim to create understanding that enables colleagues to apply their knowledge independently when circumstances change.
This approach has been reinforced through repeated workplace experience. Before introducing new tasks, I first establish what an individual already knows before gradually building upon that knowledge, reducing support as their confidence develops. Rather than creating dependence upon me, the objective is to develop capable colleagues who are increasingly able to solve problems independently. Locke and Latham (2002) argue that clear goals improve performance, and whilst I agree, my experience suggests that understanding the purpose behind those goals is equally important if employees are to make confident decisions when circumstances change.
Despite evaluating this capability as a current strength, I also recognise an important limitation. My experience has largely involved supporting individuals and small teams rather than communicating organisational priorities across multiple departments or stakeholders. As leadership responsibilities develop, I will need to strengthen my ability to translate organisational strategy into clear direction for larger groups whilst maintaining the same emphasis on understanding rather than instruction.
[bookmark: _Toc234167184]Evaluating the Ability to Motivate Others 
My understanding of motivation has changed considerably through workplace experience, making this one of the most interesting leadership capabilities to evaluate. Whilst I previously viewed motivation as something leaders provided through encouragement and enthusiasm; effective leaders create the conditions in which motivation is more likely to develop. When colleagues feel trusted, understand expectations and are given increasing autonomy, they often become more engaged and willing to take ownership of their work.
This belief has developed through observing how colleagues respond to different leadership approaches. Whilst constructive feedback and recognition are important, I have found that confidence grows most when individuals are trusted to apply their own judgement whilst knowing support remains available if needed. Consequently, I view motivation less as something a leader gives to employees and more as something that develops when people feel capable, valued, and supported. This perspective aligns with Vroom's (1964) Expectancy Theory and Rousseau's (1995) psychological contract, both of which suggest that motivation is influenced by employees believing their efforts will be recognised and contribute to meaningful outcomes. Similarly, Deci and Ryan's (2000) Self-Determination Theory argues that autonomy is fundamental to developing intrinsic motivation, whilst Herzberg (1968) suggests that meaningful work and opportunities for achievement are stronger motivators than external control or supervision.
Despite evaluating this capability positively, I also recognise that motivation is highly individual. The same leadership approach will not motivate every employee because individuals are influenced by different experiences, aspirations, and personal circumstances. Consequently, I need to continue developing my ability to understand what motivates different people rather than assuming one approach will be universally effective. Overall, I evaluate my ability to motivate others as a growing strength founded upon communication, trust and creating an environment in which individuals can develop confidence, ownership, and intrinsic motivation.
[bookmark: _Toc234167185]Evaluating the Ability to Delegate and Empower Others 
Of all the leadership capabilities evaluated, delegation and empowerment most closely reflect my personal leadership philosophy. Throughout my workplace experience, I have become increasingly confident that effective leadership is not measured by how much a leader does themselves, but by how capable the people around them become. Rather than viewing delegation as a means of distributing workload, I see it as an opportunity to develop confidence, judgement, and independence so that colleagues become less reliant on support over time.
This approach has consistently influenced how I support others. Rather than immediately providing answers, I encourage colleagues to think through problems themselves before offering guidance where necessary. Responsibility is introduced gradually as confidence and competence develop, allowing individuals to make decisions whilst knowing support remains available if required. I have found this approach encourages greater ownership of work and helps colleagues build confidence in their own judgement rather than depending upon continual reassurance. For me, successful delegation is not simply about completing the immediate task successfully; it is about leaving people more capable of approaching similar challenges independently in the future.
My approach closely aligns with Covey's (2020) view that effective delegation focuses upon responsibility for outcomes rather than controlling methods. Similarly, Marquet (2020) argues that leaders should empower employees to make informed decisions instead of creating cultures where permission is continually sought. Whitmore's (2017) coaching philosophy also supports this perspective by encouraging leaders to help individuals discover their own solutions rather than creating dependence upon managerial expertise. Furthermore, Edmondson (1999) argues that empowerment is strengthened when employees experience psychological safety, enabling them to contribute ideas, learn from mistakes and exercise judgement without fear of criticism.
Although I consider this one of my strongest leadership capabilities, I also recognise that empowerment requires careful judgement. Delegating responsibility without considering an individual's confidence, experience or readiness can reduce performance rather than improve it. As my leadership responsibilities expand, I will need to continue adapting my approach to suit different individuals whilst balancing empowerment with appropriate support, accountability, and organisational expectations.
[bookmark: _Toc234167186]Overall Reflection on Leadership Capabilities 
Reflecting across these capabilities has reinforced that my leadership approach is consistently centred on developing people rather than directing them. Although each capability has been evaluated individually, they are connected through common leadership behaviours including communication, trust, developing confidence and encouraging independent thinking. Workplace experience suggests these behaviours have been effective when supporting colleagues, although they have predominantly been demonstrated within operational rather than strategic leadership contexts.
This evaluation has also highlighted that leadership capability is not demonstrated by consistently applying the same behaviours, but by recognising when different approaches are required. As leadership responsibilities develop, my priority will be to retain this collaborative and developmental leadership philosophy whilst gaining greater experience in communicating organisational vision, leading larger teams, and making decisions within increasingly complex organisational environments. This reflects Day's (2000) view that leadership capability develops progressively through experience, learning and continual reflection rather than through the acquisition of isolated competencies. The resulting development priorities have been summarised within a personal development action plan (see Appendix D)
[bookmark: _Toc234167187]Conclusion 
This report demonstrated that whilst Goleman's (2000) Six Leadership Styles provides a valuable framework for understanding leadership behaviour, effective leadership cannot be fully explained through behavioural adaptability alone. Organisational culture, structural systems, employee capability, and wider organisational circumstances all influence workplace performance, meaning leadership theories should be viewed as guides for informed decision making rather than definitive explanations of organisational success.
The personal leadership evaluation identified a collaborative and developmental leadership approach characterised by communication, trust, and supporting others to become increasingly independent. Workplace experience reinforced that employees are more likely to perform confidently when they understand the purpose behind their work, are trusted to exercise judgement and receive support that gradually develops autonomy rather than dependence. 
Ultimately, this report argues that the greatest value of leadership theories lies not in providing leaders with predetermined answers, but in developing their ability to make better leadership judgements. Established leadership practices should not be accepted simply because they remain influential. Instead, effective leaders should continually evaluate organisational circumstances, question their own assumptions, and adapt their behaviour to meet the changing needs of both employees and organisations. Leadership is therefore best understood not as the application of a model, but as an ongoing process of critical thinking, reflection, and informed professional judgement.
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[image: A leadership skills questionnaire with a purpose to assess strengths and weaknesses, followed by a list of statements for respondents to rate their agreement.

AI-generated content may be incorrect.]

[image: A leadership skills questionnaire assessing administrative, interpersonal, and conceptual abilities, with scoring indicating proficiency levels.
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[image: This image is a leadership strength questionnaire with a list of statements followed by a scale for respondents to rate how well the statements describe their own leadership qualities.
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[image: The image is a leadership strengths questionnaire with a scale of 1-5, containing various statements about communication, teamwork, problem-solving, and creativity.
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[image: The image is a page from an instructional guide detailing the process of scoring a Leadership Strengths Questionnaire, which measures five areas: implementation, innovation, encouragement, analysis, and mediation.
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Reflective Mapping Table
	Questionnaire Finding 
	Workplace Evidence 
	Development Action 

	Democratic style 
	Training colleagues through discussion 
	Develop confidence using directive leadership when appropriate 

	Coaching style 
	Gradually reducing support 
	Increase strategic coaching opportunities 

	Communication 
	Explain the "why" before the "how" 
	Develop communication across larger teams 


[bookmark: _Toc234001447][bookmark: _Toc234159319]
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Personal Development Action Plan
	Capability 
	Current Evaluation 
	Action 
	Timescale 

	Strategic leadership 
	Limited experience 
	Lead a cross-team project 
	12 months 

	Vision communication 
	Operational focus 
	Present team updates 
	6 months 

	Leading change 
	Developing 
	Shadow senior leaders 
	12 months 
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6.2 LEADERSHIP SKILLS QUESTIONNAIRE

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

Directions.

1. Place yourselfin the role of a leader when responding to this questionnaire.

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

APPLICATION

Not Seldom Occasionally Somewhat

Er— e e e e

1. am effective with the detailed aspects of my work. 1 2 3 b 5

2. lusually know ahead of time how people willrespondtoa 1 2 a 5
newidea orproposal.

3. lameffective at problem sohing 12 3 s

4. Fillng outforms andworking with detais come easiyfor 1 2 3 B
me.

T B
important to me.

6. When problems arise, limmeditely adcress them. 12 a s

7 Managingpeople andresourcesisoneofmystengths. 1 2 4 s

et SN N b
group.

9. Seeingthe big picture comes easiy forme. 12 3 4

10. Inmywork lenjoyrespondingtopeople’s requestsand 1 2 3 4
concerns

pp——————— T O I

12, Making strategic plans for my company appeals to me. 1 3 4 5

13, Obtaining and alocating resources s a challenging 1 3 4 5
aspectof myjob.

M. Thekeyto successful confictresolutionis respectingmy 1 2 3 a @

opponent.
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6.2 LEADERSHIP SKILLS QUESTIONNAIRE

(continued)

Not Seldom Occasionally Somewhat Very

Statements true  true true true

15. lenjoy discussing organizationalvalues and philosophy. 1 2 3 [ =

16. 1 am effective at obtaining resources to support our 1 2 3 a 5
programs.

17, Iwork hard tofind consensus n conlict stuations. 1 2 3 4

18, 1am flexible aboutmaking changes inourorganization. 1 2 3 4

Scoring

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

Total Scores |
Administrative skil: é I
Conceptual skill: ]A

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
‘andwhere you have leadership weaknesses.

Ifyour score is 26-30, you are in the very high range.
Ifyour score s 21-25,you areinthe highrange.  *
Ifyour score s 16-20, you are in the moderate range.
Ifyour score s 11-15, you are inthe low range.

Ifyour score s 6-10, you are in the very low range.

Building Your Leadership Profile

If you have the interactive eBook version of this text, log in to access the Leadership Profile Tool. After completing
this chapter's questionnaire, you will eceive individualized feedback and practical suggestions for further strength-
ening your leadership based on your responses in this questionnaire.

Visit edge.sagepub.com/northouseintrode for a downloadable version of his questionnaire.
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3.2 LEADERSHIP STRENGTHS QUESTIONNAIRE
Purpose

1. Todevelop an understanding of your leadership strengths

2. Torank your strengths in selected areas of performance

Directions

1. Please answer the statements below in terms of whether the statement describes what you are like.

2. For each of the statements, circle the number that indicates the degree to which you feel the statement s like
you.

Very
Much Very
Unike  Unlike Like  MuchLike
Fr— Me Me  Neural  Me
1 1amanenergetc participant when working with 1 2 3 s s
otners.
Y — N
3. lam good at encouraging coworkers when they feel 1 2 3 4 B
frustrated about their work
4. Iwantto know “why" we are doing what we are 1 2 3 O 5
doing.
5. |look for common ground in opposing opinions of 1 2 3 4 @
others. .
6.l enjoyimplementing the details of pojects. 1 2 @ 4 5
7. llike to explore creative approaches to problems. 1 2 3 4
8. 1gooutofmywaytohelp others feel good about 1 2 3 4
their accomplshments.
9. Examining complex problems or ssues s one of my 1 2 3 5
swengts.
10. |am a mediator in conflict situations. 1 2 3 5
M. Istick with the task until the work is completed. 1 2 3 5
12, Icaninitiate change, fitis needed, when working 1 2 3 4 @
‘with others.
& 2 O
. lliketo consider various options for doing things. 1 2 3 D B

Visit edge.sagepub.com/nerthouseintrode for a downloadable version of this questionnaire.
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3.2 LEADERSHIP STRENGTHS QUESTIONNAIRE

(continued)

Very
Much Very z
Unlike  Unlike Like  MuchLike [}
Statements Me Me  Neutral  Me Me =
<
15, 1am effective communicating with people who are 1 2 3 v 5 o
inflexible. ]
o
16.  I1trytofollow throughwith ideas so that the work gets 1 2 3 5 o
done. g
7. lenjoy creating avision for a work-related project. 1 2 3 O 5
18, Iamthe “glue” that helps hold the group together. 1 2 @ 4 5
19. Ilie exploring the details of a problem before trying 1 2 3 @ 5
tosolve it
20, Ican drawthe best out of people with dverse opinions. 1 2 3 D 5
21 Ilike makingto-dolists so that the work gets completed. 1 2 3 n 5
22, Ican think outside ofthe box.” 1 2 3 'O, 5
23. Encouraging others comes easily for me. 1 2 3 4 < 5)
24. llike thinking things through before engaging in 1 2 @ 4 5
‘work projects.
25. 1am good atfinding common ground when a conflict 1 2 3 4 (@
ispresent
26. lenjoy scheduling and coordinating activities so the 1 2 3 G 5
workis completed.
27. 1am good at developing new ideas for others to 1 2 3 o 5
consider.
28, 1am good at encouraging othersto participate on 1 2 3 a @
projects.
29, llike to explore problems from many different 1 2 3 4 D
perspectives.
30. Iam effective at helping coworkers reach consensus. 1 2 3 4 @
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3.2 LEADERSHIP STRENGTHS QUESTIONNAIRE

continued)

Scoring

‘Sum the responses on items 1,6, 1,16, 21, and 26 (mplementer score).
Sum the responses on items 2,7, 12, 17, 22, and 27 (innovator score).
Sum the responses on items 3,8, 13, 18, 23, and 28 (encourager score).
‘Sum the responses on items 4,9, 14, 18, 24, and 29 (analytic score).

o s ow N

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

Total Scores:

22 b 9% Ak L7

Implementer Analytic Mediator

Scoring Interpretation

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

Ifyour score s 26-30, you are inthe very high range.
Ifyour score s 21-25, you are n the high range.
Ifyour score s 16-20,you are in the moderate range.
Ifyour score s 1115, you arein the low range.

Ifyour score is 6-10, you are n the very low range.

Building Your Leadership Profile.

f you have the interactive eBook version of this text, log in to access the Leadership Profile Tool. After completing
this chapter's questionnare, you will receive individualized feedback and practical suggestions for further strength-
ening yourleadership based on your responses in this questionn

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