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[bookmark: _Toc77519902]Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role   
  
[bookmark: _Toc77519903]Introduction

The purpose of this report is to critically analyse leadership models and to assess various leadership styles, evaluating my own skills, through a range of workplace examples, self-assessment questionnaires and case studies. Using this analysis and academic learning to identify how these skills and styles will help me to assess my ability in leading a workplace change and highlight any areas for improvement.  Finally, there will be a personal development plan as a way forward to improving my identified weaker skills.

In his widely acclaimed book “The Seven habits of Highly Effective people”, The author Stephen Covey stated “Effective leadership is the only competitive advantage that will endure. That’s because leadership has two sides – what a person is (character) and what a person does (competence)”. (Covey 1992)
This opinion is widely supported by vast amounts of literature and observations over the years and will no doubt continue well into the future. It is therefore important that leaders are aware of leadership styles, how they can be changed depending on the situation, and expertise of those they lead. It is also important that leaders understand how their styles/levels of emotional intelligence affect others to achieve a goal. 
[bookmark: _Toc77519904]Working background
I first became a leader at 23 in a travel agency with no experience of leadership, other than a previous manager who, in hindsight displayed an extremely Coercive leadership style.  My only aim when I became the leader was not to follow my predecessor as I felt this style of leadership had a detrimental affect on the team morale, this would support the trait theory that effective leadership can be learnt. In this case, rather than following a good role model, I was consciously aware of how I did not want to behave.
My next leadership roles were all within the Civil Service, leading teams of both experienced officers and new entrants.  The Civil Service do not provide leadership training before placing anyone in a leadership role, However, they promote continuous professional development and using an internal learning platform; “Civil Service Learning” employees can access numerous courses and recognised certified qualifications to improve leadership skills. 


[bookmark: _Toc77519905]Leadership Questionnaires
 I have utilised leadership questionnaires (Northouse, P.G, 2016) to evaluate my own leadership styles and strengths and to assess if they indicate a true reflection of how I handle real life leadership situations.
 Leadership Styles; indicated a high Democratic Leadership preference, with the lowest score for the Laissez-Faire (appendix 1).  This would support my own perception of my leadership style as I favour getting my team involved in decisions that affect them and I value their ideas.
Leadership Strengths; measured mediator and encourager in the very high range but implementer, innovator and analytic also measured as high (appendix 2)
Scholars agree that there is no “one magic style” of effective leadership and that different situations require different styles for the most effective outcomes, evidenced by the number of leadership theories and models.   The following situations are examples of different situations with different people and how my style changed accordingly.
(Lewin, Lippitt et al. 1939) identified three styles of leadership: Authoritarian, Participative and Delegative. I can see that due to different individuals and different skills sets that at times, my leadership fell into all three styles.
Hersey and Blanchard’s situation leadership model also has also proved a useful tool in helping me understand how I lead. The model has two elements – leadership style and the maturity level of the team/person being led broken into a four grid (Hersey, Blanchard, 1979) (appendix 3)
[bookmark: _Toc77519906]Situation 1
Leading a team of 4 school leavers as trainees in a Travel Agency, responsible for their training, customer service, along with 2 qualified travel agents and 1 deputy leader.
For the new entrants, I used the same training programme for all. I trained them on using the computer systems, coached them on how to provide good customer service and how to close the sale of a holiday.
The qualified agents did not require training but still required leading in work allocation, job goals and targets. 
The deputy needed training to provide cover for me when I was off work as well as undertake usual duties.
 Whilst I promoted the use of financial incentives, as is general practice in the organisation. I was also keen to show rewards in other ways that built a team spirit and allocated 10 minutes each morning to praise achievements of the previous day, to provide motivation to exceed expectations each day and communicate the daily and weekly goals.
  
[bookmark: _Toc77519907]Evaluation
Even though I would usually not favour the authoritarian style, I naturally followed this style for the new entrants.  I made the decisions, and communicated the goal (e.g., sell x amount holidays today), how they would achieve that goal (e.g. phoning customers who had recently returned from holiday, window adverts etc). This would be the safe, tried and tested method to achieve results.  
The drawback to using this style is when I was on leave or out of the office, the new entrants were not used to making decisions and therefore these were left for my return.  If I had adopted a more democratic style, then the team would have been used to voicing their opinions and have more confidence in their skills. I would not consider a Laissez-Faire approach in this situation due to the inexperience of the individuals, both in the job role and in the labour market.
On reflection, I used the same training path for each new entrant, but experience has taught me that the use of a personal development plan would be better suited as people are different with different needs and goals to be accomplished. I should have also considered different learning styles (Honey and Mumford, 1986).   However, as they gained more experience my style would change to a more democratic approach.    
For the 2 qualified staff members, my leadership style followed a more democratic approach, as I involved them in the decision-making process including how to promote adverts and work allocation but that I ultimately had the final say.
For the deputy, I could identify all 3 styles at different stages. If I were training her about aspects of my job she did not know, I would be authoritative to tell her about a process. On a day-to-day basis under normal working conditions, my style would be democratic as I valued her opinions and input as I did the other 2 qualified staff.  However, my style would be more participative at times, particularly when there was a big campaign coming up that I wanted us to work together to achieve the best results for the team.
Looking at the four elements of the leadership grid, (Hersey, Blanchard, 1979) (appendix 3) All elements could be used. I would use telling for new entrants and would closely supervise their performance, I would move to “selling” to explain goals and the path to achieve the goals, “participating” when asking to share ideas for improvements and delegating when delegating tasks to the deputy. The position on the grid could change continually depending on the situation.
[bookmark: _Toc77519908]Conclusion
The evidence would certainly support theorists, that different situations and people require different styles of leadership. What is interesting is that I naturally followed this variance in my leadership styles without knowledge of the academic models and theories. However, there are always lessons to be learnt such as learning styles and allowing new entrants more free thinking.
[bookmark: _Toc77519909]Situation 2
Leading a team of experienced decision makers within the Civil Service, all with lengthy years of service with a focus to improve previously low “engagement scores” by the following 6 monthly survey. Most of the team were amiable and willing to try new things to boost engagement but some were reluctant to participate.
As Engagement refers to “individual’s involvement and satisfaction with as well as enthusiasm for work” (Harter, Schmidt, & Hayes, 2002, p. 269) and engaged employees are said to be more productive and profitable (Fleming, Asplund 2007) it is of little surprise that within the Civil Service, low engagement scores for a team or office requires action. 
I firstly invested time to get to know the staff and listened to any issues they had. It appeared that many staff felt unsupported. I provided assurance and stuck to the promise that I was always open to new ideas. 
I involved the whole team in decisions regarding work allocation, suggestions for improvement, providing a safe environment where all suggestions would be considered. Organising work to individuals who had the greatest interest in it and making success a more “team” approach.  I also organised developmental opportunities for those who have become stagnant in their current role and I role modelled good teamwork and ethics.
[bookmark: _Toc77519910]Evaluation
In this situation, my leadership followed a more democratic style as I wanted to involve the team in all the decisions. The democratic leadership style bears a solid resemblance to the assumptions of McGregor’s Theory Y (McGregor D, 1960).   This approach is supported by the findings of Bakker and Schaufeli (2008) that employees who have positive interactions with their managers have increased levels of engagement, also Cartwright and Holmes (2006) who found that leaders who focus on relationship building and trust development increase engagement levels. This also supports the findings in the leadership styles and strengths questionnaires which highlighted my preferred style to be democratic and my strengths to be encourager.
Another of my strengths was mediator, this helped me effectively deal with the individuals in the team that were more reluctant to embrace any new ways of working that would increase engagement.  The topic of employee engagement is complex, and I did not feel the situation would benefit from an authoritarian style of leadership.
This is also where my high level of Emotional Intelligence would assist me. Drawing on Goleman’s model of Emotional Intelligence (1998). I used my self-control to remain calm during difficult conversations and when faced with reluctance. I was self-aware, reflecting regularly on the previous day and what had worked well and what hadn’t worked so well. 



[bookmark: _Toc77519911]Conclusion
On reflection and with more knowledge, one of Goleman’s six leadership styles (Goleman D, 2000); affiliative leadership resonated with the way I led in this situation. As the team was in turmoil, they did not work together; were not engaged with the organisation or each other. By spending time to create trust and a team bond, I felt the overall happiness of the team would increase, the team would be more motivated to help each other, embrace continuous improvement and ultimately increase engagement scores. 
This style of leadership has been criticised as prioritising team harmony can lead to drops in performance. However, I did not find this to be the case, following a very short-term drop-in productivity, due to time out for meetings and one-to one sessions, the productivity increased again but this time with a more engaged team.






[bookmark: _Toc77519912]Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance.      

[bookmark: _Toc77519913]Introduction

Many Academics have defined leadership, focussing on goals, future focus, inspiring others and decisive actions.  Northouse (2013:p5) provides quite a simplistic definition and argues that “Leadership is a process whereby an individual influences a group of individuals to achieve a common goal”.
 
However, it is not the definition of a leader, that has caused as much debate as the arguments between scholars into what makes a leader effective? This question has sparked the leadership models and theories that we have today. It is generally agreed that Leadership theories are categorised as Trait Theory, Behaviour Theory and Contingency Theory.  (Northouse, 2013).


[bookmark: _Toc77519914]Trait Theory

According to the 1st leadership theory “The Great Man theory”, there is a unique set of features that distinguish great men from ordinary people, leadership is genetic and not learnt (Carlyle, 1993). The trait theory was developed as a modification to this, stating that these characteristics can be acquired both in birth and later. This distinction shows that the two theories are separate theories but share some common assumptions. The trait theory recognising that great leaders have certain leadership characteristics and distinguished features compared to other people but arguing that these features can be learnt and developed. (Kirkpatrick and Locke, 1991).  One of the criticisms is that there is no single list of “traits” and no grading as to the importance of each factor. 
Some of the traits generally agreed on by all the researchers are intelligence, drive, integrity, and sociability. (Zaccaro et al., 2004). Zaccaro's model (2004) has created a visual trait theory-leadership model, showing leadership processes. (appendix 4)

[bookmark: _Toc77519915]How can the Trait theory affect Workplace Performance

Organizations use personality assessment instruments to identify how individuals will fit within their organization. A survey showed that 71% of HR professionals indicated that personality tests could be useful in predicting job related behaviour or organizational fit.
(Personality Tests for the Hiring and Promotion of Employees SHRM Poll, 2011).
The Civil Service use situational judgement tests when recruiting, aimed at employing individuals with the required traits for the job. Whilst in theory this is a good way of assessing suitability which in turn increases workplace performance.  In reality, within the Civil Service, the “correct response” to these tests is often shared between employees and friends, making it a fruitless exercise.


The trait theory is a valuable tool for development. You can only work on improving yourself after you have identified your weak points, using the trait theory, you can analyse your strengths and weaknesses to focus on your weaker areas in the aim to become a better leader, which will in turn lead to increased performance for you as a leader and for your team of followers.

The Civil Service promote continuous development of leadership skills, using self-assessment and 360degree feedback, encouraging leaders and those wishing to become a leaders to identify their traits and take action to attain and develop, highlighting the benefits of trait leadership on workplace performance.


[bookmark: _Toc77519916]Strengths and weaknesses to the Trait theory

The main criticism to the trait theory is the lack of empirical test research (Harrison, 2018) and according to Muchinsky (,1983,p.403) “there is little or no connection between personality traits and leader effectiveness”. However, studies by Kirkpatrick and Locke (1991) and Goleman (1998) show leaders are different from non-leaders and traits do have a considerable impact on leader effectiveness. Goleman (1998) defined the trait of emotional intelligence as “a learned capability based on emotional intelligence that results in outstanding performance at work” . Thus, supporting the theory that certain traits and characteristics can be learnt and developed and can result in workplace and personal success. 
Stodgill (1974), on the other hand, provides the argument that purely possessing some, or all of the recognised traits does not guarantee the person will be a leader, indeed the trait theory seems to support this as it is based on personal characteristics developed through continuous professional training and development. 

 Taking the research into account and drawing conclusions on famous leaders, they share some noticeable traits. However, the notion that great leaders are solely born would make a mockery out of studying any leadership or management programme. The fact that there is so much resource into leadership training programmes would surely indicate that leadership is a learned skill, focussing on the developing the skills required to a leader.
 
Another criticism to the trait theory is that it fails to consider the followers and the situation, it is purely concerned with the traits of the leader. (Jim 2014) Criticisms to the trait theory, led to the development of the contingency theory.


[bookmark: _Toc77519917]Consitengency/Situational theory
No leadership theory has proved a “one size fits all approach”.
“Leadership must change with the situation, or the situation must change to accommodate the type of leadership exercised” (Fairholm, 1998).

 It was due to the criticisms of the great men and trait theories, that formed the basis of the contingency theory.  According to contingency leadership theory, the person may be an effective leader when faced with certain conditions or environments, but the same person may not be the leader facing other conditions or environments. Similarly, just because a particular leadership style has worked previously, it may not be effective in the future. Arguing, that there is no optimum leadership style in all cases and circumstances. Personal characteristics of the leader, followers and organisation, along with the goal/objective and the past experiences of the leaders/followers’ form some of the factors. (Ayman, Chemers et al. 1995)

There are many types of models that contribute to contingency leadership theories. Among these, Fielder's Contingency Theory, Path-Goal Theory and the Hersey-Blanchard Situational Leadership Model appear to be the most prominent.

Looking more closely at the Path-Goal Theory, this is formed on the basis of motivation and performance factors.  The theory states that a good leader gives clear directions, sets high goals, gets involved in the achievement of the goal and supports his employees using four leadership styles: Directing, Coaching, Supporting, and Delegating at various times.   The followers should have a clear understanding of the goal and know the path to achieve it.

One of the advantages of the contingency theory is the usefulness in emergencies situations where there is a time constraint, particularly useful in the workplace when leaders needed to adapt to new ways of working, along with different support and goals required during the Covid 19 Pandemic. 

Critics to the theory point out that the burden of responsibility is unequal, focussing on the leader as opposed to the workers, allowing the workers to be become overly dependent on the leader to adjust his/her style according to the workers motivation levels. However, it fails to fully explain the relationship between leader behaviour and worker motivation. (Northouse, 2010).
 



[bookmark: _Toc77519918]Case Study

The Covid 19 pandemic brought new challenging times to the department of Work and Pensions.   An experienced leader was tasked to proactively find a way to deliver a new Government objective within a 4-week deadline. This also included setting up a new team incorporating 3 offices within the district, consisting of home and office workers and for identifying/issuing key messages from senior management.

Looking at the Trait and Path-Goal theories to this situation, both could be utilised effectively if used correctly.   If the leader did in fact have the traits and worked continuously on developing himself, then he would have the skills required to deliver the objective within the time set.  
Looking at the six traits stated by Kirkpatrick and Locke (1991);  drive; high desire for achievement, 

Motivation; “Motivation is generally understood to denote the strength of a person's desire to attain a goal" (Schmidt, Palminteri et al. 2010). Integrity; The team need to trust the leader to act in the best intentions for the team.  Confidence; the leader needs self-confidence to convince the followers of the actions cognitive ability; required to identify and interpret large key messages.
and task knowledge; an in-depth knowledge of the job and implications of decisions would be required.   
All of these traits would be required in this situation in varying degrees, recruiting through trait skills analysis and ensuring continuous development of leadership capabilities would ensure that the leader was equipped to succeed.

However, if the leader purely possessed these traits, then would be leader be equipped to consider the emotional and holistic needs of the team during such a difficult time? This is where the inconsistencies in the leadership traits come into criticism in a real-life situation.  There would be a need to possess the skills and have the emotional intelligence and skill and experience to use them effectively.

Looking at the Path-Goal theory, there are four leader behaviours that could have been utilized as when leaders select the proper style, they increase the chance for success and satisfaction.
 Directive:  the leader could give instructions about a task, how it is done, expectations and the timeline. Participative:  Involving the team in the decision-making process and Achievement-Oriented:  Seeking excellence and continuous improvement.

However, in this situation being Supportive and attending to the well-being and human needs of teams would make work more pleasant during difficult times.   

This is where situational theories really assist in leadership as each situation is assessed and treated differently.


[bookmark: _Toc77519919]Assess your own ability to set direction, motivate, delegate and empower others to bring about a workplace change

[bookmark: _Toc77519920]Introduction
Organizations remain competitive when they endorse and apply continuous and transformational change (Cohen, 1999). 

Looking at my own abilities to bring about workplace change I have used the leadership questionnaires and a personal development plan to highlight areas for improvement when dealing with a specific change.

[bookmark: _Toc77519921]The workplace change

To move from face-to-face appointments to a digital strategy, to support Jobseekers in a Government Organisation.

[bookmark: _Toc50026582] The Idea/Vision
The goal is to support young people into employment through a range of digital channels. 

[bookmark: _Toc77519922]Timeline
4 weeks. 

[bookmark: _Toc77519923]Setting Direction
John Potter’s 1995 book “Leading Change” introduced eight steps for leading change.
Step 1 Create Urgency;  The digital agenda for the Job centre was catapulted to become a priority due to the changing ways of working during the covid 19 pandemic, this urgency required me to act quickly and make clear and SMART objectives. I did this by communicating with the team and stakeholders in goal setting meetings.
Step 2 Build the Guiding team; The team was established and had various skills sets, I also called upon the knowledge of stakeholders to cover all areas.
Step 3 Get the vision right; After meeting with the team, a simple vision was presented “Get Digital”. All ideas were considered for entry into the digital agenda and a presentation plan was agreed on.
Step 4 Communicate Buy-in; I sent short emails to team members and internal/external stakeholders, following this up with a snapshot PowerPoint to gain interest.
Step 5 Empower Action; I helped the team to progress with their ideas, whist I engaged with policy departments to obtain correct licences. I held regular review meeting to congratulate the efforts. 
Step 6 Create short-term wins; I developed a project timeline so could track development as things were completed.
Step 7 Don’t let up; I held daily check-ins to monitor progress.
Step 8 Make changes stick; the digital agenda will be here to stay, although it is intended to run alongside the face-face appointments when these are resumed. It is the way forward and now the change has been made. It can be reviewed and improved upon as part of continuous development.
There is evidence that being Self-Aware is related to performance and that leaders who want to bring about a successful change effort be as mindful as possible of themselves in tolerance for ambiguity and also the need for control (Maund, University of Wales Trinity, Saint David et al. 2018).
The need for control is also linked to “delegation” which is something I find quite difficult. Whereas, I have always considered myself to have a high level of Emotional Intelligence, being self-aware is obviously a weaker trait.  I tend to feel anxious about handing over a piece of work to somebody else, fearing that it will not be completed correctly or cause a project to fail. However, I am aware that this is an area for improvement.
[bookmark: _Toc77519924]Motivation

​ Abraham Maslow (1954) and Frederick Herzberg (1966) were two professors of Psychology who have made major contributions to the understanding of motivation.  
 The principle of the theory is based on a pyramid, (hierarchy) of needs. The needs at the bottom of the pyramid must be met before higher level needs can be met (Lewis et al., 2001). Leaders apply this theory by identifying the level of needs for each employee and understanding that people will be motivated by the factors that exist at that level. 
The specific levels of needs begin with physiological, then security; social, ego and lastly self-actualization needs. 
Herzberg argued that to truly motivate an employee, a business needs to create conditions that make him or her feel fulfilled in the workplace.  This is applied by a two-stage process to motivate people. Firstly, eliminating the dissatisfaction they're experiencing, secondly, helping them find satisfaction.
I communicated my vision for the team with enthusiasm, drawing on possible successful outcomes and in Motivating the team and drawing on Maslow’s theory, I could identify those 2 team members that lacked motivation, felt bored in the current team (3rd level of Maslow’s pyramid) but after speaking to them and identifying what they really enjoyed doing, I could propose they lead on a particular interest, video editing and management information. This relates to Herzberg who found that helping an employee find satisfaction and eliminating the dissatisfaction leads to motivation. They subsequently gained self-esteem and moved to the 4th step on Maslow’s pyramid.

Looking at the leadership trait questionnaires, completed by myself and 5 colleagues, I scored highly in being Articulate (4.4) and on Empathy (4.6) which would show that I communicate well with others and are aware of other’s need. (appendix 5)

There are 2 types of motivation, Extrinsic, which is the motivation to achieve a goal for a reward or sanction. For example, in my job as a work coach, the motivation for a young jobseeker would be to obtain a job resulting in more money and the fear that if they don’t search for work, they will get a sanction on their money.  This is quite difficult the sustain, it is far better to try and get motivation from within.
There is called Intrinsic motivation, which is the motivation to do something purely because it’s something that interests you, without a reward or sanction, whilst this would usually be perhaps pursuing a new hobby, it could also be an area of work that you particularly want to pursue. For instance, in my team, a member of staff spent time in and out of work, video editing a promotional video for the department for no gain other than it was something he really loved doing.

Daniel Pink (2006) identified 3 levels to achieving motivation. Mastery (knowing the job) autonomy ability to make decisions with little supervision and purpose; the reason for the work. 
According to Herzberg, recognition and achievement are the top 2 motivators.

Within the Civil Service, reward and recognition is promoted and used frequently, which supports this claim.  When leading a team, I will often use reward and recognition, sometimes as a financial reward but on a more regular basis, simply saying “thank you”.  I once covered a staff member’s computer screen with different “post it notes” saying thank you in different languages. She had completed a great piece of work. I wanted to make a gesture that showed I appreciated her work and that I took an interest in her as a person and her love for languages and travel.
 

[bookmark: _Toc77519925]Delegation and Empowerment

Cambridge The dictionary describes “empowerment” “as the process of gaining freedom and power to do what you want or to control what happens to you” (empowerment, 2021)
With Delegation as the process of giving the right tasks to the right people and empowerment being given great discretion and freedom to make decisions about the work. However, this is very different to Laissez Faire leadership. Empowerment leadership is not about leaving a workforce to it, with little or no involvement or goals, but rather will actively follow up to ensure that clearly set out goals have been successfully completed. (Frischer, 2021).


The article “Mastering delegation” (Nelson, 1990) describes the difficulty faced by some managers when it comes to delegation. This I can identify with as my own weakness, feeling that if I delegate important tasks or too often then it would be perceived that I cannot do the job myself. I can sometimes feel that time constraints prevent me from delegating work as I can do it faster myself rather than spending the time to show someone else. However, as the article argues, effective delegation is a vital skill for leaders and managers, leading to career development and a workforce that feels valued and trusted linking it also with worker motivation due to increased morale, enhanced skills and variety of job responsibilities.
With regards to Leadership, empowerment is linked to effective delegation, and this is an area that I have assessed I need to work on and have included in my Personal Development plan. 




[bookmark: _Toc77519926]Personal Development Plan

Personal Development Plan
	What do I want to learn?
	What do I have to do?
	What support and resources will I need?
	How will I measure success?
	Target Date for Review

	Emotional Intelligence – Self Regulation
	Practice mindfulness/meditation to try and manage worry and anxiety better.
 To gain more confidence in my abilities
	Online mindfulness courses and APPS
Online support, support from a mentor feedback on performance to develop and improve  
	Feedback from team/colleagues
	June 2022 

	To develop the skill of delegation when required



	Select areas for delegation and create a plan for reviews and updates
	Colleague support and manager support for time to allow for training and reviews 
	When I can delegate areas of work without anxiety. 
	3 months

	To improve the quality of my verbal and written communications with stakeholders


	Use a communication plan and refer back to it
	I will ask for feedback from stakeholders
	I can measure the success by the feedback I receive from my stakeholders
	6 Months






[bookmark: _Toc77519927]Conclusion

Leadership as progressed and evolved as the way of work and gender equality has changed over the years from the first “Great Man Theory”.

With this in mind, it is important that effective leadership remains at the forefront of organisations and that businesses invest in leadership training especially as workplace dynamics are constantly changing as we find new ways of working since the outbreak of the covid 19 pandemic. 
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4.2 Leadership Styles Questionnaire
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  18	  Democratic Leadership  28	 Laissez-Faire Leadership  14	 
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.

(Northouse P.G, 2016)
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(Northouse, P.G, 2016)
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(Hersey-Blanchard Situational Leadership Theory - drypen.in, 2021)
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(Zaccaro, S. J., Kemp, C., & Bader, P. 2004).
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	TRAIT
	COLLEAGUE1
	COLL 2
	COLL 3
	COLL 4
	COLL 5
	AVERAGE
	SELF RATING

	Articulate
	4
	4
	4
	5
	5
	4.4
	5

	Perceptive
	4
	5
	5
	4
	4
	4.4
	5

	Self-Confident
	2
	3
	3
	3
	3
	2.6
	3

	Self-Assured
	4
	3
	3
	3
	4
	3.4
	3

	Persistent
	4
	4
	4
	4
	4
	4
	4

	Determined
	5
	5
	4
	4
	4
	4.4
	5

	Trustworthy
	5
	5
	4
	4
	4
	4.6
	4

	Dependable
	
	
	
	
	
	
	5

	Friendly
	5
	5
	5
	5
	5
	5
	5

	Outgoing
	3
	4
	4
	4
	4
	3.8
	4

	Conscientious
	2
	3
	3
	3
	3
	3
	4

	Diligent
	4
	4
	4
	4
	5
	4.2
	4

	Sensitive
	5
	5
	5
	4
	4
	4.6
	5

	Empathic
	5
	5
	4
	4
	5
	4.6
	5
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3.2 LEADERSHIP STRENGTHS QUESTIONNAIRE
(continued)

Scoring

1. Sum the responses on items 1,6, 1,16, 21, and 26 (mplementer score).

2. Sum the responses onitems 2, 7,12, 17, 22, and 27 (innovator score).
3. Sum the responses on items 3,8, 13,18, 23, and 28 (encourager score)
4. Sum the responses on items 4, 9,14, 19, 24, and 29 (analytic score).

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

T " e T

Implementer Innovator Encourager Analytic Mediator

Scoring Interpretation

The Leadership Strengths Questionnaire is designed to measure your strengths in the areas of implementation,
innovation, encouragement, analysis, and mediation. By assessing the rank order of your scores, you can determine
the areas in which you have the greatest strengths and the areas in which you are weaker. A high score in a certain
areaindicates where you are strong; a low score shows where you are weak. As discussed in this chapter, every
person has muttiple strengths. In addition to the strengths revealed by the Leadership Strengths Questionnaire, you
may wish to complete other strengths assessments to obtain a more complete picture of all of your strengths.

Ifyour score is 26-30, you rein the very high range.
Ifyour score is 21-25, you are inthe high range.
Ifyour score is 16-20, you are inthe moderate range.
Ifyour score is 1115, youare inthe low range.

Ifyour 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 strength-
ening your leadership based on your responses in this questionnaire.
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Situational Leadership Curve
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