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[bookmark: _heading=h.b4nuhi78jtvj]Introduction
Leadership plays an important role in how people perform, communicate and respond to change at work. This assignment focuses on a younger director in the property sector who works alongside a more experienced business partner. Although both share the same business goals, differences in experience, communication style and expectations can create tension. This provides a useful context for exploring leadership because the issue is not only about authority, but also about trust, influence and shared direction. The assignment will critically assess Goleman’s emotional intelligence based leadership theory, evaluate my own leadership styles and assess my ability to set direction, motivate, delegate and empower others during workplace change.
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[bookmark: _heading=h.sdt8ygpghtyk]Critical Assess a recognised leadership model or theory in relation to its ability to impact on individuals workplace performance
Goleman’s emotional intelligence based approach to leadership is a useful theory for understanding how leadership can impact individual workplace performance. Emotional intelligence is concerned with a leader’s ability to recognise and manage their own emotions, understand the emotions of others and use this awareness to guide relationships and decision-making (Goleman, 1998). This is particularly relevant within the property sector, where directors often need to manage pressure, communicate with clients and contractors, respond to uncertainty and make decisions with other stakeholders. In this context, leadership is not only about technical knowledge or formal authority. It is also about how effectively a leader communicates, builds trust and responds to disagreement.
Goleman (2000) argues that leadership styles can affect the emotional climate of the workplace, which then influences motivation, commitment and performance. His six leadership styles include coercive, authoritative, affiliative, pacesetting and coaching. This is useful because it shows that leaders do not only affect what people do.  They also affect how people feel while doing it. In a property business, this may influence whether a business partner, employee or contractor feels trusted, pressured, included or dismissed. Therefore, emotional intelligence can have a direct impact on individual performance because people are more likely to contribute effectively when communication is clear, respectful and emotionally balanced.
A key strength of Goleman’s theory is that it recognises the emotional side of leadership. This is important in a director partnership where disagreement may not only be caused by the decision itself, but also by how the decision is communicated. For example, a younger director may have strong ideas about new systems, digital processes or faster decision making, but if these ideas are presented too forcefully, a more experienced partner may interpret them as criticism rather than improvement. Goleman’s (1998) focus on self-awareness and self regulation is useful here because it suggests that leaders need to understand how their own behaviour may affect others before expecting others to change.
However, emotional intelligence should not be accepted without criticism. One limitation is that it can place too much responsibility on the individual leader, while paying less attention to wider structural issues such as ownership, authority, workload, business risk and financial pressure. Grint (2005) argues that leadership problems are often complex and cannot always be solved through one fixed approach. This is relevant because conflict between business partners may not be solved simply by being more emotionally intelligent. The leader may also need clearer roles, agreed decision-making processes and shared accountability. Therefore, emotional intelligence is useful, but it should be supported by practical systems and clear business structures.
Another strength of Goleman’s approach is that it connects leadership style to workplace climate. Goleman (2000) suggests that authoritative, democratic, affiliative and coaching styles can have a positive impact on climate, while coercive and pacesetting styles may have a negative impact if overused. This is relevant to individual performance because a positive climate can support confidence, motivation and communication. In the property sector, a democratic or coaching style may help when discussing change with a more experienced business partner because it encourages involvement rather than resistance. However, a pacesetting style may become problematic if the leader expects fast action without allowing enough time for discussion or agreement.
Northouse (2013) defines leadership as a process of influence towards a common goal. This supports Goleman’s theory because emotional intelligence can strengthen influence by improving communication, empathy and trust. In a director partnership, both individuals may have formal authority, but authority alone does not guarantee effective leadership. The ability to influence constructively is important because both directors need to work towards shared business aims. This suggests that emotional intelligence can improve individual workplace performance by helping leaders manage relationships, reduce defensiveness and create stronger commitment to shared decisions.
Yukl (2013) also argues that effective leadership is linked to influencing task performance, commitment and organisational effectiveness. This is useful because emotional intelligence should not be seen as simply being friendly or avoiding difficult conversations. Instead, it should support performance by helping leaders communicate expectations clearly, manage conflict professionally and give feedback in a way that encourages improvement. In this sense, emotional intelligence can be performance-focused. For example, a leader who can remain calm during disagreement may be more able to keep discussions focused on business outcomes rather than allowing them to become personal.
There are also limitations to Goleman’s model. Although the six leadership styles are practical, they can appear simplified because real leaders may use several styles at the same time. For example, a director may need to be authoritative when setting a clear direction, democratic when seeking input, and coaching when helping someone develop confidence. This means that emotional intelligence does not remove the need for judgement. It also does not fully explain power dynamics between business partners. French and Raven’s (1959) theory of power is useful here because it shows that leadership is affected by sources of power such as legitimate, expert and referent power. In a property business, the more experienced partner may hold expert power, while the younger director may hold influence through new systems or different ways of working. This shows that emotional intelligence needs to be considered alongside power and authority.
Kotter’s (1990) distinction between leadership and management also provides useful critical comparison. Kotter argues that leadership is concerned with setting direction, aligning people and motivating change, while management focuses on planning and control. Emotional intelligence supports the leadership side of this because it helps the leader gain buy-in and manage the human response to change. However, emotional intelligence alone may not be enough if the leader does not also provide clear direction and practical structure. In the property sector, people may feel respected and listened to, but performance may still suffer if responsibilities, deadlines and expectations are unclear.
Kouzes and Posner (2012) further strengthen this analysis because they argue that effective leaders model the way, inspire a shared vision, challenge the process, enable others to act and encourage the heart. This links well to emotional intelligence because these practices require trust, communication and the ability to recognise others’ contributions. In the property business, a leader who wants to challenge existing ways of working must also create enough trust for others to engage with change. Therefore, emotional intelligence can support performance by helping the leader challenge the process without damaging relationships.
Overall, Goleman’s emotional intelligence-based leadership theory is a strong model for understanding how leadership can impact individual workplace performance. Its main strength is that it focuses on the emotional and relational side of leadership, which is especially important in small businesses where people work closely together and conflict can quickly affect performance. However, the theory is limited if it is used alone because it does not fully address power, business structure, role clarity or decision making authority. Therefore, emotional intelligence is most effective when combined with other leadership perspectives, including Northouse’s focus on influence, Yukl’s focus on performance, Kotter’s distinction between leadership and management, and French and Raven’s theory of power.


 
[bookmark: _heading=h.l1ql3j1ojenj]Evaluate your own ability to use a range of leadership styles in different situations and with different types of people to fulfil the leadership role.
This section evaluates my ability to adapt my leadership style across different workplace situations. The reflection is based on my experience as a younger director within the property sector, working alongside a more experienced business partner whose approach to leadership and decision-making can differ from my own. Tension can arise when decisions need to be made quickly, when new ideas are introduced or when existing ways of working are challenged. Rather than viewing this only as a personality clash, it is more useful to examine it through leadership theory, emotional intelligence and reflective practice.
Gibbs reflective cycle is useful for structuring this evaluation because it encourages reflection beyond simple description. Gibbs (1988) separates reflection into description, feelings, evaluation, analysis, conclusion and action plan. Schon (1983) also argues that professionals develop by reflecting on their actions, particularly when dealing with uncertain or complex situations. This is relevant to leadership in the property sector because decisions often involve pressure, risk and different stakeholder expectations. Using Gibbs  model, the issue is not simply that disagreement occurs, but that disagreement reflects different assumptions about leadership, experience, risk and change.
A recurring challenge has been managing disagreement with my business partner. In some situations, I have wanted to introduce new systems, quicker decision-making or different ways of communicating with clients and contractors. However, my partner has sometimes preferred a more traditional or cautious approach. This has occasionally made me feel dismissed and more defensive, especially when I believed my suggestion would improve efficiency or performance. A critical reflection also requires me to recognise that my own communication style may contribute to tension. If I present ideas too quickly or with too much certainty, this may appear as though I am undervaluing my partner’s experience. Goleman (1998) argues that emotional intelligence is central to effective leadership because leaders need self-awareness, self regulation, empathy and social skill.Northouse (2013) defines leadership as a process of influence towards a common goal, which is useful in this context because both directors may hold formal authority, but effective leadership depends on influence, trust and shared direction. From this perspective, my leadership effectiveness is judged not only by the quality of my ideas, but also by how well I communicate them and respond to challenge.
The evaluation stage of Gibbs model shows both strengths and limitations in my leadership approach. A strength is that I am willing to challenge existing methods and look for improvements. This links to Kouzes and Posner’s (2012) view that effective leaders should challenge the process and search for better ways of working. In the property sector, this is important because businesses need to adapt to changing client expectations, technology and market conditions. However, challenging the process can create resistance if it is not balanced with trust and shared understanding. Therefore, my ability to lead change depends not only on having ideas, but also on gaining commitment from others.
Goleman’s (2000) six leadership styles are useful for analysing my leadership behaviour because they show that different situations require different approaches. I naturally tend to use a democratic or coaching style when I want discussion, involvement and shared problem-solving. This can be useful when working with clients, contractors or a business partner because it encourages participation. However, under pressure I may move towards a pacesetting style, where I expect high standards and quick action. Although this can be useful when deadlines are tight, Goleman (2000) warns that pacesetting can negatively affect workplace climate if overused. This is important because a leader may believe they are being efficient, while others may experience the behaviour as impatient or controlling. Northouse (2013) defines leadership as a process of influence towards a common goal, which is useful in this context because both directors may hold formal authority, but effective leadership depends on influence, trust and shared direction.
The Path Goal Styles Questionnaire completed as part of my leadership self-assessment also supports this reflection. The results showed moderate scores for directive, supportive and participative leadership, each scoring 12, while achievement-oriented leadership scored slightly higher at 14. This suggests that my leadership style is relatively balanced, but with a stronger tendency to set high standards and encourage improvement. This links with my reflection that I am motivated by progress and performance, but it also highlights a possible limitation. If achievement oriented leadership is used too strongly with someone who has a different working style or more experience, it may be experienced as pressure rather than motivation. Therefore, the questionnaire supports the need to adapt my style according to the person, task and situation.
French and Raven’s (1959) theory of power helps explain why leadership can become complicated between business partners. Their model identifies different sources of power, including legitimate, expert, reward, coercive and referent power. In this scenario, both directors hold legitimate power, while the more experienced partner may also hold expert power due to longer industry experience. I may have influence in areas such as newer systems, technology or different communication methods. This shows that conflict is not only about age or personality. It can also be about how power is understood and used within the working relationship.
The Five Whys technique is useful for exploring the root cause of repeated disagreements. Clashes may occur because both directors approach decisions differently. This becomes a problem when each person assumes their approach is more effective. These assumptions may exist because each director has developed different beliefs through different experiences. Conflict can then occur when decisions are discussed as right or wrong rather than as different responses to risk, change and performance. Without reflection, disagreement can become personal rather than developmental. This suggests that the issue is not simply a lack of leadership ability, but a need to improve communication, emotional intelligence and shared decision making.
Generational difference can also influence leadership expectations, although it should not be used as a simple explanation for workplace conflict. Bennis and Thomas (2002) suggest that leaders shaped by different social and professional experiences may view change, loyalty, risk and learning differently. This is useful because a younger director may be more comfortable with change and experimentation, while a more experienced partner may place greater value on caution and proven methods. However, Grint (2005) argues that leadership problems are often complex and cannot always be solved through one fixed method. Therefore, the leadership challenge is not to label the difference, but to manage it constructively.
A SWOT reflection also supports the evaluation of my leadership practice. SWOT analysis is often linked to Humphrey’s work on identifying strengths, weaknesses, opportunities and threats (Humphrey, 2005). Applied to my leadership, my main strength is that I am willing to challenge existing processes and identify opportunities for improvement. A weakness is that I can move too quickly towards solutions without fully gaining commitment from others. An opportunity is to use more coaching, listening and shared decision making to improve the working relationship with my business partner. The main threat is that unresolved tension could reduce trust, slow decisions and affect workplace change.
This reflection shows that I can use a range of leadership styles, but my effectiveness depends on choosing the right style for the situation and person involved. My strengths include being open to improvement, challenging existing processes and involving others in discussion. However, my limitations include becoming defensive when ideas are questioned and moving too quickly into a pacesetting or achievement-oriented approach. To improve, I need to develop greater emotional intelligence, listen more carefully before responding and use a more flexible style when working with people who have different experiences or views on change.


[bookmark: _heading=h.l6tvouq075wk]Assess own ability to set direction, motivate, delegate and empower others during workplace change
My ability to set direction, motivate, delegate and empower others during workplace change is developing, but not yet consistent in every situation. Within the property sector, change may involve new systems, clearer client communication, improved task management or different ways of making decisions between directors. Although these changes may seem practical, they also affect people’s confidence, habits and expectations. Therefore, leading change requires more than identifying what needs to improve. It requires clear direction, motivation, structured delegation and empowerment with accountability.
Setting direction is one of my stronger areas because I can usually identify where a process is inefficient or unclear. For example, delays in contractor updates, inconsistent client follow-ups or unclear task ownership can affect performance and reputation. Kotter (1990) argues that leadership differs from management because leadership focuses on setting direction, aligning people and motivating change, while management focuses more on planning, organising and controlling. This is relevant because I may manage tasks effectively, but leadership requires me to help others understand why change is needed and how it supports business success.
However, a limitation in my leadership is that I can sometimes move too quickly towards a solution without fully explaining the reason behind it. Covey (2004) argues that effective people “begin with the end in mind,” meaning they understand the desired outcome before acting. Applied to my own leadership, this suggests that I need to communicate the end goal more clearly before expecting others to support change. For example, if I introduce a new system for managing property tasks, I should explain not only how it works, but also how it will reduce confusion, save time and improve client service. This would make the change feel more like a shared direction rather than a personal preference.
Kouzes and Posner (2012) also emphasise the importance of inspiring a shared vision. This is useful because I may be able to see the benefits of change, but I need to ensure others can see them too. This is especially important when working with a more experienced business partner who may prefer familiar methods or feel cautious about changing established processes. Lewin’s (1951) model of change suggests that people often need to be prepared for change before new behaviours become normal practice. This highlights that change is a process rather than one conversation. Therefore, my leadership would improve by slowing down, explaining the purpose clearly and gaining commitment before expecting change to happen.
Motivating others is also important because workplace change can create uncertainty, especially when people feel their usual way of working is being questioned. Herzberg, Mausner, and Snyderman (1959) argue that motivation is linked to achievement, recognition, responsibility and personal growth. This is useful in the property sector because people are unlikely to stay motivated if they only hear what is wrong. In my own leadership, I am good at noticing what needs to improve, but I need to ensure this does not come across as criticism. A more effective approach would be to recognise what is already working before introducing what needs to change, as this may help others feel valued rather than judged. Maslow’s (1954) hierarchy of needs also suggests that motivation can be influenced by security, belonging and esteem, although the model can be criticised for assuming that needs follow a fixed order.
Pink’s (2009) work on autonomy, mastery and purpose also helps assess my ability to motivate others. He argues that people are often more motivated when they have control over their work, opportunities to improve and a meaningful reason for what they are doing. This links to the property business because contractors, staff or business partners may perform better when they understand the purpose behind their responsibilities and have some freedom in how they complete them. However, autonomy should not be applied without structure. If people are given freedom without guidance or clarity, it may lead to mistakes or stress. Vroom’s (1964) expectancy theory supports this because people are more likely to be motivated when they understand how effort leads to performance and valued outcomes.
Delegation is an area where I need to become more consistent. In a small business, it can be tempting to do too much personally, especially when tasks feel urgent or standards matter. However, this can limit the development of others and slow business growth. Covey (2004) distinguishes between basic delegation and stewardship delegation. Stewardship delegation focuses on results rather than methods and involves agreeing desired outcomes, guidelines, resources, accountability and consequences. This is useful because effective delegation is not simply handing over work. It requires clear expectations so the person understands what needs to be achieved and how progress will be reviewed.
In practice, I am more confident delegating when I trust the person’s ability, but I can struggle when I feel the task may not be completed to the expected standard. This can lead to over involvement and reduce the other person’s confidence. Hersey and Blanchard’s Situational Leadership Theory is useful here because it suggests that leadership style should depend on the individual’s competence and commitment (Hersey & Blanchard, 1969). Someone experienced may benefit from a delegating style, while someone less confident may need coaching or direction. Therefore, my development need is not simply to delegate more, but to delegate more appropriately.
The 70:20:10 development model also supports delegation as a leadership development tool. Lombardo and Eichinger (1996) suggest that most development comes from practical workplace experience, supported by learning from others and formal training. In the property sector, people are unlikely to develop confidence only by being told what to do. They need opportunities to handle real tasks, such as client updates, contractor communication or progress monitoring. However, this must be supported by feedback and guidance, otherwise practical experience may become overwhelming rather than developmental. Therefore, delegation should build capability, not just reduce my own workload.
Empowerment is closely linked to delegation, but it goes further because it involves confidence, authority and trust. Conger and Kanungo (1988) argue that empowerment is a motivational process because it strengthens people’s belief in their ability to complete meaningful work. Deci and Ryan’s (2000) self-determination theory adds that motivation is supported by autonomy, competence and relatedness. This suggests that empowerment is not only about giving people freedom, but also about helping them feel capable and supported. In my own practice, empowerment should involve shared responsibility, where both directors feel respected and able to contribute to the direction of the business.
A critical issue is that empowerment can fail if there is not enough trust or accountability. Lencioni (2002) argues that teams become ineffective when they lack trust, avoid conflict, lack commitment, avoid accountability and lose focus on results. This is relevant because workplace change can expose existing tensions, especially when people disagree about the best way forward. If conflict is avoided, decisions may remain unclear, but if conflict becomes personal, trust may be damaged. Overall, my leadership is strongest when I am clear about the outcome and involve others in the process. To improve, I need to communicate change more patiently, recognise contributions more consistently, delegate with clearer structure and empower others with both trust and accountability.



[bookmark: _heading=h.e757yb8btcnw]Conclusion

This assignment has shown that effective leadership within the property sector requires flexibility, self awareness and the ability to adapt to different people and situations. Hersey and Blanchard’s Situational Leadership Theory is useful because it highlights that individuals need different levels of direction and support depending on their competence, confidence and commitment. However, the analysis also shows that leadership is more complex than simply choosing the right style, especially when power, experience, generational difference and communication habits influence workplace relationships. Reflection on my own leadership suggests that I am confident in identifying change and challenging existing processes, but I need to develop greater consistency in how I communicate direction, motivate others, delegate responsibility and empower people. Going forward, a more balanced approach based on emotional intelligence, shared vision, structured delegation and trust would support stronger individual performance and more effective workplace change.
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13.2 PATH-GoAL STYLES QUESTIONNAIRE

Purpose

1. Toidentify your path—goal styles of leadership

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

1. For each of the statements below, circle the number that indicates the frequency with which you engage in the
expressed behavior.

APPLICATION

2. Give yourimmediate impressions. There are no right or wrong answers.

When | am the leade

Never Seldom Sometimes Often Always

1. Igive clear explanations of what is expected of others. 1 2 3 5
2. Ishowinterest in followers’ personal concerns. 1 2 @ 4 5
3. linvite followers to participate in decision making. 1 2 3

4. Ichallenge followers to continuously improve their work i 2 g
performance.

5. lgive followers explicit instructions for how to do their il 2 3

work.

6. Ishow concern for the personal well-being of my followers. 1 2 3

8. lencourage followers to consistently raise their own 1 2 &
standards of performance.

9. lgive clear directions to others for how to proceed on a 1 2 3

project.
10. Ilisten to others and give them encouragement. 1 2. 3
1. lamreceptive to ideas and advice from others. 1 2 @

4
4
7. Isolicit followers’ suggestions before making a decision. 1 2 & @ 5
4
4
4

12. | expectfollowers to excelin all aspects oftheir work. 1 2 3

Scoring

H

72
<L
4,

Sum the responses on items 1, 5, and 9 (directive leadership).
Sum the responses on items 2, 6, and 10 (supportive leadership).
Sum the responses on items 3, 7, and 11 (participative leadership).

Sum the responses on items 4, 8, and 12 (achievement-oriented leadership).
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Total Scores
Directive leadership: L

Supportive Ieadership:_\L
Participative leadership: _,2-—

Achievement-oriented leadership:

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

NOILYDI1ddy

strengthen orimprove.
Ifyour score is 13-15, you are in the high range.
Ifyour score is 6—12, you are in the moderate range.
Ifyour score is 3-5, you are in the low range.
Building Your Leadership Profile

Ifyou have the interactive eBook version of this text, log in to access the Leadership Profile Tool. After completing
this chapter’s questionnaire, you will receive individualized feedback and practical suggestions for further strength-

ening your leadership based on your responses in this questionnaire.





