[image: Description: :::::::Desktop:In progress desktop:TRINITY SAINT DAVID:logo:TSD_logo2010.jpg]
Module Assignment Submission 

	Student Name:
	D.Harrison

	Student Number:
	1604367

	Module Code:
	BMSK6001

	Module Title:
	Emergent leadership skills for the workplace



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 the University. 




Table of Contents
Introduction	2
1.	Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance.	3
1.1 The trait theory and it’s impact on workplace performance	3
2.	Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role.	5
2.1 Democratic leadership	6
2.2 Laissez-faire leadership	7
2.3 Strategic leadership	7
2.4 Bureaucratic leadership	8
3.	Assess your own ability to set direction, motivate, delegate and empower others to bring about a workplace change.	9
3.1	Own ability to set direction	9
3.2	Own ability to motivate	9
3.3 Own ability to delegate	10
3.4	Own ability to empower others	10
References	11
Appendices	14
Appendix 1	14
Appendix 2	15
Appendix 3	17
Appendix 4	21
Bibliography	22


[bookmark: _Toc139823776]Introduction 

This assignment will critically assess how the trait theory compares with other leadership theories. Focussing on the similarities and differences between them and how this impacts leadership development and employee performance in the workplace. Drawing on the work of the great man theory as well as reflecting on the work of Goleman alongside a range of leadership styles from authoritarian to laisse-faire. This assignment will further explore one’s own ability to apply leadership styles in a workplace setting depending on the situation and people involved, drawing on workplace experience as a marketing officer, line managing two junior website editors. The organisational context focus will be the University of Wales Trinity Saint David (UWTSD), complemented with other organisational case studies. 

1. [bookmark: _Toc139661691][bookmark: _Toc139823777]Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance. 

A leader can be defined in many ways, however, one common trait of a leader is someone who has followers as well as the ability to influence those followers. According to Bolden (2004) ‘Leadership is a process of social influence, which maximizes the efforts of others, towards the achievement of a goal.’ 
Leadership is widely perceived as those at the highest seniority of an organisation such as directors, vice chancellors or chief executives, however research (Cohen, 2004) indicates that leadership is not limited to those in these roles. It is something that is visible at any level within an organisation (McCall,1998), for example an experienced marketing officer who isn’t responsible for managing any employees, may be someone who colleagues regularly seek help or guidance from, and becomes a well trusted and useful source as an unofficial leader (Grusky, 1959). Therefore, being a leader is not synonymous with being at the highest levels within an organisation, however there are certain skills and traits that successful leaders possess throughout every industry. 
Leadership is a complex subject, underpinned by many different styles which will be explored further in due course. It is argued that there are advantages and disadvantages to every style, therefore there is not a one size fits all approach or tick list to be an effective and successful leader (Sadler, 2003). To expand, an authoritarian leader is described as assertive and will control their followers, on the other hand a democratic leader, is described as being involved with the people more and actively listening to their opinions before making an executive decision. Both leadership styles are very different, yet neither one is arguably more effective than the other (Simkins, 2005). Goleman (2004) states that emotional intelligence plays a critical role in leadership effectiveness, which is the foundation of an effective leader. However, there are also many other external factors that contribute to the effectiveness of certain leadership styles, it depends on the situation, industry and type of people that the leader is leading. 

[bookmark: _Toc139661692][bookmark: _Toc139823778]1.1 The trait theory and it’s impact on workplace performance

The trait theory (Carlyle, 1895) is one of the many recognised leadership theories that can be implemented to help develop an individual’s workplace performance. It focuses on key traits that allow one to become a successful leader which are grouped as physical, social and mental characteristics, all of which can be built upon. Further developed by Stogdill (1975) this theory argues that by learning and developing these key skills it will enable the person to become an effective leader, but ultimately the individual will need to already possesses some, if not all of these traits. By working on both the strengths and weaknesses of the individual’s traits, in turn, they will succeed in becoming an effective leader. 
Further research indicates that the trait theory identifies certain qualities all successful leaders possess, these include empathy, vision, adaptability and decisiveness. These all play a key role in making effective decision-making, influencing and driving vision. This resonates with the work of Goleman (2017) which suggests traits such as empathy allow a leader to build trusting relationships with others, developing meaningful connections which allows the leader to understand the other person’s needs and what motivates them. The trait theory suggests that certain characteristics (see appendix 1) responsibility, intelligence and persistence, to name a few, along with many others, are traits a leader may already possess but some characteristics are more prevalent than others (Stogdill, 1975). Where weaknesses exist in certain areas of one’s personality, the trait theory endeavours to develop upon these weaknesses and build the foundation to grow the individual into an effective and successful leader. 
However, the trait theory explores the potential that any ambitious or motivated person that wants to pursue a leadership role will ultimately be able to develop the skills to become one, which is not the case. Regardless of the level of one’s leadership skills, they still require the development and knowledge to continue growing as a successful leader. However, the trait theory does open itself up for subjective judgement. For example, some successful leaders, such as Bill Gates, being a more introverted personality (Kahnweiler, 2009) did not possess every single trait that this theory identifies, especially, meaning that there are other factors to consider when it comes to successful and sustainable leadership. In comparison to the trait theory, the great man theory (Carlyle, 1840) suggests that all successful leaders are born with the traits and skills to become a leader. They either have it or they simply do not have the traits to become one. This traditional outlook on leadership, which looks at how ‘natural’ leadership qualities evolve, contradicts that of the trait theory. With the assumption that great leaders are born and cannot learn to become a great leader unless they are lucky enough to be naturally gifted. The great man theory explores the notion that these leaders are all heroes and those in power deserve to be.  
However, with the consideration of workplace performance, if an individual is looking to develop their leadership skills but their manager is aligned to the great man theory, they may believe that the employee has not naturally been gifted with leadership traits, therefore not believe they should be deserving of the title. In addition, this theory fails to recognise any scientific research to explain these traits, it doesn’t highlight the facts in relation to how this would help grow or develop someone in their workplace performance, it only suggests that leaders are born with the ability and that’s final, regardless of the personal development one might pursue. In addition, this theory leans towards the typical extroverted personality, to expand, the emphasis on the leader being powerful, strong and bold (Organ, 1996) suggests a more extroverted personality. Research suggests that both introverts and extroverts are able to become great leaders (Farrell, 2017), therefore the Trait theory shows more effectiveness on workplace development compared to the Great Man theory. 
Furthermore, there are numerous factors that contribute to becoming a leader, and possessing the natural qualities and traits alone are only one element of becoming a successful leader. Research suggests that social and economic factors all affect leadership (Kempster & Stewart, 2010) as well as the ability to influence employee performance. It is important to consider certain qualities as well as nuances of leadership across different cultures. Transformational leadership (Burns, 2004) takes a wider look at leadership across the range of different factors, considering them as separate to traits, unlike the trait theory. Paying attention to their employee’s needs, listening to what they’re saying, and doing so to implement change for the organisation as well as the individuals. Encouraging individuals to develop and upskill, whilst learning what motivates them plays a big role in an individual’s workplace performance (Okechukwu, 2017). All these factors build confidence in employees which directly impacts their ability to excel at work. 
The trait theory has its purpose in leadership development but also notable flaws, to expand there is no specific method to measure the effectiveness of this theory. However, by highlighting all the different traits that makes a leader, it offers a range of qualities that touches on the complexity of leadership. Similarly, Lewin’s leadership theory (Lewin et al., 1939) suggests the behavioural characteristics of leaders and indicates that every leader has one of three personalities. These are the democratic personality whereby the leader and the group decide on outcomes together. Autocratic, where the leader makes all the decisions and Laissez-faire, where the group make decisions without the leader. This suggests that there is a broad spectrum of leadership styles, but more likely than not a person’s leadership style will fall into one of those categories. However, in certain environments a leader may not have the opportunity to make a decision and action must be taken. For example, a surgeon who is operating in a life or death situation will not be laissez- faire in any way, a decision will need to be made quickly and without the input of others. In this situation there is a demand for an autocratic leadership style to be applied, regardless if the surgeon has a personality that is more likely to be democratic.  
Furthermore, Goleman (2017) shared his perspective on leadership styles which indicate a more progressive perspective, which might be considered more relatable to the 21st century given the reference to coaching and coercive. These leadership styles offer a different perspective whilst being underpinned by emotional intelligence. Goleman emphasises that the leadership style adopted should be considered strategically, depending on the situation, the leaders personality or behaviour. Arguably, this is a perspective that other leadership styles overlook. For example being self-aware allows a leader to be more empathetic and control their behaviour when dealing with a member of the team who is stressed and anxious about work. The ability to be compassionate and understanding allows the leader to take control of the situation by supporting the colleague in the correct manner and considering their wellbeing (Nielsen et al., 2009). How people are managed and led is transforming as a result of developing technologies and innovation, therefore focusing on employees well-being and mental health shows the commitment of the organisation, making it a better working environment which will result in better workplace performance.
To conclude, the trait theory has its purpose in identifying the characteristics a good leader will possess. It helps those aspiring to progress their career in leadership as well as those currently in senior roles, to understand what makes them an effective leader. It is evident that the great man theory is regressive in nature, without the consideration of gender, culture and innovation. If a leader understands the style of leadership most suited to them, they will thrive as it enables them to drive their team’s performance more effectively. Furthermore, as identified by Goleman, emotional intelligence plays a key role in being a successful leader. 
2. [bookmark: _Toc139661693][bookmark: _Toc139823779]Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role. 

It is important to identify one’s own leadership style as it allows the individual to better understand themselves in giving direction to their team and sharing their vision, it also impacts the way decisions are made and the strategies that are to be implemented by that leader to influence the team and therefore the organisation (Thatch, 2002). According to Northouse (1999), undertaking leadership questionnaire’s (appendix 2), (appendix 3) and (appendix 4) are an useful tool to analyse and evaluate helps determine the leadership style of an individual. In utilising these tools certain factors were highlighted, where some were expected, other factors came as a surprise. This highlights the importance of analysing in such a way as it contributes to the understanding one possesses of their own leadership style. It also allows the individual to reflect on their own behaviour and skills, in turn helping to identify strengths and weaknesses, which enables the leader to understand in which areas they thrive but also how they can move forward and address weaknesses identified.  
[bookmark: _Toc139661694][bookmark: _Toc139823780]2.1 Democratic leadership

Lewin (1994) defines democratic leadership as those leaders ‘that offer guidance to group members, but also participate in the group and allow input from other group members.’ A democratic leadership style is one that aligns with personal workplace experience and was corroborated through the evaluation and analysis tools offered by the questionnaires (appendix 2) (appendix 3). It became evident that certain characteristics such as listening to others opinions before making an ultimate decision, allowing others to speak their mind and allowing an open discussion with the team are all practiced daily whilst managing a team of two. To expand, as a marketing officer managing two junior website editors working on a large project to build new pages for the website requires planning and governance. In the process of migrating content, regular open discussions are had with regards to the team view in relation to how best to undertake tasks and ultimately address the objectives required as part of the project. The final decision in terms of how to proceed was made taking into consideration the proposals of the two employees. 
Research (Khan et al., 2015) suggests that the advantages of a democratic style leadership are linked with innovation, effective problem solving and allowing creativity to thrive. From observation within the workplace, working together as a group has allowed the team to develop and become more confident over time (Nawaz et al., 2016), as a direct result of the way the team have been managed. Furthermore, this has led to creative ideas which may not have necessarily transpired if a more authoritative leadership style was apparent. Empirical evidence (Mamimpin, 2022) highlighted that as an organisation Google (Google, 2023) embrace their democratic style to drive innovation and creativity throughout the organisation. This suggests that a democratic leadership style is linked with higher productivity and an increase in group morale, this is directly linked with the greater degree of participation that is encouraged within the team, which allows team members the freedom to be more creative. It could also be argued that a democratic style leadership is intertwined with a leader who puts employee wellbeing and welfare at the forefront of their values. The better an organisation cares for their employees, the higher work satisfaction rates are which ultimately promotes the organisation’s success. 
However, there are certain situations and environments in which using a democratic leadership approach can be problematic and have the opposite effect on success. For example, it would not be appropriate for a time-bound and complicated task involving external partners such as a website audit recently undertaken. A delay to completion would have an overall detrimental effect on the whole project, affecting all stakeholders involved. The democratic leadership style focuses less on structure and allows more time for collaboration. In this example the requirement was to utilise a more autocratic style reducing the time for procrastination and focussing more on productivity. 
In contrast to Google, Amazon being one of leaders in their industry, utilises a much different approach to leadership (Solanki, 2019) and infamously adopts a more autocratic style of leadership (Zohir, 2020). Although this has attracted negative press and attention for the organisation, it has undoubtedly led to the organisation’s successful workplace performance, ‘As of 2022, Amazon makes over $1.29 Billion each day in revenue’  (Helium, 2023). 
To conclude, from personal experience the democratic style leadership is prevalent and has it’s advantages in team performance, by building trust and allowing team members to grow. It has driven innovation within the team in a short space of time. However, it is also important to understand that being democratic in every situation leads to performance issues which can have a negative impact on the team and organisation.
[bookmark: _Toc139661695][bookmark: _Toc139823781]2.2 Laissez-faire leadership 

A further leadership style identified during the analysis (appendix 1) (appendix 2)  was Laissez-Faire, which was the style most likely to complement a democratic style, as explored by Puni et al., (2014), who indicates that there is close relationship between Laissez-faire and democratic leaderships styles. Personal experience has shown that there are certain limitations to applying this leadership style to a new junior team. As expected a junior team is less likely to possess the level of skill and experience required to allow the leader to feel as though they are ready to work inhibited by any guidance or management. This poses risks and could lead to underperformance or failure to align with the strategic goals. With this being said, there are certain circumstances where a Laissez-faire approach has led to KPI’s being hit and goals being completed. For example, after extensive training for the new website content management platform, the team were able to successfully implement phase one of the content migration with little input. 
According to Yang (2015) a laissez-faire approach is more common when a leader is supported by a well-skilled and capable senior team of either officers or senior colleagues. They are able to perform with little input from the leader, in turn, has more authority as well as accountability for their work. Further research indicates (Greenfield, 1983) that the more senior you become, the more likely laissez-faire style to become more prominent. 
To conclude, a laissez-faire approach has it’s benefits to workplace development. It also aligns with a democratic style of leadership. However, it is a style that should be adopted in certain situations and circumstances and not used commonly. Factors such as the level of skills, accountability and responsibility a team has needs to be considered. This leadership style is easier to adopt with the support of a well-experienced, highly skilled and responsible team.
[bookmark: _Toc139661696][bookmark: _Toc139823782]2.3 Strategic leadership

Strategic leadership should be evident in certain situations and is most appropriate to situations where plans for growth are coupled with strategy in their approach to managing their team. The questionnaire (appendix 3) revealed that ‘process emphasis’ was rated as the highest on conceptualisation leadership in the personal evaluation, which correlates with strategic leadership, due to decision making process in this leadership style. To expand the strategic process of setting goals and objectives, as well as inventiveness, perception and organising. Furthermore, qualities such as competitiveness are obvious in particular working environments, as well as effective communication with the team, which are qualities that have been feedback from colleagues and line manager. These qualities are some of the key traits of the strategic leadership style. Effective communication skills, in particular is vital when supporting colleagues with different personalities, which prove to be beneficial to  support a range of employees at once (Bennis & Nanus, 1974). By encouraging planning and visualisation for employees, this drives motivation (Munna, 2021). Strategic leadership can help a team, who may differ in types of personalities, to come together and focus on the strategy outlined. 
However, there are limitations for those who may be at a lower scale of the management hierarchy in an organisation. For example, an employee at the lower management level will have little opportunity to influence strategy development. This is traditionally done by senior managers and directors because they are more likely to make strategic decisions. To expand, working in the marketing team, there have examples of occasions where ideas with regards to strategy content have been put forward to the management team, but ultimately the overall decision on content and the overall vision will come from the director. This has especially been the case with regards to the content creation element of the website project. Where we have had little influence on the overall vision which has been decided upon by the director. Research highlights (Tampoe, 1993) that strategic leadership is one of the more effective ways of managing people, using it to help identify the key drivers that motivate colleagues within the team. Similarly, transformational leadership (Burns, 2004) also supports staff motivation and morale by giving the employees job satisfaction in their respective roles. 
To conclude, the strategic leadership style is apparent to a lesser degree compared to the other styles mentioned. Strategic leadership has its advantages in helping provide people vision, direction and clear leadership which aligns to the strategic aims and objectives of the organisation. In addition, it also allows the leader to communicate the how and why to the team in a way that every person is able to understand irrespective of the personality style. However with the nature of strategies and visions in organisations, unless a person is at the highest level of seniority level, it may pose certain barriers and restrictions to developing a whole strategy and driving it forward without the leader’s input. 

[bookmark: _Toc139661697][bookmark: _Toc139823783]2.4 Bureaucratic leadership 

Bureaucratic leadership is less evident compared with other leadership styles, however it does apply in certain circumstances (Khan et al., 2015). A level of bureaucracy is expected within any organisation and is probably more evident in public sector organisations such as the UWTSD. For example, a core part of the marketing team’s role is to review any programme changes on the website. Whilst doing so, every change of a programme must be cross referenced by the Definitive Programme Documents, which must be validated and approved by board members. This in turn results in a bureaucratic system that must be managed in the same style in order to be compliant from a consumer market authority (CMA) perspective. This is vital for the marketing team to avoid any repercussions if done incorrectly. 
However, this type of leadership has its disadvantages. Whilst having a certain process in place and being able to follow this to achieve business outcomes makes sense, it is safe. For organisations to thrive and remain relevant within the wider market, they must adopt more innovative practices and achieve growth by exploring more visionary and transformational leadership styles. 
To conclude, each leadership questionnaire suggested similar characteristics under each of the categories. Considering the industry worked in and personality type it was unsurprising that democratic was suggested, along with some instances of laissez-faire. However, understanding when and how to apply these is important and something that will be built on with time and further management experience. 

3. [bookmark: _Toc139661698][bookmark: _Toc139823784]Assess your own ability to set direction, motivate, delegate and empower others to bring about a workplace change.  

3.1 [bookmark: _Toc139661699][bookmark: _Toc139823785]Own ability to set direction 

As a leader providing clear direction to the team is key to supporting people to work effectively towards organisational goals and strategies. Klimoski et al., (2014) highlights that every great leader has the ability to set direction and communicates this in an effective way to their followers. Direction helps everyone to work in conjunction towards a goal, which is achieved through good communication with their team, which in turn makes it easier to implement organisational change (Collins, 2005). It is also important to highlight that direction is not one signal action, but a collective set of activities. Empirical research (Gawley, 2021) suggests that a ‘great leader allows people to choose their own path when getting a task completed’. 
 The questionnaire (appendix 3) highlighted personal strengths in leadership. Scoring in the ‘high’ category in both ‘implementer’ and ‘innovator’ which indicates potential in driving people to follow direction. Another factor which ranked high was ‘encourager’, which evidences the ability to encourage those to take part and follow the direction. Giving direction allows for autonomy and it must be understood that people learn in different ways, therefore it is important when giving the direction, to consider that what works for the leader may not work for the team. 
To expand, it is important to consider that when giving direction to a team, it may be necessary to take into account the differing needs of neurodivergent employees compared with neurotypical employees. For example, both website editors have completely different personalities and one is diagnosed with autism. Being aware of this and showing understanding in terms of the way that direction is given is important (Hagner & Cooney, 2005). Leaders who establish direction are able to empower individuals and give their employees confidence in their job role, this allows them to thrive, be creative and satisfied with their working environment .
3.2 [bookmark: _Toc139661700][bookmark: _Toc139823786]Own ability to motivate 

According to Herzberg (2017), there are key factors that affect employees motivation in the workplace, some factors will help drive job satisfaction, whilst others lead to dissatisfaction in the workplace. A good leader will recognise and take advantage of what drives their employees to work hard, whilst valuing their job. A good leader will also seek to understand what factors contribute to potentially damaging a team’s morale and productivity. To help leaders understand their individual team members, Maslow (1974) identified the needs of humans and what drives them at certain levels, including the opportunity to reach full potential through self-actualisation. This is critical when trying to adopt change in the workplace (Deschamps et al., 2016). 
In order to influence and guide employees whilst going through organisational change, it’s important to motivate them, which allows for a successful transition and the ability to adapt to any changes that may occur along the way. For example, the marketing team have recently undertaken a drastic restructure including a change of management and leader. With this change, a new marketing strategy has been developed which influences the way in which the marketing team operate. It was crucial for the director to gain buy in from such a new team as well as build trust to demonstrate the changes to be implemented were for the better. 
Managing a small team of website editors and working on a large scale project which will inevitably result in change presents challenges. Regular communication and building relationships with the team, has allowed for a successful working partnership between the team and wider stakeholders allowing effective collaboration on the project. Building this working relationship, trust and being empathetic with the team has proven invaluable. It has also allowed the team to be honest when faced with challenges, personally or professionally, allowing the conversation to be transparent in this way has enabled the team to grow and develop, whilst successfully delivering the project.
[bookmark: _Toc139661701][bookmark: _Toc139823787]3.3 Own ability to delegate

There are several advantages to delegating work to colleagues, it allows the leader to have more time to be strategic and also allows for balance between personal work load and staff work load. By delegating effectively it builds trust within the team and develops a working culture that enables the team to have responsibility. If the leader did all the work themselves, it would be difficult to implement any minor or major change. However, how delegation is managed plays a big role in how it influences the team and colleagues. For delegation to be effective and well received, it is important for the leader to be clear in their direction. 
Over the past 9 months, managing two website editors has been a new experience and a challenge from a personal perspective was finding the balance in delegating to the team. As a marketing officer, the day to day role includes completing tasks delegated down the line by the marketing manager. Achieving this balance has been key and allows for reduced personal pressure but also promotes a sense of responsibility and ownership for the team members ensuring that they remain motivated. Time management and delegation work hand in hand and finding the balance will no doubt develop with experience, however it is also key that the team are equipped with right skills. 
As important delegation is to an organisation, although identified as a vital skill to enhance time management, empirical evidence Dearden et al.,(2000) conducted a survey that revealed that from 332 organisations, only 28% invested in training for delegation skills for the staff. This highlights a reoccurring issue that people think that by doing the work themselves they will get it done at a better standard (Steffel & Williams, 2018). A leader must adapt their behaviour in order to be more active in delegating. 
3.4 [bookmark: _Toc139661702][bookmark: _Toc139823788]Own ability to empower others

Empowerment can be defined as becoming more purposeful, therefore empowering others is to give them this power (Hassan et al., 2013). Organisational change can be problematic and difficult for colleagues, with doubt and uncertainty lurking. However, as a leader, by empowering those around you it will lead to great organisational changes, as well as allow a more seamless change (Antony et al., 2007). One notable example of change would be the decision to manage two website editors as experience, to help develop leadership and management skills. A change that had two elements of uncertainty. One being two website editors having a manager that has little to no experience in corporate management. The other element being the remainder of the marketing team on the same scale, who did not receive the opportunity. However by creating an environment for leading and growth with new team members and new projects, it is an opportunity to work together with a shared sense of purpose. This sense of shared purpose allows the team to build relationships and a strong working culture, with new beliefs that lead to the desired outcomes. 
Empowerment can be perceived as a threat when considered in the context of some other leadership styles such as authoritarian. To expand, according to Burke (1986) empowerment in leadership is courageous, because giving someone power is perceived as putting the leader in a vulnerable position. This is reflective of the type of person that the leader is, whereby if power is their only driver and motivator then this could lead to issues within the organisation, such as micromanaging. Further research suggested by Burke (1986), that ‘one’s effectiveness in empowering others depends on whether one is a manager or a leader’. A statement that recognises that although every great leader will need to manage in certain situations, and that they possess an understanding of when they need to lead and not manage, this is the key difference in driving a vision by empowering their employee. 
To conclude, empowerment is a key factor in influencing organisational change and getting buy-in across the team to help drive the vision and strategy forward. However, empowerment can also be seen as a threat depending on the type of leader in power. Giving those below the leader an element of power can be perceived as a threat. However, by empowering employees it has led to great collaborative work on projects within the marketing team, which highlights the importance of empowering others. 
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1.2 CONCEPTUALIZING LEADERSHIP QUESTIONNAIRE

Purpose
1. Toldentify howyou view leadership

2. Toexplore your perceptions of different aspects of leadership

Directions

1. Consider for a moment your own impressions of the word leadership. Based on your experiences with leaders
Inyour lifetime, what Is leadership?

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

leadership.
Strongly Strongly
Statement Neutral Agree agree
1. When I think of leadership, | think of a person with 1 2 3 a 5

special personality trats.

2. Much like playing the piano or tennis, leadership is a 1 2 e 4 5
learned ability.

3. Leadership requires knowledge and know-how. 1 2 3 a 5

4. Leadershipis aboutwhat people do ratherthan who 1 e 3 4 5
theyare.

5. Followers can influence the leadership process as 1 e 3 4 5

much as leaders.

6. Leadershipis aboutthe process of influencing others. 1 2 3 a 5
7. Some people are bom to be leaders. 1 2 3 a 5
8. Some people have the natural ability to be leaders. 1 2 3 a 5
9. The keyto successful leadership is having the right 1 2 3 4 5
skills.
10. Leadershipis bestdescribed by what leaders do. 1 2 e 4 5
1. Leaders and followers share in the leadership 1 2 3 4 5
process.
12. Leadershipis a series of actions directed toward 1 2 3 a 5
positive ends.
13. Apersonneedsto have certaintraits to be an 1 2 3 a 5

effective leader.
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1.2 CONCEPTUALIZING LEADERSHIP QUESTIONNAIRE

(continued)
Strongly Strongly

Statement disagree al Agree  agree

4. Everyone has the capacity to be aleader. 1 e 3 4 5

15, Effective leaders are competent in their roles. 1 2 3 4 5

6. The essence of leadership is performing tasks and 1 e 3 4 5
dealing with people.

7. Leadershipis aboutthe common purposes of leaders 1 2 3 4 5
andfollowers.

18, Leadership does notrely on the leader alone butis 1 2 3 a 5
aprocess involving the leader, followers, and the.
situation.

19, People become greatleaders because of their traits. 1 2 3 4 5

20. People can develop the ability to lead. 1 2 3 a 5

21, Effective leaders have competence and knowledge. 1 2 3 a 5

22. Leadership s about how leaders work with people to 1 e 3 4 5
accomplish goals.

23, Effective leadership is best explained by the leader— 1 2 3 4 5
follower relationship.

24. Leadersinfluence and are influenced by followers. 1 2 e 4 5

Scoring

1. Sumscores onltems1,7,13,and 19 (tralt emphasls)
Sumscores ontems 2,8, 14,and 20 (abilty emphasis] |~
Sum scores on items 3, 9, 15, and 21 (skill emphasis)

Sum scores on items 4, 10,16, and 22 (behavior emph@

Sum scores on items 5, 11, 7, and 23 (relationship emphasis)

o o A w N

Sumscores on tems 6,12, 18, and 24 (process emphasis) [~




image5.png
Chapter1 Understanding Leadership by

1.2 CONCEPTUALIZING LEADERSHIP QUESTIONNAIRE
(continued)

Total Scores

1. Tratemphasis:__14___

2. Abilty emphasis:___13

3. Skillemphasis: _13,
4. Behavior emphasis: 9
5. Relationship emphasis: __10

6. Processemphasis: __15

Scoring Interpretation

The scores you recelved 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 refationship
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 influ
ence how you practice leadership.

Building Your Leadership Profile

If you have the Interactive eBook version of this text, log In to access the Leadership Profile Tool. After completing
this chapter's questionnaire, you will receive Individualized feedback and practical suggestions for further strength
ening your leadership based on your responses in this questionnaire.
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3.2 LEADERSHIP STRENGTHS QUESTIONNAIRE

Purpose

1. Todevelop an understanding of your leadership strengths
2. Torankyour strengths in selected areas of performance
Directions

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

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

Very
Much Very
Unlike Unlike Like Much Like
Statements Me Me Neutral Me
1. laman energetic participant when working with 1 2 3 4 5
others.
2. Brainstorming is one of my strengths. 1 2 3 4 5
3. lamgood atencouraging coworkers when they feel 1 2 3 4 5

frustrated about their work.

4. 1wantto know “why” we are doing what we are 1 2 3 4 5
doing.

5. llook for common ground in opposing opinions of 1 2 3 4 5
others.

6. lenjoy implementing the details of projects. 1 2 (-] 4 5

7. lliketo explore creative approaches to problems. 1 2 3 4 5

8. 1go outof myway to help others feel good about 1 2 3 4 5]
their accomplishments.

9. Examining complex problems or issues is one of my 1 2 3 4 5
strengths.

10. lama mediator in conflict situations. 1 2 3 4 5

1. Istick with the task until the work is completed. 1 2 3 4 5

12. Icaninitiate change, if it is needed, when working 1 2 3 4 5]
with others.

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

14.  |like to consider various options for doing things. 1 2 3 4 5
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3.2 LEADERSHIP STRENGTHS QUESTIONNAIRE

(continued)
Very
Much Very
Unlike Unlike Like Much Like

Statements Me Me Neutral

15. lam effective communicating with people who are 1 2 3 4 5
inflexible.

16. Itryto follow through with ideas so that the work gets 1 2 e 4 5
done.

17. lenjoy creating a vision for a work-related project. 1 2 3 4 5

18. lamthe “glue” that helps hold the group together. 1 2 3 4 5

19.  llike exploring the details of a problem before trying 1 2 3 4 5
tosolveit.

20. Icandraw the best out of people with diverse opinions. 1 2 e 4 5

21, llike making to-dolists so that the work gets completed. 1 2 3 4 5

22. Ican “think outside of the box.” 1 2 B 4 5

23. Encouraging others comes easily for me. 1 2 3 4 5

24. |like thinking things through before engaging in 1 2 (-] 4 5
‘work projects.

25. lamgood at finding common ground when a conflict 1 2 3 4 5
is present.

26. lenjoy scheduling and coordinating activities so the 1 2 B 4 5
work is completed.

27. lamgood at developing new ideas for others to 1 2 3 4 5
consider.

28. lamgood at encouraging others to participate on 1 2 3 4 5
projects.

29. llike to explore problems from many different 1 2 3 4 5
perspectives.

30. lam effective at helping coworkers reach consensus. 1 2 e 4 5
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(continued)

Scoring

1. Sumthe responses on items 1, 6, 11, 16, 21, and 26 (implementer score).

2. Sum the responses on items 2, 7,12, 17, 22, and 27 (innovator score).

3. Sum the responses on items 3, 8,13, 18, 23, and 28 (encourager score).
4. Sum the responses on items 4, 9, 14,19, 24, and 29 (analytic score).

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

Total Scores:
_ 21 23 23 22 22

Implementer Innovator Encourager 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
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 610, you are in the very low range.

Building Your Leadership Profile

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

Purpose
1. Toidentify your style of leadership

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

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

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

Strongly Strongly
Statements disagree agree Neutral  Agree agree
1. Employees need to be supervised closely, or they 1 ["] 3 4 5
are not likely to do their work.
2. Employees wantto be a part of the decision-making 1 2 e 4 5
process.
3. Incomplex situations, leaders should let followers 1 [ "] 3 4 5

work problems out on their own.

4. ltis fairto say that most employees in the general 0 2 3 4 5
population are lazy.

5. Providing guidance without pressure s the key to 1 2 3 4 5
being a good leader.

6. Leadership requires staying out of the way of 1 2 e 4 5
followers as they do their work.

7. Asarule, employees must be given rewards or 1 ("] 3 4 5
punishments in order to motivate them to achieve
organizational objectives.

8. Most workers prefer supportive communication from 1 2 e 4 5
theirleaders.
9. Asarule, leaders should allow followers to appraise 1 2 e 4 5
their own work.
10. Most employees feel insecure about their work and 1 )] 3 4 5
need direction.
M. Leaders needto help followers accept responsibility 1 2 3 4 5
for completing their work.
12. Leaders should give followers complete freedom to 1 2 e 4 5]
solve problems on their own.
13. Theleaderis the chiefjudge of the achievements of 1 [ ] 3 4 5
the members of the group.
14. Itisthe leader’s job to help followers find their 1 []] 3 4 5]

“passion.”
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4.2 LEADERSHIP STYLES QUESTIONNAIRE

(continued)
Strongly Strongly
Statements disagree  Disagree Neutral  Agree agree
15.  In most situations, workers prefer little input from the 1 (] 3 4 5
leader.
16. Effective leaders give orders and clarify procedures. 1 e B 4 5
17.  People are basically competent and if given a task 1 (] 3 4 5
willdo a good job.
18. Ingeneral, itis best to leave followers alone. 1 ("] e 4 5

Scoring

1. Sumthe responses on items 1,4,7,10, 13, and 16 (authoritarian leadership). ~ Eleven

2. Sumtheresponses onitems 2,5, 8, 11,14, and 17 (democratic leadership). Eighteen
Fifteen

3. Sumtheresponses onitems 3,6, 9,12, 15, and 18 (laissez-faire leadership).

Total Scores

Authoritarian Leadership__Eleven
Democratic Leadership ___Eighteen

Laissez-Faire Leadership Fifteen

Scoring Interpretation

This questionnaire is designed to measure three common styles of leadership: authoritarian, democratic, and
laissez-faire. By comparing your scores, you can determine which styles are most dominant and least dominant in
'your own style of leadership.

If your score is 26-30, you are in the very high range.
If your score is 21-25, you are in the high range.

If your score is 16—20, you are in the moderate range.
If your score is 11-15, you are in the low range.

If your score is 610, you are in the very low range.

Building Your Leadership Profile

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