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Management synopsis 

The author of this report is a female healthcare professional who provides specialist care to a diverse range of patients within a variety of clinical settings. The author aims to use the knowledge gained from her university course, to aid her transformation from a healthcare worker to a manager within the retail sector. 

introduction

Within this report the author covers the key responsibilities of the leadership role within the context of recognised leadership styles, during this section of the analysis, the author critically evaluates her own ability to lead a variety of individuals during different situations whilst adapting her leadership styles. The second section of this report covers a critical assessment of a published model and its ability to impact individual’s workplace performance, to aid this analysis the author reflects on a past workplace experience and to aid the criticality the author offers numerous comparisons and contrasts to other published theories and models. The final section of the report focuses on leadership during change, the authors own abilities are questioned here and her ability direct, motivate, delegate and empower others. Throughout this report the author offers examples, a case study, recommendations and both primary and secondary research, referenced accordingly. 
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Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role. 
(Northouse, 2019) defines leadership as “a process whereby an individual influences a group of individuals to achieve a common goal”, it is the authors belief that this definition captures the role of a leader but leads to an assumption that leadership is a process and not a person, this assumption comes from the key words used within the definition, process, influences and group. The definition by (Northouse, 2019) is current, the author is a credible source with authority, the definition is deemed as applicable across many forms of organisations by (McLaughlin et al, 2020) however the author believes that to define leadership, one must consider the topic from a humanistic view and consider the acts of the leader and those who follow. (Copeland, 1942) cited in (Murari, 2015) offers a dated but relevant discussion on leadership, he believed that leadership be an act of authority to gain desired responses, the author sees this description as outdated and aggressive however (Stogdill, 1958) cited in (Murari, 2015) also believed leadership to be a method of influencing the behaviour of a group in order to achieve a goal, (Tripiana, 2015) agrees with this notion, she outlines the role of a leader to be the leader leading others on a desired path towards an agreed goal through encouragement and motivation, the author agrees with both (Murari, 2015) and (Tripana, 2015), however she believes both authors ignore the need for a variety of leadership styles, they seem to conclude with an ideology that leadership has a ‘one approach fits all situations’, the author strongly disagrees with this thesis. The author concludes that leadership should be viewed as a group of individuals following a selected leader on a mutually agreed path with an aim of achieving the desired goal, however the author acknowledges the need for a variation in leadership approaches or styles, she believes that the leader would need to be able to adapt to certain leadership styles to gain the best outcomes, the leadership process needs to suit the leadership style and followers in order to gain the desired goals. 
Leadership styles are described by (Lewin, 2020) as a leader’s comfort zone, the way in which the leader feels most comfortable leading others and the way in which the leaders believe to be most beneficial to the process and vision. The description by (Lewin, 2020) suggests that a leader has an ability to assess style vs situation and select a style most fitting, however (Vries, 2001) cited in (Kippenberger, 2002) offer a dated yet relevant discussion on topic, both authors have listed credentials which the author deems sufficient to deem them as having authority. (Vires, 2001) in (Kippenberger, 2002) relates leadership styles to a leader’s traits, values and attitudes, thus giving the assertion that a leader can adopt certain styles to suit their role, but it is their basic human characteristics that make a certain leadership style more effective for their use, For example, the author believes that a leader who is furiously independent and not so trusting in nature would naturally suit an exploitative leadership style (Likert, 1967) cited in (Kahya and Pabuccu, 2015). The author sees truth in both descriptions but notices the lack of acknowledgement towards the followers and what style they’d best follow. Leadership styles can have a huge impact on the financial success or losses to an organisation thus proving the need for proper investigation into the correct style to each situation. (Miloloza, 2018) completed an analysis on the financial impact of leadership styles, he measured the financial impact before, during and after the implementation of leadership styles and discovered that following the implementation of the most suitable style to the organisation, that the enterprise was more financially successful with the correct leader and leadership style in place, these findings back up the assertion of the author on how important leadership styles are. The findings from (Milozolza, 2018) are backed up by (Garrad and Chamorro-Premuzic, 2016) cited in (Busse and Regenberg, 2019). The author believes that by obtaining a good understanding on styles and how and when to adapt them, the individual can make fast impacts on their organisation. To conclude, leadership styles are methods used to provide direction and motivation when on a process of leadership working towards a goal. Leadership styles can come in many different methods, the author believes that certain methods would be most beneficial to all involved when the leader is able to adapt to the style most suiting to the environment, situation and the followers. 
The author completed a leadership styles questionnaire (please see appendix one). This questionnaire was completed to offer the author an insight into her leadership styles. The results show that the author is most suited to an Authoritarian leadership style. (Milolza, 2018) discusses the authoritarian style of leadership as one of the most successful methods. (Belyh, 2020) offers a recent and relevant description of the traits associated with a leader who is suited to this method, she states that the traits of this leader would be: “confident, action orientated, competitive, skilled and empowering”, this is backed up (Zheng et al, 2020). The author does acknowledge these traits as personal qualities she possesses. Likert cited in (Belyh, 2020) describes the authoritarian style as one where decisions are being made by the leader and there is no trust, motivation is done through fear and interactions are minimal, he relates this style to taking control and being best suited when followers require almost complete guidance towards the objective, this most likely due to the level of responsibility held by the leader during this process. (McGregor, 1967) also offered an analysis on the leadership style and subordinate traits, the author sees limitations to McGregor’s work, noting his analysis on followers’ attitudes be based on assumptions and his findings on performance has not been revisited, however his work and name remains relevant, and his credentials are satisfactory. McGregor acknowledges the followers of an authoritarian leader to be individuals who avoid responsibility or individuals within a scenario where their lake of experience disables them having responsibility, this analysis can be related to the authors workplace experience of having to use an authoritarian leadership style: The author is a leader for new employees within her organisation, the new employees require direct supervision and guidance due to their lack of experience, this lack of experience and relevant knowledge would also justify the leader not seeking any or much input from the followers and also taking full responsibility for the process of achieving the objectives, in this situation the author would be leading with the end goal of having competent and confident employees who can enter acute inpatient wards for violent patients. Her role is to guide and develop the employees and make decisions on which units are suitable for which new starter. The author believes that in this situation, leading the curious, inexperienced and probably fearful new employees into a very dangerous setting and role, the leader must take charge and make all decisions for the sake of best interest thus making the Authoritarian leadership style essential here. Continuing with the above situation, consider a Laissez-Faire leadership style being implemented, imagine the author allowing and trusting input from new employees, an inexperienced and newly developed employee, “you would like to experience forensics, where we care for the most dangerous and criminally insane patients and you were only signed off yesterday but you feel ready for this?”,” sure I trust in you”, it would be reckless, dangerous and ineffective for stakeholders, the new employee and the organisation, not only did the author score a lot lower for a Laissez-faire leadership style but adopting this style within her current role would not make her a poor leader, it doesn’t suit the situation or the followers best interests. To conclude, reflecting on the above case study from the authors workplace experience, to meet the needs of the organisation and keep employee safety and productivity high, the author must implement an authoritarian style of leadership, this style suits her role, the needs of the organisation and the new employees, other styles would not be as effective. Whilst the author was implementing this style of leadership she behaved professionally, with firm boundaries and a smile on her face, she made her style known and justified it to all involved, this experience tells the author that she is a competent leader who can risk assess a situation and implement a leadership style accordingly, she is fair, she is safe, and she did fulfil her leadership role. Remembering the authors assertion above, certain styles being required and suited to certain situations and followers, this analysis proves the authors assertion to be correct, this is also backed up by (Northouse, 2018). A second case study also give4s insight into the authors thesis of how the correct style can lead to great things: Steve Jobs, world renowned business man who created a global technological epidemic, he too adapted the authoritarian leadership and it worked for him, he would tell his followers ‘you get it done or there are many other people looking for your job’ (Isaacson, 2011), thus motivating his followers through fear, he had full control over his product and offered little trust, all of these back up the authors statement of him implementing the authoritarian style of leadership (Belyh, 2020). This leadership style worked for the author, it worked for Steve Jobs and both of their followers and organisations, maybe this is due to the employee’s desire to work for such a powerful organisation, or an organisation centred within a setting which fuelled adrenaline overrode the follower’s body’s natural fear response, maybe it’s due to this style suiting the desired goal and the traits of the followers.
The second leadership style highlighted in the results from the author leadership questionnaire (appendix one), showed the author be suited to a democratic leadership style, these results suggest that one individual can suite multiple conflicting leadership styles, this is backed up by (Derue et al, 2011) whose study implies that conflicting traits, behaviours and attitudes of one individual can aid the use of conflicting leadership styles, thus making the leader more beneficial to the organisation. The author believes the democratic style of leadership to be the most popular amongst organisations, suits scenarios where the followers hold some knowledge and experience thus enabling the leader to seek opinions from followers and offer them trust during the leadership process. The traits of a democratic leader are discussed by (Chukwusa, 2019), he believes the key traits of this style leader be participation and collaboration, empowerment, trust and encouraging, this author continues to outline the main skills held by such a leader to be: intelligence, creativity and fairness. The author assumes that this style of leader is more respected, this respect not being based on fear or authority but more on inspiration and trust, the author believes another posative to this style be involvement and creativity, bringing more minds together can aid decision making process, give a sense of belonging and lift morale. The author assumes this style of leadership to have limitations, not all ideas from followers are of quality, decision making as a group can consume time and finally the author believes that conflicts of interest can take place, regardless of the assumed limitations discussed by the author, (Northouse, 2018) an established published figure within the field, believes this style to eb one of the most successful leadership styles. To conclude, the democratic leader is seen as an in the middle style of leader, a fair leader who will take the lead but encourage participation. 
The author completed a leadership skills questionnaire (see appendix two), within this questionnaire she scored high for interpersonal skills and conceptual skills. Interpersonal skills are discussed by (Cheruvelil et al, 2014) as skills which centre around diplomacy, empathy, communication, conflict management and collaboration, all these skills which the author scored high for are also skills held by a democratic leader (Chukwusa, 2019), remembering the assumed limitations of this style suggested by the author, such skills could help a leader eliminate the proposed limitations to this style. Conceptual skills are described by (Bratianu et al, 2017) as decision making skills, analytical, creative and critical skills, action planning and abstract thinking, these are skills that the author believes she processes, however after completion of the skills questionnaire the author acknowledges her need for improvement on these skills to benefit her when being a democratic leader. Following the authors primary re4seach into her leadership styles and skills, she acknowledges her high scoring for democratic style and high for the skills required for this style, the author has been democratic leader, she implements this style when leading her property renovation projects, she is the leader, but she lacks knowledge on the construction aspect of this process, so she trusts in her followers, seeking collaboration and involvement in action planning and decision making. The author believes that when she is democratic leader, during her renovations, she is more submissive than when she is an authoritarian leader for her organisation, she does seek opinions from others and offer respect and trust to those involved. Acting with this style the author believes she behaves as a member of a team rather a leader, she acknowledges her having the final say but ultimately, she will go with the ideas and suggestions offered to her by her followers, this makes the author feel ok as during these times she does have full trust in her followers, this trust is due to the pro-longed relations with the followers involved in her projects, she acknowledges their credentials and them having a higher level of relevant experience on the topic than she has. To conclude, the author can acknowledge times within her life when she has used a variety of leadership styles, it has always worked for her, the cause and all involved, the author could conclude with vanity saying that this proves her ability to use a range of styles in situations and with different types of people to fulfil the leadership role, but the author remains grounded, she acknowledges the need for improvement on her leadership skills. 

[bookmark: _Toc511311656]Section 2

Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance. 
To aid this section of the report the author has selected the Action-Centred Leadership model by (Adair, 2006). The author has selected this model for assessment because of it interdepend factors highlighted within the model and how the three factors of the model can aid the workplace development of individuals through achieving of tasks, development of the individuals and building of a team. The author believes that by achieving the three main factors of this model the leader can gain full command of the three areas, highlighted above, the leader can achieve satisfaction, safe environment, needs being meet, control, room for evaluation, briefing and planning, this is backed up by (Adair, 2013). To conclude, the author selected this model for assessment as she deems it as a tool which can benefit workplace performance, she acknowledges other models, such as Maslow cited in (Vich, 2008) who is a credible theorist, however Maslow focuses solely on satisfying the needs of the individual step by step, he offers little supporting evidence of his theories use within the workplace and lacks acknowledgment to tasks and role of the leader. The author also compared her selected model to Fayol’s principles of management theory (Rodrigues, 2001) who links motivation to high performance, she acknowledges the benefits of Fayol’s work to workplace performance but concluded on Adair’s model offering more room for depth and analysis. 
The selected model (Adair, 2006) focuses on task achievement, team management and individual management, each of these sections comes with a set of responsibilities. Task management offers the leader the responsibilities of defining the task scope, identifying relevant tools, creating a plan to achieve the task, setting standards, monitoring of progress and reviewing/ adjusting. (Adair,2006) suggests that in order to have control over task management all responsibilities must be met, (Wallbridge, 2020) agrees with Adair on the responsibilities of task management, continuing to highlight the importance of a leader accepting those responsibilities in order to successful complete tasks. (Rizun et al, 2021) discusses the importance of task management, they continue to highlight how successful task management can improve the functionality of the organisation, create stability for individuals and all stakeholders, they define task management as a set of characteristics and activities that individuals need to perform in their work. (Rizun et al, 2021) outline the benefits of successful task management, workplace performance being benefited by improving individual behaviour and confidence within the organisation, individuals having more trust within their leader and minimalizing room for errors and improving work conditions which once again can create a posative workplace culture and benefit attitudes within the workplace, this is backed up (Seppala and Cameron, 2015) who believe that by individuals having trust in their leaders performance and management abilities when it come to task management, employees are more likely to feel inspired, have heightened well-being, engagement and workplace satisfaction which in turn will reduce disengagement from employees. A study of Queens school of business cited in (Seppala and Cameron, 2015) shows that disengaged employees who lack trust in their superiors have a 37% higher absenteeism rate. To conclude, the author has provided evidence on the posative impacts offered to the organisation through improved workplace performance when a leader achieves successful task management. The author acknowledges the barriers an organisation can face when tackling the needs of task management, the success of task management lies in the leader accepting responsibility and the compliance of the team, for without a team the task cannot be completed. When considering the cost of not planning for the needs of task management, the organisation, stakeholders and individuals will all be impacted. The author recommends that organisations implement and learn a proven task management model, such as the one being discussed by the author, by doing so the organisation can continuously improve workplace performance of the individuals thus benefiting the business and eliminating the need for last minute implementation of a task management model to meet the ever-changing demand for a method. 
The second factor of (Adair, 2006) action centred leadership model is team management. In Adair’s model, this section focuses on building and maintaining a team, (Burke et al, 2003) cited in (Salas et al, 2015) states “for an organisation to be effective it must have success teamwork”. (Mathieu et al, 2008) agrees with both Adair and Salas et al on the importance of team management, they continue to relate effective team management to successful team performance and enhanced workplace performance, saying that team management and task management work hand in hand, they facilitate each other, they outline the risks of not having an effective team as being detrimental to the organisation, saying that tasks cannot be completed if a team fails to share knowledge, coordinate behaviours and have trust. It is the authors assumption that if a team’s needs are not met then the individuals will not be satisfied and the tasks at hand will suffer, ultimately having a negative affect on workplace performance. The focus of this section is on the synergy of teamwork which according to (Adair, 2006) can be achieved by planning: being a democratic leader and involving the team in the decision making process, briefing: team briefing to create the right atmosphere, motivating the individuals and promoting team work, evaluating: measuring and monitoring team performance so that appraisals can be made, strengths and weaknesses assessed to gain the most from your employees and finally motivation: the leader being motivated, led by example, set realistic goals, challenge the right individuals and giving recognition. Adair is backed up by (Salas et al, 2015) who acknowledges all the team maintenance methods set out by Adair, they continue to highlight the posative impacts this can have on the organisation and the individual’s performance, stating successful team management can aid the obtaining and maintaining of a thriving team who can achieve for the organisation, it can aid leadership process by giving shared goals, interdependence and ability to adapt as a team. To conclude, a team needs a task, and a task needs an effective team, every organisation will have a goal, a purpose and process that all employees will need to go through and work towards to ensure the organisation can function and provide for its clients and stakeholders. Having an effective team can aid productivity and moral, decrease sickness rates, improve employee well-being and boost relations, all these proven factors discussed above, show why it is essential for an organisation to effectively manage a team, to build and maintain one in order to impact the workplace performance of the individuals. 
The final section of Adair’s action centred leadership model is managing individuals. Remembering the essentialness of effective teamwork discussed above by the author, (Salas et al, 2015), (Adair, 2006) and (Mathieu et al, 2008), it is key to consider the individual in order to positively impact teamwork and organisational tasks, all three of these factors within Adair’s model interlink, facilitate each other and depend on successful implementation of the other factors to achieve heightened workplace performance. The author believes this circle within the model to be of most importance, meeting the needs of the individual in order to achieve affective team management and achieving of tasks. (Adair, 2006) outlines the three types of needs a leader should address in order to gain most from the individual, the physical needs, the psychological needs and the status needs, these individual needs are agreed by (Maslow, 1998) by acknowledges the same individual needs and continues to discuss how by meeting these needs of the individual, you can create a sense of self-fulfilment thus removing obstacles to performance and progress, Maslow and Adair agree that without meeting these needs the individual will not be motivated, motivation within the workplace is discussed by (Tokarz, 2019) who states “without motivation an organisation cannot reach optimal functioning”. The author accepts Adair’s description of physical needs of the individual within the workplace to be a salary and working conditions, these psychical factors are acknowledged by Herzberg cited in (Mcgrath and Bates, 2017) who describes them as motivation factors which, if fallen below the acceptable standard, can be a source of dissatisfaction within the workplace thus negatively impacting the individual’s performance. The next impacting factor offered by Adair is the psychical needs of the individual, in this instance he is referring to recognition, sense of purpose and achievement. The author believes that by offering an individual recognition for their hard work you enable them to feel happiness, the individual will then continue to improve their performance to seek further recognition. Sense of purpose in the workplace is discussed by (Hill et al, 2016) who describes this as a driving factor for achievement and well-being, the author believes that by achieving this, giving your employees the opportunity to feel a sense of purpose within the workplace you can gain loyalty, determination and reduce staff turnover. The final impacting factor for individual needs within the workplace, set by (Adair, 2006) is status, he defines this as “the need to give and receive from others in a work environment”, in this instance he is referring to development of the individual, give an individual an opportunity and they can give knowledge and experience in return. (Lofthouse, 2016) relates individual development to the key for a successful business, encouraging individuals can increase emotional intelligence, inspiration, client satisfaction and productivity. The author can relate this to her work place experience, she recalls an employee simply getting through the days, as the leader she recommended the employee to obtain a higher level of education that would offer a promotion in return, the employee completed her higher education and remained within the company and had a sense of status as a senior standing member of staff, the author, by meeting the needs of the individual, managed to retain experience within her organisation, enhanced team work and ultimately benefited the task performance. To conclude, the author deems Adair’s model of action centred leadership as an excellent tool for improving workplace performance. The tool offers leaders a blueprint for leadership, it can be adapted to suit a variety of situations and enables a leader to manage individuals during any task and positively impact on workplace performance. 
   











Section 3

Assess your own ability to set direction, motivate, delegate and empower others to bring about a workplace change. 

The author believes that change within organisations is constant, driven by many different forces such as clients, stakeholders, technology and climate. The author believes that change within a business is likely to fail to gain their desired outcomes, thus limiting the organisational potential, the author believes the outcome of change is most likely to fail if change is not managed correctly. (Harrision, 2019) offers a recent discussion on the skills required for successful change, he is backed up (Oreg et al, 2011) who also aggress that implementation skills, the ability to encourage and motivate or empower others and the skills to plan and strategically analyse are all essential skills for a leader to obtain in order to manage and bring effective change to the workplace. 
The author has completed two questionnaires to aid her research in this section. The first questionnaire focuses on her leadership strengths. The author discovered that she has very high encouragement skills and implementation skills, remembering the essential skills for change discussed above, these findings could lead to as assumption that the author is semi-competent in change management, however, she scored moderate for mediator. The author believes that by scoring low for mediator skills she would likely have a negative impact on the process of change if she does not improve her abilities to actively listen, question and clarify and acknowledge the emotions of others. (Voyles, 2008) describes mediator skills as the ability to resolve and manage conflict with an aim of reaching an agreement, the author imagines this skill to be essential in order to bring about workplace change, for example, an organisation could set an idea for a change, the leader must implement and lead the followers through this change process, say the leader has just discussed this plan with the followers who disagree with the plan, the leader must instantly be able to mediate the situation, acknowledge their feelings and communicate effectively or the process of change would already be negatively impacted. The author concludes, that following the completion of the initial strength questionnaire she naturally has some traits which published authors deem essential for successful change management, thus deeming her competent to delegate tasks and motivate others, however, she also acknowledges her lack of mediator skills and recommends that she implements a tool to aid her during the process of change. 
The second questionnaire completed by the author focuses on directive skills. The findings from this research showed the author that she holds strong traits for directive skills, supportive abilities and achievement orientated. However, the author once again found an area in need of improvement, should she wish to be able to bring about workplace change effectively. This research shown that the author lacks participative skills, this skill set is discussed by (Heller and Wilpert, 1977) whose discussion is dated but remains relevant to topic and backed up Kotter cited in (Mcgrath and Bates, 2017), these authors believe participative leadership skills in the abilities to involve others, question them, acknowledge their achievements and the ability to be present around your followers, thus leading by example, these skills are described by Lewin cited in (Mcgrath and Bates, 2017) as driving factors that support change. To conclude, the author lacks an essential skill set that would enable her to empathise and motivate employees during the process of change within her workplace, she acknowledges the need to be more empathetic, involving of others and by doing so, she believes she can achieve heightened motivation during the process of change. 
[bookmark: _Hlk77514682]The author has selected a theory by Kubler-Ross cited in (Mcgrath and Bates, 2017) to aid her assessment on her own ability to manage change within the workplace. The author has selected this theory as she believes it is suiting to her report, offers her the opportunity to assess the emotions and stages of the change process, comparing her identified skillsets laid out above, she can truly determine the level of her own ability to manage change with the use of this tool. To conclude, the author deems Kubler-ross’s change cycle theory to be an effective tool for predicting and tracking people’s experiences through any change.
The initial stage of Kubler-ross’s change cycle is denial, he defines this as a refusal to accept what is happening. (Gibbon and Douglas, 2021) relate denial to fear of the unknown, an individual being happy and content with their current position, in order to overcome this barrier, one would need directive skills, the author has analysed this and concluded that to overcome denial, a leader must communicate the direction in which the change process will take them, aid the understanding of the individuals, setting the path for change and clearly communicating the objectives. The author scored very high directive skills during her primary research, thus concluding that she would be competent at setting the direction for change during the initial stage of the change process. The second phase of the change cycle is anger, Kubler-Ross defines this as the acknowledgment of the situation’s reality cited in (Mcgrath and Bates, 2017). Anger during change is discussed by (Shuman et al, 2018) as a potential catalyst for change with the potential to lead to detrimental barriers to the success of change, following this newfound understanding of the authors, she recognises the seriousness of her lack of supportive skills, as highlighted above. The author believes that her lack of supportive skills can negatively impact on her ability to motivate others during change, if an individual does not feel supported, they are not likely to engage during or accept change (Park and Pena-Mora, 2003). The third phase within the change cycle is bargaining, Kubler-Ross cited in (Mcgrath and Bates, 2017) explains this as the opportunity to converse and manage conflict or delay, it is the authors belief that an organisation would not want to delay change thus proving the need for effective mediator skills and participative skills, the author scored high for both of these skills sets thus concluding that she would be able to overcome this phase by involving people in the decision and overcoming conflict to achieve delegation and empowerment during change. the fourth phase is depression, Kubler-Ross cited in (Mcgrath and Bates, 2017) backed up by (Carey et al, 2009) states this phase is only experienced if the leader fails to manage change during the bargaining phase, due to the authors perceived ability to overcome the third phase, she believes she would not experience this on her journey of bringing change within the workplace. The final phase is acceptance, this is achieved once all involved have accepted change and roles during the process, they are now motivated, empowered and have a clear understanding of their roles and the tasks at hand. To conclude, the author believes she is not yet capable to manage change within her organisation. Her lack of supportive skills is proven to form a clear barrier early on during the process of change thus causing a risk to the entire task. The author recommends that she works on her emotional intelligence skills, becomes more mindful of others involved during the process of change and rather than focussing solely on the end goal, she focuses on the steps that need to be completed in order to achieve the desired outcome.
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Appendix one
Leadership Style Questionnaire. 
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Appendix Two
Leadership Skills Questionnaire.
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APPLI C   A TIO N    

    Directions     1 .       Fo r   eac h   o f   th e   statement s   belo w ,   circl e   th e   numbe r   tha t   indicate s   th e   degre e   t o   whic h   yo u   agre e   o r   disagre e .     2 .     Giv e   you r   immediat e   impressions .   Ther e   ar e   n o   righ t   o r   wron g   answers.          

  S tatements  S trongly  disagree    Disagree    Neutral    Agree  S trongly  agree  

1.  Employee s   nee d   t o   b e   supervise d   closel y ,   o r   they  ar e   no t   li k el y   t o   d o   thei r   work.  1  2  3  4  5  

2.  Employee s   wan t   t o   b e   a  par t   o f   th e   decision - making  process.  1  2  3  4  5  

3.  I n   comple x   situations ,   leader s   shoul d   le t  followers  wor k  problem s   ou t   o n   thei r   own.  1  2  3  4  5  

4.  I t   i s   fai r   t o   sa y   tha t   mos t   employee s   i n   th e   general  populatio n   ar e   laz y .  1  2  3  4  5  

5.  Providin g   guidanc e   withou t   pressur e   i s   th e   k e y   to  bein g   a  goo d   leade r .  1  2  3  4  5  

6.  L eadershi p   require s   stayin g   ou t   o f   th e   wa y  of  follower s   a s   the y   d o   thei r   work.  1  2  3  4  5  

7 .  A s   a  rul e ,   employee s   mus t   b e   give n   reward s   or  punishment s   i n   orde r   t o   motivat e   the m   t o   achieve  organizationa l   objectives.  1  2  3  4  5  

8.  Mos t  wor k er s   prefe r   supportiv e   communicatio n   from  thei r   leaders.  1  2  3  4  5  

9 .  A s   a  rul e ,   leader s   shoul d   allo w   follower s   t o   appraise  thei r   ow n   work.  1  2  3  4  5  

1 0 .  Mos t  employee s   fee l   insecur e   abou t   thei r   wor k  and  nee d   direction.  1  2  3  4  5  

11.  L eader s   nee d   t o   hel p   follower s   accep t   responsibility  fo r   completin g   thei r   work.  1  2  3  4  5  

12.  L eader s   shoul d   giv e   follower s   complet e   freedo m   to  solv e   problem s   o n   thei r   own.  1  2  3  4  5  

13.  Th e   leade r   i s   th e   chie f   judg e   o f   th e   achievement s   of  th e   member s   o f   th e   grou p .  1  2  3  4  5  

14.  I t   i s   th e   leader ’ s   jo b   t o   hel p   follower s   fin d   their   “passion . ”  1  2  3  4  5  
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94                                                                                                                       I   N   T   R   O D U   C   T   IO N    T   O    L   E   A   D   E   R   S H   I   P       4.2   Leadership   S tyles   Questionnaire   (continued)    

  S tatements  S trongly  disagree    Disagree    Neutral    Agree  S trongly  agree  

15.  I n   mos t   situations ,   wor k er s   prefe r   littl e   inpu t   fro m   the  leade r .  1  2  3  4  5  

16.  Effectiv e   leader s   giv e   order s   an d   clarif y   procedures.  1  2  3  4  5  

1 7 .  P eopl e   ar e   basicall y   competen t   an d   i f   give n   a  task  wil l   d o   a  goo d   jo b .  1  2  3  4  5  

18.  I n   general ,   i t   i s   bes t   t o   leav e   follower s   alon e .  1  2  3  4  5  

    Scoring     1 .       Su m   th e   response s   o n   item s   1 ,   4 ,   7 ,   1 0 ,   13 ,   an d   1 6   (authoritaria n   leadership).     2 .     Su m   th e   response s   o n   item s   2 ,   5 ,   8 ,   11 ,   14 ,    an d   1 7   (democrati c   leadership).     3 .     Su m   th e   response s   o n   item s   3 ,   6 ,   9 ,   12 ,   15 ,   an d   1 8   (laissez - fair e   leadership).     T ota l   Scores   A uthoritaria n  L eadershi p     26       Democrati c   L eadershi p     27     L aissez - Fair e   L eadershi p     21         Scorin g   Interpretation     Thi s   questionnair e   i s   designe d   t o   measur e   thre e  common   styles   o f   leadership :   authoritarian ,  democratic ,   and  laissez - fair e .   B y   comparin g   you r   scores ,   yo u   ca n   determin e   whic h   style s   ar e   mos t   dominan t   an d   leas t   dominan t   in  you r   ow n   styl e   o f   leadershi p .     I f   you r   scor e   i s   26 – 3 0 ,   yo u   ar e   i n   th e   ver y   hig h   rang e .  I f   you r   scor e   i s   21 – 25 ,   yo u   ar e   i n   th e   hig h   rang e .   I f   you r   scor e   i s   16 – 2 0 ,   yo u   ar e   i n   th e   moderat e   rang e .  I f   you r   scor e   i s   11 – 15 ,   yo u   ar e   i n   th e   lo w   rang e .   I f   you r   scor e   i s   6 – 1 0 ,   yo u   ar e   i n   th e   ver y   lo w   rang e .     Buildin g   Y ou r   L eadershi p   Profile     I f   yo u   hav e   th e   interactiv e   eBoo k   versio n   o f  thi s   text ,   lo g   i n   t o   acces s   th e   L eadershi p   Profil e   T ool .  A fte r  completing  thi s   chapter ’ s   questionnair e ,   yo u   wil l   receiv e   individualize d   feedbac k   an d   practica l   suggestion s   fo r   furthe r   strength enin g   you r   leadershi p   base d   o n   you r   response s   i n   thi s   questionnair e .         Visi t   edg e .sagepu b. com/northouseintro4 e   fo r   a  downloadabl e   versio n   o f   thi s   questionnair e .  
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6.2 Leadership Skills Questionnaire     Purpose   1. To identify your leadership skills   2. To provide a profile of your leadership skills showing your strengths and weaknesses   Directions   1. Place yourself in 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   is true.  

Statements  Not  true    Seldom   true    Occasionally   true    Somewhat   true    Very   true    

1. I am effective with the  detailed aspects of  my work.  1  2  3  4  5  

2. I usually know ahead of time how people  will respond to a   new idea or proposal.  1  2  3  4  5  

3. I am effective at problem solving.  1  2  3  4  5  

4. Filling out forms and working with details  come easily for   me.  1  2  3  4  5  

5. Understanding the social fabric of the  organization is   important to me.  1  2  3  4  5  

6. When problems arise, I immediately  address them.  1  2  3  4  5  

7. Managing people and resources is one of  my strengths.  1  2  3  4  5  

8. I am able to   sense the emotional  undercurrents in my   group.  1  2  3  4  5  

9. Seeing the big picture comes easily for me.  1  2  3  4  5  

10. In my work, I enjoy responding to people’s  requests and concerns.  1  2  3  4  5  

11. I use my emotional energy to motivate  others.  1  2  3  4  5  

12. Making strategic plans for my company  appeals to me.   1  2  3  4  5  

13. Obtaining and allocating resources is a  challenging aspect of my job.  1  2  3  4  5  

14. The key to successful conflict resolution is  respecting my  opponent.  1  2  3  4  5  

15. I enjoy discussing organizational values  and philosophy    1  2  3  4  5  
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Statements Not  true    Seldom   true    Occasionally   true    Somewhat   true    Very   true      Not  true    Seldom   true    Occasionally   true    Somewhat   true    Very   true    

16. I am effective at obtaining resources to support our programs. 1  2  3  4  5  

17. I work hard to find consensus in conflict situations 1  2  3  4  5  

18. I am flexible about making changes in our organization. 1  2  3  4  5  

          Scoring   1. Sum the responses on  items 1, 4, 7, 10, 13, and 16 (administrative skill score).   2. Sum the responses on items 2, 5, 8, 11, 14, and 17 (interpersonal skill score).   3. Sum the responses on items 3, 6, 9, 12, 15, and 18 (conceptual skill score).   Total Scores   Administrative skill : _____ 18 ______________   Interpersonal skill: ______ 26 ______________   Conceptual skill: _______ 23 ______________     Scoring Interpretation   The Leadership Skills Questionnaire is designed to measure three broad types of leadership skills:  administrative,   interpe rsonal, and conceptual. By comparing your scores, you can determ ine where  you have leadership strengths and where you have leadership weaknesses.      If your score is 26 – 30, you are in the very high range.    If your score is 21 – 25, you are in the high range.    If your score is 16 – 20, you are in the moderate range.    If your score is 11 – 15, you are in the low range.    If your score is 6 – 10, you are in the ve ry 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  sug gestions for further strengthening your leadership based on your responses in this questionnaire.  


