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[bookmark: _Toc139654141]Introduction.
Effective leadership is crucial for driving workplace performance and fostering a positive organizational environment. This introduction explores various aspects of leadership, including the strengths and limitations of the Transformational Leadership Theory, the importance of leadership styles and self-assessment, and the significance of leadership in the fast-paced environment of a bar.
The first section critically examines the Transformational Leadership Theory, which has gained substantial scholarly attention for its potential to enhance performance. By drawing on empirical evidence and analysing case studies of iconic leaders, the strengths of the theory, such as inspiring followers and fostering innovation, are explored. Additionally, the limitations of overdependence on the leader and potential ethical concerns are discussed. Understanding these aspects helps organizations assess the effectiveness of the Transformational Leadership Theory in driving individual growth and productivity.
The second section emphasizes the significance of leadership styles and the need for leaders to adapt their approaches based on situational factors and the characteristics of their team members. Self-assessment and feedback are highlighted as valuable tools for evaluating and improving leadership capabilities. The importance of self-awareness, continuous learning, emotional intelligence, and adaptability in leadership development is also underscored. By understanding and adapting their leadership styles, leaders can create an environment that fosters collaboration, innovation, and growth.
Finally, in the context of a bar, effective leadership is essential for empowering team members, promoting collaboration, and encouraging innovation. Drawing insights from renowned theorists like John Kotter, Douglas McGregor, and Robert Greenleaf, this assessment focuses on evaluating leadership practices that create a culture of collaboration and innovation within the bar environment. Areas of evaluation include setting a clear vision and effectively communicating it, balancing intrinsic and extrinsic motivation, empowering team members through delegation, and fostering collaboration and innovation through autonomy and continuous learning. By improving leadership practices in these areas, bar leaders can cultivate employee growth, trust, and success.


[bookmark: _Toc139654142]1. Critically Assess the Impact of a Recognized Leadership Model or Theory in Relation to its Ability to Impact on Individual’s Workplace Performance. 
[bookmark: _Toc139654143]Examining the Strengths and Limitations of Transformational Leadership Theory: Impact on Workplace Performance and Individual Growth
Transformational Leadership Theory has been subject to critical examination and scholarly attention in leadership studies (Carroll et al., 2016; Kouzes & Posner, 2006). While Transformational Leadership Theory is widely recognized for its potential to enhance workplace performance, it is essential to conduct a thorough evaluation of its actual impact on individuals' performance. It is critical to acknowledge that Transformational Leadership Theory has both strengths and limitations. A comprehensive understanding of these aspects is crucial to its application.
Transformational Leadership Theory emphasises leaders' ability to inspire and motivate followers by appealing to their values, emotions, and aspirations (Gill, 2009; Goleman et al., 2013). These leaders possess a compelling vision and charisma, fostering a shared sense of purpose and commitment among their followers (Bennis & Thomas, 2002). Moreover, they intellectually stimulate, encouraging critical and creative thinking among their followers (Alvesson et al., 2017). Additionally, they demonstrate individual consideration, caring for and supporting their followers' personal and professional development (Bush, 2008). However, some research has shown that these same qualities can also lead to negative outcomes such as narcissism, self-absorption, and an inability to take constructive criticism (Alvesson et al., 2017). Additionally, these leaders may be more likely to make decisions that are not in the best interest of their followers or the organization. (Bennis & Thomas, 2002a). 
The attributes of transformational leaders may seem highly desirable and promising for improving workplace performance, but their effectiveness and practical application must be critically assessed. There has been a mixed effect of transformational leadership on performance outcomes (Judge et al., 2004; Podsakoff et al., 1990). For instance, Bass and Avolio (1994) found that transformational leadership was positively associated with unit performance, whereas other studies suggested that the effects of transformational leadership on outcomes are less clear. The effectiveness of transformational leadership has been supported by some studies (Judge & Piccolo, 2004; Lowe et al., 1996; Wang et al., 2011). For example, Wang et al. (2011) found that transformational leadership was positively associated with job satisfaction and organisational commitment.

Nevertheless, critics argue that transformational leadership may be excessively idealised and charismatic, potentially leading to unrealistic expectations and over-reliance on the leader (Tourish & Pinnington, 2002). For instance, if employees become too dependent on the leader for guidance, it may limit their autonomy and inhibit their ability to make independent decisions. This overdependence on the leader's vision and guidance can hinder followers' autonomy and innovation. Moreover, the emphasis on individualised consideration may lead to favouritism or unequal treatment among followers, creating concerns regarding fairness and equity in the workplace (Jackson & Parry, 2011). For example, if the leader only provides guidance to a select group of employees, this could lead to feelings of being left out among other employees, which could lead to decreased morale and productivity.
Furthermore, scholars have highlighted conceptual areas for improvement within transformational leadership theory. Some contend that the theory needs a more explicit and coherent definition, making measuring and assessing its effectiveness easier (Yukl, 1999). Others question the assumption that transformational leadership consistently outperforms other leadership styles, suggesting that leadership effectiveness may depend on situational factors and follower characteristics (Kippenberger, 2002). For example, research by Yukl (1999) found that transactional leadership may be more effective in certain situations, such as in times of crisis. This notion aligns with the idea that influential leaders possess a repertoire of leadership behaviours that can be flexibly employed rather than bound to a single leadership style (Northouse, 2021; Yukl & Mahsud, 2010). For instance, the influential leader can switch between different leadership styles or adopt a blended approach, depending on the situation. Transformational Leadership Theory is widely acknowledged for its potential to enhance workplace performance, it is vital to conduct a thorough evaluation of its actual impact on individuals' performance. This evaluation should consider aspects such as employee motivation, job satisfaction, and overall job performance. By conducting such assessments, organizations can gain valuable insights into the effectiveness of Transformational Leadership Theory in driving individual growth and productivity.
[bookmark: _Toc139654144]Evaluating the Practicality and Limitations of Transformational Leadership Theory: Insights for Comprehensive Leadership Approaches
Despite mixed research findings, transformational leadership remains a topic of debate, as further investigation is needed to understand the conditions under which it can be most effective. Additionally, it is essential to consider transformational leadership behaviours' potential drawbacks and unintended consequences. This ensures a comprehensive understanding of leadership by exploring multiple theories and perspectives for a balanced and informed approach (Bass & Bass, 1985; Judge & Piccolo, 2004; Lowe et al., 1996). 
 
Transformational leadership has been criticized for its practicality and sustainability. While transformational leaders may initially inspire and motivate their followers, questions arise regarding its long-term effects and sustainability. There is a belief that relying on the charisma and vision of the leader can create a dependence that diminishes followers' intrinsic motivation and hampers their ability to take responsibility for their work (Northouse, 2021). In addition, leaders may devote excessive attention to a select few followers while neglecting the development and support of the rest (Eisenbeiss et al., 2008; Kouzes & Posner, 2006). For example, a leader may single out a few “star performers” and provide them with lots of attention, while other employees feel neglected and unmotivated. When followers are required to follow explicit instructions and guidance in highly structured and task-oriented environments (Antonakis & House, 2014; Kippenberger, 2002), a more directive leadership style may be more appropriate. Therefore, evaluating transformational leadership effectiveness requires considering specific organizational and situational factors.
Despite the complexity and multifaced of leadership effectiveness, it cannot be solely attributed to a single theory or model. Alternative leadership theories, situational or authentic leadership, provide a variety of perspectives and approaches to understanding leadership effectiveness (Avolio et al., 2009; Hernez-Broome & Hughes, 2004; Gill, 2009). For example, Situational Leadership Theory (Hersey & Blanchard, 1969) proposes that the most effective leadership style is contingent on the situation, rather than the leader’s personal traits or characteristics.
A critical analysis of Transformational Leadership Theory reveals potential limitations and challenges. The theory positively impacts individual workplace performance by motivating followers by appealing to their values, emotions, and aspirations. However, the empirical evidence supporting this assumption is mixed, with studies reporting both positive associations and limited or no significant effects (Judge & Piccolo, 2004; Howell & Avolio, 1993; Lowe et al., 1996; Kouzes & Posner, 2006). Considering this inconsistency, it is necessary to consider both contextual and individual factors that interact with leadership behaviour to influence performance outcomes (Yukl & Taber, 2002). For instance, the skill and experience of followers may also interact with the charismatic leadership behaviour of a leader to influence performance outcomes (Gardner, Avolio, Luthans, May, & Walumbwa, 2005). In addition, the theory's emphasis on leader behaviour and influence neglects the potential for manipulation and raises questions regarding the authenticity of transformational behaviour. Despite the expectation that transformational leaders will empower and transform their followers genuinely, charismatic qualities and persuasive tactics are sometimes used to manipulate followers' perceptions rather than facilitate genuine transformation (Shamir et al., 1993; Bennis & Thomas, 2002). Followers might become overly dependent on the leader's vision and guidance, resulting in reduced autonomy and innovation within the workplace (Howell & Avolio, 1993; Bennis & Thomas, 2002). This hinders the development of independent decision-making and critical thinking skills among followers, potentially limiting their growth and hindering organizational adaptability (Yukl, 2008). The use of transformational leadership in practical settings raises ethical concerns and questions concerning its effectiveness. However, research has shown that transformational leadership can be used effectively and does not always have to be manipulative (Bass & Riggio, 2006; Judge & Piccolo, 2004a). When used correctly, transformational leadership can empower followers and help them to reach their full potential.
Transformational Leadership Theory offers valuable insights, but its practical application should be carefully considered and complemented with other leadership theories in order to facilitate an approach to leadership that is comprehensive and adaptable (Alvesson et al., 2017; Bush, 2008; Jackson & Parry, 2011; West et al., 2015 ; McGrath & Bates, 2017; Goleman et al., 2013; Goleman, 2000; Raymondson & Hamilton, 2014; Pranav & Bagga, 2014;).
[bookmark: _Toc139654145]Unveiling the Strengths and Limitations of Transformational Leadership Theory: Implications for Performance and Authenticity
One of its key strengths is its emphasis on developing followers' potential and empowering them to achieve higher levels of performance. Leadership that fosters self-efficacy and personal growth is characterized by transformational leadership (Avolio & Yammarino, 2013). For example, transformational leaders provide meaningful and challenging tasks to followers, which allows them to develop and use their skills to their fullest potential. Transformational leadership's positive impact on innovation and creativity within an organization is another strength. A transformational leader encourages employees to think creatively, challenge established norms, and explore novel solutions. The result is a culture of innovation that leads to new ideas and improved organization performance (Lowe et al., 1996). 
Moreover, transformational leadership improves the relationships between leaders and followers. In addition to providing individualised consideration and support, transformational leaders demonstrate genuine concern for their followers' well-being. This supportive relationship fosters a positive work environment and cultivates a sense of belonging, resulting in higher levels of job satisfaction and engagement among followers (Yukl & Taber, 2002).
Although Transformational Leadership Theory has many strengths, there are also limitations to it that warrant critical consideration. As a result of transformational leaders' charismatic and influential nature, followers may rely on their guidance and decisions excessively, preventing them from developing independent thinking and problem-solving skills (Bass, 1985).
The risk of manipulating and in authenticating transformational leadership behaviours, which may result in personal gains from charismatic qualities and persuasive tactics, raises ethical questions about the authenticity and effectiveness of such behaviours (Judge & Piccolo, 2004). For instance, a leader may attempt to manipulate followers by exaggerating their accomplishments and successes, which may lead to a false sense of motivation.
The relationship between transformational leadership and objective performance measures is relatively weak empirically. Despite studies finding a positive correlation between transformational leadership and subjective outcomes, such as job satisfaction and commitment, there is less evidence that it has a direct effect on objective measures, such as sales or productivity. This calls for further research to understand better the relationship between transformational leadership and objective performance outcomes (Judge & Piccolo, 2004).
Exploring the Impact and Controversies of Transformational Leadership Theory: Ethics, Cultural Considerations, and Effectiveness
Transformational Leadership Theory has found practical applications in various workplace settings, showcasing its potential to enhance individual and organisational performance. For instance, Howell and Avolio (1993) study demonstrated a positive relationship between transformational leadership and consolidated business unit performance. The findings emphasised the significance of transformational leadership behaviours in shaping employee perceptions, attitudes, and behaviours that contribute to performance outcomes. 
Nonetheless, criticisms and controversies surrounding transformational leadership are still prevalent. One critique focuses on the potential for abuse of power by transformational leaders. This is particularly important in situations where their values and goals clash with those of the organisation or its stakeholders. This raises ethical concerns and underscores the necessity for responsible leadership practices (Avolio & Yammarino, 2013). 
Another criticism pertains to Transformational Leadership Theory's cultural applicability. Originally developed based on Western leadership concepts and values, the theory's universal application across diverse cultural contexts has been questioned. Variations in values, norms, and leadership expectations across cultures may influence the effectiveness and appropriateness of transformational leadership behaviours (Bass & Riggio, 2006). For example, in collectivist cultures where group harmony and consensus are valued, transformational leadership behaviours such as individualised consideration may not be as effective.

[bookmark: _Toc139654146]Examining Transformational Leadership Through Notable Case Studies: Lessons Learned and Critical Perspectives
Transformational leadership theory emphasises the importance of leaders inspiring and motivating their followers to achieve extraordinary outcomes (Bass & Riggio, 2006). Although this leadership approach has been widely acclaimed, it is important to critically analyse the case studies that demonstrate its application and effectiveness.
Case Study 1: Steve Jobs and Apple Inc.
Steve Jobs, the co-founder, and former CEO of Apple Inc. is often portrayed as an iconic transformational leader (Isaacson & Jobs, 2011). His innovative leadership style and ability to inspire others are crucial factors in Apple's success. However, some critics argue that Jobs' demanding, and autocratic leadership methods created a high-pressure work environment (Lashinsky, 2012). They claim that his aggressive management style may have led to a culture of fear and hindered collaboration within the organisation.
Case Study 2: Nelson Mandela and the South African Transformation
[bookmark: _Hlk139634081]Nelson Mandela, the former president of South Africa, is frequently hailed as a transformational leader who played a pivotal role in the fight against apartheid (Mandela, 1994). His ability to unite a divided nation and promote forgiveness and reconciliation has been widely recognised. However, it is essential to acknowledge that dismantling apartheid was a collective effort involving numerous individuals and organisations. Mandela's leadership was undoubtedly influential, but attributing the transformation to his actions alone would overlook the broader social and political forces.
Case Study 3: Martin Luther King Jr. and the "I Have a Dream" Speech
Martin Luther King Jr., a prominent civil rights leader, provides an inspiring example of transformational leadership through his iconic "I Have a Dream" speech (King &; Carson, 1992; Branch, 2007; Garrow, 1986; Miller, 2013; McGuire & Hutchings, 2007). King's speech, delivered during the March on Washington for Jobs and Freedom in 1963, captured the collective aspirations of the civil rights movement. It continues to resonate today. His powerful oratory skills and impassioned plea for racial equality and justice served as a rallying cry for millions of people. King's transformative leadership style helped mobilise and inspire a generation to work towards civil rights and equality for all. While King's leadership and speech are widely celebrated, it is essential to acknowledge that the civil rights movement resulted from the collective efforts of many individuals and organisations. King's speech, while influential, was just one piece of a broader movement that involved countless activists and supporters. 

Case Study 3: Indra Nooyi and PepsiCo
Indra Nooyi, the former CEO of PepsiCo, is often praised as a transformational leader who brought significant changes to the company (Nooyi, 2021). Her focus on sustainability, diversity, and innovation has been commended. However, critics argue that PepsiCo's performance during her tenure was mixed, with some suggesting that her strategic choices, such as investing in healthier product offerings, did not consistently deliver the expected financial results. Furthermore, there are differing views on employee empowerment and engagement under her leadership, with some employees expressing dissatisfaction with certain organizational practices. Despite the mixed reviews, Indra Nooyi's 12-year tenure as CEO of PepsiCo was widely praised for her efforts to bring the company into the 21st century. She leaves behind a legacy of bold leadership and a commitment to sustainability and innovation.
Exploring Transformational Leadership in Action: Lessons from Case Studies and the Need for Contextual Consideration
The case studies examined provide insights into applying transformational leadership theory and highlight its successes and limitations. Steve Jobs' leadership at Apple showcases his transformative impact through innovation and inspiration (Isaacson, 2011). However, criticisms of his autocratic approach raise concerns about fostering a high-pressure work environment. Although Nelson Mandela's role in the South African transformation demonstrates how transformational leadership can unite a nation, attributing the entire transformation solely to his actions fails to consider the broader social and political context (Mandela, 1994). Martin Luther King Jr.'s "I Have a Dream" speech exemplifies the power of transformational leadership to mobilize and inspire a generation towards civil rights (King, 1963). Yet, it is essential to acknowledge that the civil rights movement was a collective effort involving many activists and supporters (Branch, 2007). Indra Nooyi's tenure at PepsiCo illustrates the potential mixed outcomes of transformational leadership, with commendations for her focus on sustainability and innovation but criticisms regarding inconsistent financial results and employee engagement (Nooyi, 2021; Nooyi & Govindarajan, 2020). These case studies underscore the importance of balance in transformational leadership, recognizing broader contextual factors, and evaluating outcomes from diverse perspectives. Transformational leadership theory remains a valuable framework but requires a nuanced understanding and responsible application to maximize its potential for positive impact.
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[bookmark: _Toc139654148]Unlocking Effective Leadership: Evaluating Styles, Context, and Self-Awareness for Growth and Adaptability    
Leadership quality heavily influences the success of an organization. Leaders' ability to guide and inspire their teams towards achieving shared goals can make all the difference in whether an organization flourishes or flounders. Therefore, companies must invest in developing and nurturing strong leadership skills among their management teams. This can profoundly impact their business success. Leadership styles that are effective for influencers are flexible and can be adapted to a variety of situations and individuals, as they recognize that there is no one-size-fits-all approach to leadership. The purpose of this assignment is to evaluate one's ability to apply a variety of leadership styles in different situations and to diverse groups of individuals. An evaluation will be conducted by completing self-assessment questionnaires and analysing and reflecting on the results.
Different perspectives exist on how effective and universally applicable leadership styles are. (Bass & Riggio, 2006; Northouse, 2021) Some theories suggest that specific leadership styles inspire and motivate followers more effectively than others. These theories, however, must be critically examined and questioned for their applicability to all situations and people. Additionally, organizational culture, industry, and team dynamics may affect leadership styles' effectiveness. In one setting, a successful strategy may not produce the same results in another. For instance, a hierarchical leadership style may be beneficial for an organization that is risk-averse and values stability, but it may not be as effective for a creative team that values innovation and experimentation. Thus, it is critical to recognize that the effectiveness of any leadership style depends on the context in which it is applied. It is also imperative to consider the potential bias or subjectivity inherent in self-assessment questionnaires. Although these tools allow individuals to reflect on their leadership styles, they are based on their own perceptions of themselves. Leaders may need to consider all aspects of their interactions and behaviours. The results of self-assessment questionnaires should be viewed cautiously, acknowledging their limitations and possible biases. A comprehensive evaluation requires you to look beyond self-assessment and seek feedback from others, such as peers, subordinates, and supervisors. Leadership styles and their impact on others can be evaluated objectively and holistically through a 360-degree feedback mechanism (Atwater et al., 1998).
 
Individuals can better understand their strengths and weaknesses as leaders by critically evaluating their leadership styles. This self-awareness can be the foundation for personal growth and development, allowing individuals to enhance their leadership skills and adapt their styles to lead effectively in diverse situations. Through self-reflection and honest feedback from others, individuals can gain insights into their capabilities and areas that require further development. This can help them to adjust their approach to better suit the needs of their followers and the situation at hand, ultimately leading to more effective outcomes.
[bookmark: _Toc139654149]Analysing the Effectiveness and Practicality of Different Leadership Styles: A Critical Evaluation
Although certain leadership styles have been praised and advocated in the literature, their effectiveness and practical application can vary in real-world settings. Transformational leadership, for example, is considered highly desirable and effective when it comes to improving workplace performance (Northouse, 2021). The vision and appeal of transformational leaders inspire and motivate their followers. However, it is crucial to critically evaluate transformational leadership's practical application and impact, as research on this style has yielded varying results regarding its impact on performance. (Judge et al., 2004; Podsakoff et al., 1990). According to Lowe et al. (1996), some studies have found a positive association, while others have found no significant relationship or adverse effects. For example, a study by Judge et al. (2004) found a positive relationship between transformational leadership and follower performance, while a study by Podsakoff et al. (1990) found no significant correlation between the two. Further research is needed to determine the extent to which transformational leadership affects follower performance.
Transactional leadership, which emphasizes rewards and punishments to motivate performance, may also have limitations. While this style can be effective in certain situations that require structured and predictable performance, it is not necessarily conducive to intrinsic motivation and long-term commitment (Northouse, 2021). In a transactional approach, subordinates have limited freedom for creativity, autonomy, and innovation (Bass & Riggio, 2006). For example, employees who are rewarded for meeting a set of predetermined goals may not feel a sense of satisfaction in their work if they are not able to use their own creativity or make decisions on their own. In addition, Bass and Riggio's (2006) transactional approach also ignores the role of trust in the workplace. In a relationship where trust is absent, subordinates may feel like they need to adhere to set goals and expectations to avoid punishment or negative consequences. However, if trust is present, subordinates may feel more comfortable being creative and innovative in their work, as they will not feel like they need to adhere to set goals and expectations to avoid negative consequences.
 
In situations in which quick decision-making and strong control and direction are needed, autocratic leadership is effective. However, due to the lack of empowerment and involvement among team members, this style can also lead to reduced creativity, motivation, and satisfaction among team members (Northouse, 2021; Bass & Riggio, 2006). For example, an autocratic leader might make all decisions without consulting the team, leading to a lack of creativity and motivation among team members. On the other hand, an autocratic leader can make quick decisions without consulting the team, which can lead to faster results. In addition, this style of leadership can be effective in situations where there is a need for strong control and direction.
Democratic leadership involves involving subordinates in decision-making processes and is often praised for its collaborative and participatory nature. This style, however, may only be feasible in limited time, or if only a few individuals have the expertise needed. Obtaining input from a large group may cause delays and ineffective decision-making (Northouse, 2021). For example, a manager may use democratic leadership when it is important for employees to be invested in the decision but may switch to a more autocratic style when time is of the essence. 
According to situational leadership theory, leadership styles should be adapted based on followers' abilities and commitments as well as the situational context. In addition to highlighting the importance of flexibility, this approach also raises questions about how to adjust leadership styles consistently based on different circumstances and individuals based on complexity and practicality. Some leaders are unable to accurately assess the needs and characteristics of their followers and determine the appropriate leadership style for each situation (Hersey & Blanchard, 1969). For example, a leader who is not flexible in their approach may take a directive style of leadership with all their followers, regardless of the situation, which may lead to employee dissatisfaction. Conversely, a leader who is too flexible in their approach may also face problems. They may have difficulty making decisions and may be perceived as indecisive by their followers. This can lead to a lack of respect and trust from employees.
[bookmark: _Toc139654150]Evaluating Leadership Styles and Skills: Insights from Self-Assessment and the Importance of Adaptability
The study employed two self-assessment questionnaires to evaluate leadership styles. The Leadership Styles Questionnaire measured authoritarian, democratic, and laissez-faire leadership styles, while the Task and People Skills Questionnaire assessed task-oriented and people-oriented skills. Participants rated their agreement with various statements using a Likert scale. 
 
According to the Leadership Styles Questionnaire, the scores indicated a moderate dominance of authoritarian leadership, a high dominance of democratic leadership, and a high dominance of laissez-faire leadership. These results suggest a balanced leadership style incorporating task- and people-oriented skills. The dominant style appeared democratic, emphasizing collaboration and participative decision-making.
The Task and People Skills Questionnaire revealed strong people skills and task skills among the participants. The people skills score suggests effective communication and engagement with team members. In contrast, a high score for task skills indicates competence in managing and completing tasks.
The balanced leadership style observed in this analysis allows leaders to adapt their approach based on specific needs, increasing their effectiveness. The dominance of democratic leadership aligns with this adaptive approach, fostering collaboration and inclusivity (Northouse, 2021). A democratic leadership style encourages employee participation, enhances job satisfaction, and promotes creative problem-solving (Avolio et al., 2009). Additionally, strong people skills, as indicated by the high score, enable leaders to build relationships, motivate team members, and facilitate effective communication (Goleman et al., 2013). However, moderate authoritarian tendencies are a potential challenge. Although effective in certain situations, authoritarian leadership can hinder employee autonomy and creativity (Chen et al., 2007). Excessive control and directive behaviour may decrease employee motivation and job satisfaction, reducing innovation and engagement (Judge & Piccolo, 2004).
The high dominance of laissez-faire leadership suggests a comfort level in delegating tasks and granting autonomy to team members. This style allows employees to exercise creativity and initiative, promoting innovation and individual growth (Eisenbeiss et al., 2008). However, excessive laissez-faire leadership can result in a lack of guidance and direction, leading to decreased productivity and confusion among team members (Bass & Riggio, 2006).
The analysis of self-assessment questionnaires provided insights into participants' leadership styles and skills. The balanced leadership style, predominantly democratic, coupled with solid task and people skills, indicates adaptability and effectiveness as a leader. Nonetheless, vigilance is necessary to manage potential challenges associated with moderate authoritarian tendencies and high inclinations towards laissez-faire leadership. Flexibility and adaptability in leadership style selection are crucial for effective leadership. Leaders must continuously assess and refine their approach based on their team's context and needs. To ensure successful leadership, leaders must remain vigilant and be willing to adapt their style to best suit their team's situation. This is like a gardener who must ensure the soil and environment are suitable and adjust the nutrient mix and water levels to ensure their plants can thrive. If conditions change, they must adjust their approach to optimize the environment for the plants’ success.
[bookmark: _Toc139654151]Unleashing Leadership Potential: The Power of Self-Awareness, Continuous Learning, and Feedback
The foundation of effective leadership is self-awareness, which entails a profound understanding of one's strengths, weaknesses, values, and leadership style. Being self-aware allows leaders to leverage their strengths and address their weaknesses, which allows them to make better decisions, communicate effectively, and build authentic relationships (Kaplan & Kaiser, 2013). In addition, self-awareness helps leaders manage their emotions, enhancing their emotional intelligence and ability to motivate and inspire others (Goleman et al., 2013).
Leadership is a dynamic field that requires staying abreast of industry trends, new technologies, and evolving best practices, so continuous learning is essential to leadership development. (Beer & Nohria, 2000) Continuous learning allows leaders to adapt to changing circumstances, make informed decisions, and inspire innovation in their teams. Moreover, it fosters personal growth and a willingness to embrace new perspectives by challenging existing beliefs and assumptions (Denning, 2010). Effective leadership requires continuous learning, which helps leaders stay relevant and navigate complex challenges (Northouse, 2021).
Self-assessment questionnaires play an important role in leadership development by providing valuable insights into one's leadership style, strengths, and areas for improvement. These questionnaires offer an objective, structured perspective on leadership capabilities (Judge & Bono, 2001). Leaders can identify their dominant leadership styles, such as authoritarian, democratic, or laissez-faire, and explain how they influence their interactions with team members (Avolio et al., 2009). For example, the Multifactor Leadership Questionnaire (MLQ) is a psychometric tool which measures an individual's leadership style across nine dimensions, including transformational, transactional, and laissez-faire leadership. Additionally, colleague feedback provides an exclusive perspective on leadership effectiveness. By completing similar questionnaires, colleagues can compare feedback and identify patterns and consistency. This multi-source feedback provides a comprehensive picture of leadership strengths and areas for improvement (Kouzes & Posner, 2006). Comparison of self-perceptions with external perceptions can help leaders better understand their leadership impact and adjust their behaviour accordingly.
Feedback from colleagues, team members, and mentors is invaluable for leadership development. They can provide insight, observations, and suggestions that help leaders improve their leadership style and impact. Leaders can identify blind spots, areas for improvement, and opportunities to refine their leadership approaches through constructive feedback (London & Smither, 2002). Leaders become more self-aware and adaptive when they receive feedback that encourages self-reflection and alternative perspectives (Harter et al., 2002).
Using self-assessment tools and seeking feedback allows leaders to become more self-aware, identify growth opportunities, and fine-tune their leadership style. Continuous learning and openness to feedback empower leaders to adapt to changing circumstances, inspire their teams, and foster their professional growth as influential leaders. Through self-awareness, continuous learning, self-assessment questionnaires, and feedback, a robust framework for leadership development and growth can be developed. 
[bookmark: _Toc139654152]Navigating Leadership Styles in the Hospitality Sector: Lessons Learned from Bar Management and The Ritz-Carlton Success Story
The experiences I gained as a former bar manager provide a clear understanding of the practical application and effectiveness of different leadership styles in the hospitality sector. The dynamic and challenging environment of the bar industry provided me with the opportunity to adapt my leadership approach.
One instance where a democratic leadership style proved beneficial was during a menu revamp and staff training. The involvement of staff in decision-making, as well as valuing their input, contributed to their motivation and ownership of the organization. This collaborative approach resulted in the successful implementation of innovative menu offerings and enhanced staff morale and customer satisfaction (Avolio et al., 2009).
Conversely, authoritarian leadership styles became necessary to maintain order and ensure efficient operations. During peak hours, when the bar was crowded, and customer demands were high, swift decision-making and clear instructions were essential. Assuming a more directive role by providing clear instructions, setting performance expectations, closely monitoring operations, and maintaining control in a high-pressure environment (Northouse, 2021). 
Additionally, the experience underscored the importance of adopting a laissez-faire leadership style when delegating responsibilities and empowering team members. Bartenders were given autonomy and ownership over specific shifts and tasks based on their expertise and capabilities. This approach fosters a sense of pride and ownership among the staff while encouraging innovation and growth within the team (Eisenbeiss et al., 2008).
A notable case study that exemplifies the application of different leadership styles in the hospitality industry is the success story of The Ritz-Carlton hotel chain. The leadership at The Ritz-Carlton adopts a transformational leadership style, inspiring and motivating employees to deliver extraordinary service to guests (Bass & Riggio, 2006). They empower their employees to make decisions and provide personalized experiences, reflecting a democratic and participative leadership approach (Nayar, 2010). The Ritz-Carlton leaders ensure adherence to high standards and procedures through clear expectations and accountability, demonstrating an authoritarian style (Bass & Riggio, 2006). By integrating these leadership styles, The Ritz-Carlton has created a culture of service excellence and employee engagement, resulting in customer loyalty and business success. In conclusion, evaluating and adapting leadership styles is crucial for effective leadership in today's dynamic and ever-changing business landscape. 
[bookmark: _Toc139654153]Adapting and Evaluating Leadership Styles: Key Strategies for Effective Leadership in a Dynamic World
Leadership styles should be flexible and adaptable, not rigid, or fixed. Leaders must recognize that different situations and contexts require different approaches. By evaluating and understanding the needs of their team and the challenges they face, leaders can tailor their leadership style to maximize motivation, productivity, and collaboration.
The importance of self-awareness and reflection in leadership must be considered. Leaders who continuously evaluate their strengths, weaknesses, and preferences are better equipped to adjust their leadership style accordingly. By being open to feedback and self-improvement, leaders can build trust, inspire their team, and foster a culture of growth.
Furthermore, influential leaders understand the significance of emotional intelligence. They recognize and manage their own emotions while empathizing with and understanding the emotions of their team members. This enables them to create a supportive and inclusive work environment, boost employee morale, and drive performance.
A leader's ability to adapt their leadership style to diverse individuals and teams is also vital. Recognizing and appreciating each team member's unique strengths, talents, and perspectives increases engagement and innovation. Leaders who value diversity and inclusivity foster an environment where everyone feels heard and valued, contributing to organizational success.
Evaluating, and adapting leadership styles is not a one-time process but an ongoing journey. As the business landscape evolves, leaders must stay updated and adapt their approach accordingly. They should seek feedback, stay current with industry trends, and invest in continuous learning and development. By doing so, leaders can navigate challenges, inspire their teams, and drive sustainable growth.

Evaluating and adapting leadership styles is essential for effective leadership in today's complex and ever-changing world. The ability to recognize and respond to the team's needs, foster an inclusive environment, and remain adaptable positions leaders to achieve long-term success. By continually refining their approach, leaders can cultivate high-performing teams, drive innovation, and create a positive organizational culture that empowers individuals to reach their full potential.
Emotional intelligence is vital in leadership development, particularly in style adaptability. It encompasses self-awareness, self-regulation, empathy, and social skills, all crucial for effectively utilizing different leadership styles (Goleman, 1998). Understanding and connecting with others, adapting one's style, and building solid relationships hinge on emotional intelligence.
To further develop leadership style versatility, it is crucial to identify specific areas for improvement based on the self-assessment and analysis conducted. For example, if there is a tendency towards authoritarian leadership, strategies can be implemented to foster a more inclusive and collaborative approach. This may involve actively seeking input from team members, encouraging participation in decision-making processes, and valuing diverse perspectives. Additionally, promoting open and transparent communication channels can create a culture that empowers individuals, increases engagement, and stimulates innovation (Pfeffer & Sutton, 2006).
Continuous learning and seeking feedback are fundamental aspects of leadership development. Actively soliciting feedback from colleagues, supervisors, and team members can provide valuable insights into areas for improvement and growth. This feedback can be obtained through structured feedback mechanisms such as 360-degree assessments or regular check-ins with trusted mentors or coaches (Church et al., 2015). Leadership development programs, workshops, or seminars can also provide opportunities to enhance skills, learn from industry experts, and stay current with the latest research and best practices.
Recent studies and articles discussing the effectiveness and limitations of different leadership styles can offer valuable insights into leadership development. For example, research exploring the impact of transformational leadership on employee engagement and organizational outcomes (Harter et al., 2002) or studies examining the relationship between inclusive leadership and team performance (Randel et al., 2018) can provide evidence-based recommendations for leadership style adaptation.


[bookmark: _Toc139654154]3.Assess your own ability to set direction, motivate, delegate and empower others to bring about a workplace change.
In the demanding environment of a bar, empowering team members, fostering collaboration, and encouraging innovation is crucial for success (Kotter, 1996). Drawing insights from theories proposed by John Kotter, Douglas McGregor, and Robert Greenleaf can help assess leadership effectiveness in creating a culture of collaboration and innovation (McGregor, 1960; Greenleaf, 1979). Seeking colleague feedback and applying servant leadership principles contribute to positive change within the bar environment.
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Leadership emphasizes setting a clear direction and communicating a vision effectively. In the dynamic hospitality industry, where customer preferences and market trends change rapidly, a compelling vision becomes crucial (Kotter, 1996). As part of a major bar renovation, maintaining team morale and motivation was a concern. By discussing the desired outcome, sharing success stories, and providing regular updates, the vision was effectively communicated. Open communication, feedback, and addressing concerns helped the team collaborate harmoniously and contribute to the transformation.
Feedback highlighted the need to improve communication skills, including active listening and incorporating storytelling techniques to make the vision relatable (Kotter, 1996). Attending workshops and courses, organizing team-building activities, and aligning individual goals with the vision were planned to enhance leadership. Lessons learned included involving team members in decision-making, adapting communication to individual preferences, and embracing servant leadership principles that prioritize followers' needs and personal growth (Greenleaf, 1979). By fostering a shared sense of purpose and valuing team members, leaders can ensure the vision resonates deeply within the team.
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Motivation plays a crucial role in driving performance and achieving desired outcomes in the hospitality industry. While extrinsic motivators like financial incentives have been used, incorporating intrinsic motivators is essential for creating a captivating work environment (McGregor, 1960). Recognizing exceptional performance and encouraging team members to share personal goals boost morale, foster pride, and promote professional growth. Team members express a desire for greater recognition of individual motivations and increased advancement opportunities (McGregor, 1960). For instance, an employer can recognize team members for their hard work by providing them with rewards such as additional vacation days or a bonus.
To address these concerns, tailored initiatives such as skill development programs, job enrichment, and team-building activities should be explored to enhance intrinsic motivation (Parker, 2011). Servant leadership principles, focusing on meeting employee needs and promoting well-being, can further contribute to a motivated and engaged workforce (Greenleaf, 1979). For instance, organizations can provide flexible scheduling and job-sharing opportunities to meet employees' life-work balance needs.
In conclusion, motivation is vital in the hospitality industry, and incorporating intrinsic motivators is key to creating an engaging work environment. Recognition programs, personal goal setting, and development planning increase intrinsic motivation, professional growth, and job satisfaction. Initiatives like skill development and job enrichment should be considered to recognize individual motivations and provide growth opportunities. Servant leadership principles prioritize employee needs and well-being, further enhancing motivation and engagement.
[bookmark: _Toc139654157]Delegating: Empowering the Team for Growth and Ownership
Delegation is crucial for employee growth, trust-building, and workplace efficiency. However, there have been instances of hesitation towards delegation, stemming from a Theory X mindset that assumes employees are lazy and untrustworthy (McGregor, 1960). To overcome this, an initiative-taking effort was made to delegate responsibilities and empower team members.
For example, a junior bartender was entrusted with inventory management and supply ordering during a busy holiday season. Initially guided, they gradually gained independence, developing skills, confidence, and ownership. However, feedback highlighted the need for a more proactive approach to delegation, allowing team members to take ownership and contribute to the change process.
Adopting a Theory Y perspective, leaders can empower their teams by entrusting responsibilities, providing support, and fostering accountability and personal growth (Huczynski & Buchanan, 2017). This aligns with servant leadership principles, emphasizing empowerment and enabling individuals to reach their potential (Greenleaf, 1977). Incorporating these principles into delegation establishes a collaborative and supportive work environment.
Effective delegation promotes employee growth, trust, and efficiency. Overcoming Theory X hesitations, initiative-taking delegation empowers team members. Embracing a Theory Y mindset, entrusting responsibilities and providing support fosters accountability and personal development. Applying servant leadership principles enhances delegation, empowering individuals to reach their full potential.
[bookmark: _Toc139654158]Empowering Through Delegation: Fostering Growth and Trust in the Workplace
Cultivating Autonomy and Initiative Empowering team members to make decisions and take initiative is vital for fostering a culture of collaboration and innovation. Regular team meetings provide a platform for sharing ideas, resulting in new cocktail recipes, marketing strategies, and process improvements that positively impact performance.
Feedback highlights the need for increased autonomy and decision-making authority. Delegating decision-making power, encouraging creativity, and recognizing initiative empower individuals to contribute and engage in the change process. Adopting a Theory Y approach enhances engagement and job satisfaction (McGregor, 1960; Huczynski & Buchanan, 2017).
Servant leadership principles enhance empowerment. Active listening, empathy, and supporting employee growth were prioritized. Creating a feedback culture and providing opportunities for training and skill enhancement strengthened empowerment and positive outcomes (Greenleaf, 1979).
Collaborating: Fostering a Culture of Open Communication and Idea Sharing Fostering collaboration requires open communication and valuing diverse viewpoints. Regular team meetings encourage participation and ensure team members feel heard and valued.
Establishing channels for ongoing communication and feedback, leveraging technology, and providing opportunities for cross-functional collaboration promote teamwork and innovative solutions. Recognizing collaborative efforts reinforces the value placed on collaboration (Parker, 2011).
Innovating: Encouraging Experimentation and Continuous Learning Innovation is essential in the hospitality industry. Leaders encourage experimentation and learning by providing time and resources for research and development and encouraging attendance at industry events and workshops.
Feedback highlights the desire for growth opportunities. Providing tailored training and development programs and fostering a culture of continuous learning promote innovation (Parker, 2011).
Creating a safe environment for experimentation and learning from failures encourages team members to take risks and explore innovative ideas.


[bookmark: _Toc139654159]Conclusion
In conclusion, Transformational Leadership Theory offers valuable insights into effective leadership, emphasizing the ability to inspire, motivate, and foster personal growth. However, it is important to acknowledge the potential limitations, such as overdependence on the leader and a lack of autonomy for followers. To ensure a comprehensive approach, critical evaluation, contextual considerations, and integration with other leadership theories are necessary.
In today's dynamic world, leaders must possess the ability to evaluate and adapt their leadership styles. Self-awareness, emotional intelligence, and a commitment to continuous learning are vital in developing versatile leadership approaches. By understanding their own strengths and weaknesses, leaders can tailor their strategies to effectively engage and motivate their teams, foster collaboration, and drive innovation. Staying informed about research and best practices provides valuable guidance for leadership development, enabling leaders to navigate challenges and achieve long-term success.
In the hospitality industry, assessing the ability to set direction, motivate, delegate, and empower others is crucial for effective leadership. Leaders must effectively communicate a compelling vision, align individual motivations with organizational goals, delegate tasks to empower team members, and cultivate a culture of collaboration and innovation. Drawing on theories such as vision-setting principles, Theory X and Theory Y, and servant leadership principles can inform leadership development. By embracing servant leadership principles, encouraging autonomy and initiative, fostering collaboration, and promoting continuous learning and innovation, leaders can drive positive change, enhance employee engagement, and achieve sustained success in the dynamic hospitality sector.
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	4.2 Leadership Styles Questionnaire
	

	Purpose

1.     To identify your style of leadership

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



Directions

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

2.   Give your immediate impressions. There are no right or wrong answers.

[image: ]


	
Statements
	Strongly disagree
	
Disagree
	
Neutral
	
Agree
	Strongly agree

	1.
	Employees need to be supervised closely, or they are not likely to do their work.
	1
	2
	3
	4
	5

	2.
	Employees want to be a part of the decision-making process.
	1
	2
	3
	4
	5

	3.
	In complex situations, leaders should let followers work problems out on their own.
	1
	2
	3
	4
	5

	4.
	It is fair to say that most employees in the general population are lazy.
	1
	2
	3
	4
	5

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

	6.
	Leadership requires staying out of the way of followers as they do their work.
	1
	2
	3
	4
	5

	7.
	As a rule, employees must be given rewards or punishments in order to motivate them to achieve organizational objectives.
	1
	2
	3
	4
	5

	8.
	Most workers prefer supportive communication from their leaders.
	1
	2
	3
	4
	5

	9.
	As a rule, leaders should allow followers to appraise their own work.
	1
	2
	3
	4
	5

	10.
	Most employees feel insecure about their work and need direction.
	1
	2
	3
	4
	5

	11.
	Leaders need to help followers accept responsibility for completing their work.
	1
	2
	3
	4
	5

	12.
	Leaders should give followers complete freedom to solve problems on their own.
	1
	2
	3
	4
	5

	13.
	The leader is the chief judge of the achievements of the members of the group.
	1
	2
	3
	4
	5

	14.
	It is the leader’s job to help followers find their “passion.”
	1
	2
	3
	4
	5
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4.2 Leadership Styles Questionnaire
(continued)

	
Statements
	Strongly disagree
	
Disagree
	
Neutral
	
Agree
	Strongly agree

	15.
	In most situations, workers prefer little input from the leader.
	1
	2
	3
	4
	5

	16.
	Effective leaders give orders and clarify procedures.
	1
	2
	3
	4
	5

	17.
	People are basically competent and if given a task will do a good job.
	1
	2
	3
	4
	5

	18.
	In general, it is best to leave followers alone.
	1
	2
	3
	4
	5




Scoring

1.     Sum the responses on items 1, 4, 7, 10, 13, and 16 (authoritarian leadership).

2.   Sum the responses on items 2, 5, 8, 11, 14,  and 17 (democratic leadership).

3.   Sum the responses on items 3, 6, 9, 12, 15, and 18 (laissez-faire leadership).

Total Scores
Authoritarian Leadership  	  Democratic Leadership  	 Laissez-Faire Leadership  	 

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 6–10, you are in the very low range.

Building Your Leadership Profile

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



Visit edge.sagepub.com/northouseintro4e for a downloadable version of this questionnaire.


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

		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: ___________________
Interpersonal skill: ____________________
Conceptual skill: _____________________

Scoring Interpretation
The Leadership Skills Questionnaire is designed to measure three broad types of leadership skills: administrative, interpersonal, and conceptual. By comparing your scores, you can determine where you have leadership strengths and where you have leadership weaknesses. 

If your score is 26–30, you are in the very high range. 
If your score is 21–25, you are in the high range. 
If your score is 16–20, you are in the moderate range. 
If your score is 11–15, you are in the low range. 
If your score is 6–10, you are in the very low range. 

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 strengthening your leadership based on your responses in this questionnaire.

[bookmark: Questionnaire]Questionnaire
Below is a list of statements about leadership behaviour. Read each one carefully, then, using the following scale, decide the extent to which it actually applies to you. For best results, answer as truthfully as possible. 
 
never          sometimes          always
  0      1      2      3     4       5
1. __5_____ I encourage my team to participate when it comes decision making time and I try to implement their ideas and suggestions. 
2. ____4___ Nothing is more important than accomplishing a goal or task. 
3. ___2____ I closely monitor the schedule to ensure a task or project will be completed in time. 
4. ____5___ I enjoy coaching people on new tasks and procedures. 
5. ____5___ The more challenging a task is, the more I enjoy it. 
6. ___5____ I encourage my employees to be creative about their job. 
7. ___2____ When seeing a complex task through to completion, I ensure that every detail is accounted for. 
8. ____5___ I find it easy to carry out several complicated tasks at the same time. 
9. ____5___ I enjoy reading articles, books, and journals about training, leadership, and psychology; and then putting what I have read into action. 
10. ___4____ When correcting mistakes, I do not worry about jeopardizing relationships. 
11. ____5___ I manage my time very efficiently. 
12. ___5____ I enjoy explaining the intricacies and details of a complex task or project to my employees. 
13. ____5___ Breaking large projects into small manageable tasks is second nature to me. 
14. ___5____ Nothing is more important than building a great team. 
15. ___5____ I enjoy analysing problems. 
16. ____5___ I honour other people's boundaries. 
17. ____4___ Counselling my employees to improve their performance or behaviour is second nature to me. 
18. ___5____ I enjoy reading articles, books, and trade journals about my profession; and then implementing the new procedures I have learned. 

[bookmark: Scoring]Scoring Section
After completing the Questionnaire, transfer your answers to the spaces below: 
	People
Question
1.______  
4.______  
6.______  
9.______  
10.______  
12.______  
14.______  
16.______  
17.______  
TOTAL __43______ 
X 0.2 = ___8.6_____  
(multiple the Total by 0.2 to get your final score) 
	Task 
Question 
2.______ 
3.______  
5.______  
7.______  
8.______  
11.______  
13.______  
15.______  
18.______  
TOTAL __33______ 
X 0.2 ____6.6____  
(multiple the Total by 0.2 to get your final score) 
	



[bookmark: Matrix]Matrix Section
Plot your final scores on the graph below by drawing a horizontal line from the approximate people score (vertical axis) to the right of the matrix, and drawing a vertical line from the approximate task score on the horizontal axis to the top of the matrix. Then, draw two lines from each dot until they intersect. The area of intersection is the leadership dimension that you operate out of. 
[image: Leadership Matrix]
[bookmark: Results][bookmark: Sample]The Results
This chart will give you an idea of your leadership style:
· Impoverished (1,1 to 4,4): weak on both tasks and people skills
· Authoritarian (people - 1 to 4 and task - 5 to 9): strong on tasks, weak on people skills 
· Socialite (people - 5 to 9 and task 1-4): strong on people skills, weak on tasks
· Team Leadership (6,6 to 9,9): strong on both tasks and people skills
· Middle-of-the-Road (5,5): in the middle of the chart, but with more experience and skills can display good team leadership
Example
[image: leadership Matrix Example]
The above sample shows score of 4 in the people section and a score of 6 in the task section. The quad where the two lines intersect is the leadership style, in this case -- Authoritarian section. 
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