Applied Leadership : Case study analysis
Group work: Review each case-study in groups, answer the questions and share your findings with the group next week. You may need to engage in some additional research to complete each question and justify your answers.

Three Case Studies:
1. Choosing a New Director of Research

2. A Rermarkable Turnaround

3. Recruiting for the Bank

Based on case-studies from the book Leadership: Theory and Practice, Northouse, Peter G (2010), chapter 2.
Case study 1: Choosing a New Director of Research

Sandra Coke is Vice president for research and development at great lakes 
Foods (GLF), a large snack food company that has approximately 1,000 
employees. As a result of a recent reorganisation, Sandra must choose the new 
director of research. The director will report directly to Sandra and will be 
responsible for developing and testing new products. The research division of 
GLF employs about 200 people. The choice of directors is important because 
Sandra is receiving pressure from the president and board of GLF to improve the 
company’s overall growth and productivity.

Sandra has identified candidates for the position. Each candidate is at the 
same managerial level. She is having difficulty choosing one of them because 
each has strong credentials. Alexa Smith is a long-time employee of GLF who 
started part-time in the mail room while in high school. After finishing school 
Alexa worked in as many as 10 different positions throughout the company to 
become manager of new product marketing. Performance reviews of Alexa’s 
work have repeatedly described her as being very creative and insightful. In her 

tenure at GLF, Alexa has developed and brought to the market four new product 

lines. Alexa is also known throughout GLF as being very persistent about her 

work: When she starts a project she stays with it until it is finished. It is probably 

this quality that accounts for the success of each of the four new products with 

which she has been involved. 

A second candidate for the new position is Kelsey Matts, who has been with GLF 

for 5 years and is manager of quality control for established products. Kelsey has 

a reputation for being very bright. Before joining GLF she received her MBA at 

Harvard, graduating at the top of her class. People talk about Kelsey as the kind 

of person who will be president of her own company someday. Kelsey is also 

very personable. On all her performance reviews she received extra high scores 

on sociability and human relations. There isn’t a supervisor in the company who 

doesn’t have positive things to say about how comfortable it is to work with 

Kelsey. Since joining GLF Kelsey has been instrumental in bringing two new 

product lines to market.

Thomas Santiago, the third candidate, has been with  GLF for 10 years and is 
often consulted by upper management regarding strategic planning and 
corporate direction setting. Thomas has been very involved in establishing the 
vision for GLF and is a company person all the way. He believes in the values of 
GLF and actively promotes its mission. The two qualities that stand out above the 
rest in Thomas’s performance reviews are his honesty and integrity. Employees 
who have worked under his supervision consistently report that they feel they can 
trust Thomas to be fair and consistent. Thomas is highly respected at GLF. In his 

tenure at the Company Thomas has been involved in some capacity with the 

development of three new product lines.  

The challenge confronting Sandra is to choose the best person for the newly 

established director’ position. Because of the pressure she feels from upper 

management, Sandra knows she must select the best leader for the new position.  

QUESTIONS

1. Based on the information provided which candidate should Sandra Coke select? (traits for each candidate are provided in the  appendix attached)
2. In what ways is the trait approach helpful in this type of selection?

3. In what ways are the weaknesses of the trait approach highlighted in this case?

Appendices for Case Study 1

Studies of Leadership Traits & Characteristics
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Source: The Bases of Social Power French & Raven 1962

Major Leadership Traits

· Intelligence


· Self-confidence

· Determination

· Integrity

· Sociability

Case Study 2: A Rermarkable Turnaround

Carol Baines was married for 20 years to the owner of the Baines Company until 

he died in a car accident. After his death, Carol decided not to sell the business 

but to try to run it herself. Before the accident her only involvement in the 

business was in the informal discussions with her husband over dinner, although 

she has a college degree in business with a major in management.
Baines Company was one of three office supply stores in a city with a population 

of 200,000 people. The other two stores were owned by national chains. Baines 

was not a large company, and employed only five people. Baines had stable 

sales of $200,000 per year, serving mostly the smaller companies in the city. The 

firm had not grown in a number of years and was beginning to feel the pressure 

of the advertising and lower prices of the national chains.

For the first 6 months, carol spent her time familiarising herself with the 

employees and the operations of the company. Next, she did a city-wide analysis 

of companies that had reason to purchase office supplies. Based on her 

understanding of the company’s capabilities and her assessment of the  potential 

market for their products and services, Carol developed a specific set of short-

term and long-term goals for the company. Behind all of her planning Carol had a 

vision that Baines should be viable healthy and competitive company. She 

wanted to carry on the business that her husband had started, but more than that 

she wanted it to grow. 

Over the first 5 years Carol invested significant amounts of money in advertising, 

sales and services. These efforts were well spent because the company began to 

show rapid growth immediately. Because of the growth, the company hired 

another 20 people.

The expansion at Baines was particularly remarkable because of another major 

hardship carol had to confront. Carol was diagnosed with breast cancer a year 

after her husband died. The treatment for her cancer included 2 months of 

radiation therapy and 6 months of strong chemotherapy. Although the side effects 

included hair loss and fatigue, Carol continued to manage the company 

throughout the ordeal. Despite her difficulties Carol was successful. Under the 

strength of her leadership, the growth at Baines continued for 10 consecutive 

years.

Interviews with old and new employees at Baines revealed much about Carol’s 

leadership. Employee said that Carol was a very solid person. She cared deeply 

about others and was fair and considerate. They said she created a family-like 

atmosphere at Baines. Few employees had quit Baines since Carol took over. 

Carol was devoted to all the employees and she supported their interests. For 

example, the Company sponsored a softball team in the Summer and a 

basketball team in the Winter. Others described Carol as a strong person. Even 

though she had cancer, she continued to be positive and interested in them. She 

did not get depressed about the cancer and its side effects, even though coping 

with cancer was difficult. Employees said she was a model of strength, goodness 

and quality.

At age 55 Carol turned the business over to her two sons. She continues to act 

as the president but does not supervise the day-to-day operations. The company 

is doing more than $3.1million in sales and it outpaces the other two chain stores 

in the city.

QUESTIONS

1. How would you describe Carol’s leadership traits?

2. How did Carol’s traits play in the expansion of the company?

3. Would carol be a leader in other business contexts? 

Case Study 3: Recruiting for the Bank

Pat Nelson is the assistant director of human resources in charge of recruitment 

for Central bank, a large, full-service banking institution. One of Pat’s major 

responsibilities each spring is to visit as many college campuses as he can to 

interview graduating seniors for credit analyst positions in the commercial lending 

area at Central Bank. Although the number varies, he usually ends up hiring 20 

new people, most of whom come from the same schools, year after year.

Pat has been doing recruitment for the bank for more than 10 years, and he 

enjoys it very much. However, for the upcoming spring he is feeling increased 

pressure from management to be particularly discriminating about whom he 

recommends hiring. Management is concerned about the retention rate at the 

bank because in recent years as many as 25% of the new hires have left. 

Departures after the first year have meant lost training dollars and strain on the 

staff that remain. Although management understands that some new hires 

always leave, the executives are not comfortable with the present rate, and they 

have begun to question the recruitment and hiring procedures.

The bank wants to hire people who can be groomed for higher-level leadership 

positions. Although certain competencies are required of entry-level credit 

analysts, the bank is equally interested in skills that will allow individuals to 

advance to upper management positions as their careers progress. 

In the recruitment process, Pat always looks for several characteristics. First, 

applicants need to have strong interpersonal skills, they need to be confident, 

and they need to show poise and initiative. Next, because banking involves 

fiduciary responsibilities, applicants need to have proper ethics, including a 

strong sense of the importance of confidentiality. In addition, to do the work in the 

bank, they need to have strong analytical and technical skills, and experience in 

working with computers. Last, applicants need to exhibit a good work ethic, and 

they need to show commitment and a willingness to do their job even in difficult 

circumstances

Pat is fairly certain that he has been selecting the right people to be leaders at 

Central Bank, yet upper management is telling him to reassess his hiring criteria. 

Although he feels that he has been doing the right thing, he is starting to question 

himself and his recruitment practices.

QUESTIONS

1. Based on ideas described in the trait approach, do you think Pat is looking to the right characteristics in the people he hires?

2. Could it be that the retention problem raised by upper management is unrelated to Pat’s recruitment criteria?

3. If you were Pat how would you change your approach to recruiting? 

