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This essay will highlight the influence of intercultural and institutional viewpoints on approaches to leadership in two different countries and two different hotels. Hofstede Theory will be used to critically analyse and evaluate the workplace culture.  Autocratic and Democratic Leadership styles of both the hotels will be critically analysed and evaluated. The hotels are located in India and in U.K. respectively.  The hotel chosen are Shangri-La hotels in India and the Rocco Forte Hotels in U.K. and both are five-star hotels.  The way of doing business is different in every country due to their cultures, ethnicity, values, and different backgrounds.  Currently, the leadership success may not be achievable without intercultural abilities, and it is vital for contemporary leaders in the age of globalisation to show an ability to interconnect successfully with individuals of various cultures (Moodian, 2009).  Due to globalisation and advancement in technologies for e.g., the internet the business of hotels has changed a great deal and due to the hotel chains located in different countries, the way of doing business and management style has further changed (Rothlauf, 2014).  Hofstede Theory will be recommended to both organisations. Democratic style leadership will be recommended to the managers and leaders in India.  Cultural Adaptable leadership style will be recommended to both the hotels.
[bookmark: _Toc133162889]Culture
Culture can be explained by using the Iceberg Model which has a visible tip and there are areas of culture that are visible like dress, music, and greetings etc.  There are also hidden elements of culture which cannot be seen such as attitudes to rules, religious beliefs, communication styles etc.  For example, the English queue for everything, whereas the Indians do not queue, and these are the difference in culture (Rothlauf, 2014).  Geert Hofstede was a Dutch anthropologist who came up with Hofstede’s framework and this framework offered people to study national cultures (Erdman, 2017).  There are six dimensions by Hofstede, such as, Power Distance, Individualism vs Collectivism, Masculinity vs Femininity, Long-term vs Short-term, and Indulgence vs Restraint (Bender, 2011). Some dimensions of Hofstede framework can be seen regarding the culture of India and U.K.
[bookmark: _Toc133162890]Leadership Styles
Leadership is a procedure of engagement, which boosts and motivates the resolution of others, towards the attainment of a universal objective (Radcliffe, n.d.).   In the current world of global business environment, it is important that organisations and individuals have cosmopolitan leadership skills as people are living and working presently with people of different cultures, therefore people need cross-cultural skills and new skills to manage at work (Moran, 2018).  Currently, there are many styles of leadership, such as, Democratic, Authoritative, Autocratic, Agile Transactional, Transformational, Team-Management, McGregor, Cultural Adaptable, Servant and Bureaucratic Leadership (Muhammad Saqib Khan, 2015) et al.  
[bookmark: _Toc133162891]The Shangri-La Hotels - India
Shangri-La hotels and resorts was founded in 1971 and is a Honk Kong-based multinational hotel industry with a diverse and intercultural background and it has over 100 hotel and resorts globally spanning over 76 destinations.  The hotels have visionary organizational leadership which creates an environment for the thriving of people-centred culture and is a key to the hotel’s success (IvyPanda, 2022).  Shangri-La hotels have remained competitive in the market due to its strategic alignment strategy and has locations all over Asia including India (IvyPanda, 2022).  Shangri-La hotel is located in New Delhi, which is the capital of India and also in Bengaluru which is another city in India.  Abhishek Sadhoo is the General Manager of Shangri-La hotel In Delhi and states that their hotel summarises serenity and service to make each stay truly memorable and they treat all the customers as one of their own.  
According to the staff at Shangri-La hotel in New Delhi, they find that the workplace culture is quite good and that the staff are supported.  However, according to some employees, the hour of work is too long, and the managers are often rude (Employees, 2022). According to some customers, although the employees are friendly and helpful however the help never comes or most of the time the help is not what they asked and sometimes the help is completely forgotten.  The staff lack coordination and lacks a culture that promotes sincerity and customer service, and the customers feel that the hotel is very impersonal (Christopher, 2016). 
[bookmark: _Toc133162892]Critical Analysis and Evaluation using Hofstede Theory
 The culture of India is collective rather than individualistic and it relates to the collectivism dimension of Hofstede.  There is a focus on belonging and relationships prevails over tasks and small mistakes being made leads to shame among the employees.  India has a patriarchal culture, and this can be seen in the workplace as men are employed more in the hotel industry than women and in most cases, men get high-level jobs and get promoted easily rather than women. Power Distance is maintained by the staff working in Shangri-La hotel due to its culture and the leaders and managers maintain a distance with their subordinates and are authoritative.   Men are also paid more than women and for men work prevails over family (Bender, 2011).  Therefore, the dimension of masculinity is high.
Shangri-la’s workplace culture is long-term oriented and the Indians have great tolerance of different religious beliefs and forgive change of plans and lack of punctuality (India, n.d.). The working culture of Shangri-la hotel is restraint.  As the society in India has the tendency to repress the fulfilment of needs and the society monitor’s them through social rules (Nickerson, 2023).  India scored 40 in uncertainty avoidance which means that the workplace culture is more open to new plans and circumstances (Juhasz, 2014).
Robert Kuok is the founder of Shangri-La Group, and he engages in democratic style leadership.  His staff are allowed to voice their opinions, however the final decision rests on him (Group, 2020). 
Although Robert Kock is a democratic leader, however, the leadership style of Shangri-la hotel in India is different due to its culture and the environment it is operating in.  Indian management are usually autocratic with their juniors being closely supervised by their superiors and the juniors are allowed only limited participation (Edubirdie, 2023).  Therefore, it is not likely to expect a uniform leadership style, and there is an absence of clear directions in the managerial performance thereby reflecting a lack of managerial values and convictions (Theintactone, 2019). The subordinates have to show respect to their seniors and the seniors often talk disrespectfully to their juniors which has a negative impact. 
The workplace culture is hierarchal, and every employee knows their place.  The service lead, now a former employee of Shangri-La hotel in India stated that the management sucks, only, the higher-level people enjoy, and they put too much pressure on their subordinates and the working hours are long whist the managers engage in less duties. Another team leader also stated that the employees’ benefits are getting worse and old staff have been fired for no reason (Indeed, 2020).   Therefore, this workplace culture and autocratic leadership style by the managers negatively impacts the staff.
[bookmark: _Toc133162893]The Rocco Forte Hotels - U.K.
Sir Rocco Forte and his sister Olga Polizzi joined together twenty-five years ago, and the primary two Rocco Hotels were opened in the Balmoral in Edinburgh and Hotel Savoy in Florence in 1998 (Hotels, 2023).  Their vision is to treat the guests differently because they are individuals, and their approach and foresight is to concentrate on luxury properties all over Europe.  They are also expanding now in Asia and have chosen Shanghai to build their next hotel  (Forte, 2023).  All their hotels run independently rather than a chain operation as they want to take a specific sense of culture and place, therefore all their hotels are different from each other. Their mission statement is “Something different, Something special, Something unique” (Forte, 2023).  It is a private limited company (GOV.UK, 2023).  
A Rocco Forte hotel, the Balmoral in Edinburgh has been awarded AA Hotel of the year Scotland for 2022-2023.  This is awarded for outstanding hospitality awards; therefore, it makes Balmoral an exceptional hotel (Edinburgh, 2023). The fresh staff at Rocco Forte Hotels start with a two-day induction programme to learn about the culture and history of this hotel.  For recruitment there is a specially programmed app and leadership programs which attracts suitable young professionals.  There are numerous success stories form staff emphasising the efficiency of the programmes and makes applicant feel as to what it means to work in Rocco Forte Hotels (Bohne, 2021).  According to former Pastry Chef, Edinburgh, Scotland, “the management staff genuinely care for their employees, particularly in promoting a healthy work-life balance, however the pay should me more and reviewed more often in line with inflation” (Chef, 2023).  A former luggage porter stated, although there are good employee benefits and friendly customers however, the shift arrangement and the long working hours are great drawbacks (Luggage Porter, 2022). 
The Rocco Forte hotels are created in accordance with the culture of that particular company.  The employees have to undergo a detailed training programme to make sure that they understand the philosophy of Rocco Forte hotel and it is dedicated to make sure that the customers’ have excellent experience from the moment they reserve to the time of their departure. The staff will ensure that they provide attentive and warm service and help and support the customers in every feasible way to ensure its reputation.  Rocco Forte Hotels employ highly skilled staff, and they make sure they share the same philosophy as them (Bill, 2021).   
[bookmark: _Toc133162894]Critical Analysis and Evaluation using Hofstede Theory
The workplace culture of U.K. is individualistic, and this relates to the Hofstede framework of Individualism.  The individuals are praised at work if they have done well in their jobs. The employees work hard and are straightforward and they are allowed to voice their opinions.  However, U.K. also practices hierarchy not in the extent as India and the subordinates respect their bosses (Katie, 2020).  The mangers do not talk rudely with their staff and always says ‘please’ and ‘thankyou’ if they tell their subordinates to do work.  Whereas, in India it is not the norm to say ‘please’ and ‘thankyou’.  
The Hofstede theory of Power distance can be seen and the leaders and the manager at Rocco Forte Hotels practice low power distance with their subordinates.  They are informal and lead by example, which results in staff being motivated and more productive. 
The workplace culture of Rocco Forte hotels is indulgence as the staff are inspired by work-life balance and flexible working hours and which the organisation provides (Williams, 2017).  The workplace culture of Rocco Forte Hotels is based on long-term orientation (UKEssays, 2023). Hofstede (2001, p. 361) says that organisations in long-term oriented cultures are used to working towards establishing powerful positions and aligned towards future rewards (Brewer, et al. 2013). The staff and managers are flexible to changes and circumstances and the society generally are not very attached to traditions and customs (UKEssays, 2023).  UK has a low score of 35 in uncertainty avoidance which means that people are satisfied to change their plans as new facts comes to light at work and generally there are less rules in British society (Insights, 2023).
Richard Cooke was appointed as the General Manager of The Balmoral in 2016 and is responsible for daily running of the hotel and he is also responsible for the strategic direction of the hotel (news, 2016).  He is an excellent leader and under his leadership this hotel has retained its position as the only hotel in Scotland to receive the accolades of Forbes Five for three years in a row (Hotel, 2023).  As he has worked in different countries before joining Rocco Forte Hotels this experience has made him a good intercultural leader (Hospitality & Catering News).  Richard Cooke follows the democratic style of leadership and allows his staff to voice their opinions, however, he makes the final decision after listening to all the viewpoints. This style is good as the staff are quite satisfied with their jobs.
  The Rocco Forte Hotels consider every team member as their family and provide their staff with the skills and support required to provide excellent service as well as grow in their careers.  To become future leaders, they provide important management skills, as to how their roles fit into the wider business and the confidence needed to efficiently manage projects and people (Hotels, 2023). They provide 7-day training programmes tailored for various fields and trains their team members to achieve ambitious standards. They also provide career coaches and have a mobile app to support staff access training, set their goals, newsfeed, instant messaging system and instructional videos (Hotels, 2023).  The hotel provides their employees with certain skills and training, such as, cultural awareness, behavioural approaches, service philosophy and train their employees regularly.  They also offer their employees the opportunity to cross-train at different hotels around hotel as that they can more insight into the workplace culture at each hotel.  They also help in supporting their staff to form bonds with their colleagues and as well as update their skills in all sectors (Rocco Forte Hotels, 2023).
[bookmark: _Toc133162895]Compare and Contrast of workplace culture and leadership styles in India and U.K.
As the hotels are based in two different countries and they are two different hotels, the workplace culture and leadership styles are somewhat different from each other.  The leaders and managers work according to the culture of that particular country. Although both the leaders have a democratic style of leadership, however the General Manager and other managers in Shangri-La hotel in India tend to be autocratic to their subordinates, show a lack of respect and sometimes can talk to them in a rude and condescending manner.  Indian Management generally practices autocratic style of leadership with juniors overseen by their seniors and only a controlled stage of engagement is allowed (Chukwsa, 2018).  If they make mistakes, they are afraid to tell their managers as they feel that they will lose face as it is ingrained in Indian culture and also the staff never tells their managers if they do not understand anything  (Storti, 2015) . This leads to high staff turnover and poor productivity and negatively impacts the business of Shangri-La Hotel.
The workplace culture of India is patriarchal as India is driven by a male-dominated and colonizing infrastructure (Gambrell, 2022).  Men tend to be more employed at the hotel in India due to the working hours as the hotel runs for 24 hours.  A CII (2006) survey of 149 Indian organisations was conducted and it was found women were holding 16% of junior level and only 4% of senior managerial posts (Gupta & Chaudhary, 2010). Women are looked down in India if they work nights and also it is not safe for women to travel alone at work at night, especially in New Delhi where Shangri-La hotel is located.  On the other hand, both men and women equally are employed at Balmoral Hotel.  The women can work at nights in the U.K., and they are not looked down upon.  However, there is a gap between the wages of men and women both in India and U.K., and this needs to be fixed as women do the same jobs as men.
  In both countries, men have higher position in the hotels and are promoted more quicker than women and this needs to be sorted as well as women can do as good a job as men.  Women also get paid less than men in both the countries. According for the Office for National Statistics (ONS), the median hourly pay for women was 8.3% less than men in April 2022 (Parliament, 2022).   According to the report by UK Government, women are marginalized at the top of all professions and their journey to acquire more prominent positions is more difficult than men (GOV.UK, 2019).  The Government in both countries are trying to change the gender pay gap and gender gap positions but it will take time. 
  According to some critics Hofstede research is not action-based research as action base research includes outlining, fact finding, action steps, alterations and assessment and other numerous steps were missing in Hofstede’s work (Shaiq, et al., 2011).  Another drawback is that it can be rather inaccurate to presume that all individuals in a society possess and share the same culture as demography of various culture is changing globally (IvyPanda, 2019).  However, Hofstede considered various organizational cultures and found that these cultures have dimensions and although these processes change with time the values of society are less inclined to change and this is the reason that Hofstede theory is still used by many organisations (Erdman, 2017).
Currently, due to the advancement in technology and growth in multiculturism in both the countries, the leaders and the managers need to be cultural adaptive and flexible in running their hotels.  Cultural Adaptability is the readiness and capability to understand, acknowledge and work efficiently across cultures and at present culture adaptability is vital for leaders in a global setting (Deal & Price, 2003).  The leaders in both organisations need to have Cultural Adaptive style of leadership.
[bookmark: _Toc133162896]Conclusion
This essay analysed the leadership skills used by the leaders and managers of both different hotels in two different countries.  Hofstede Framework and leadership styles was used to analyse the workplace culture and leadership skills of both the organisations.  It was found that the leaders and managers at Shangri-La hotel practiced Autocratic Leadership which is not good leadership style.  As the staff are afraid to voice their opinions and they have to ask permission to do their tasks which results in poor productivity and lack of confidence and morale.  The work culture focuses on collectivism rather than individualism which affects the productivity of the staff, and they feel less motivated. Power Distance dimension was used, and it was found that the leaders and mangers there maintained their distance with their juniors and were formal, thereby the staff are less productive, and it is also a masculine society.  The staff are open to different circumstances and ideas, and they also practice restraint and are forgiving.  They are also open to change.
On the other hand, the leaders and the mangers in Rocco Forte Hotels use the democratic style of leadership which resulted in the staff voicing their opinions as to what works better for the business of their hotels, although the final decision rested on the leaders. As a result, the staff felt appreciated.  The Hofstede theory was used and, and it was found that that the leaders and manger maintain low power distance with their employees and were informal with their staff and listened to them.  This resulted in the staff being confident and motivated in their work. The employees are flexible and can adapt to changes at work and are not traditional and are open to new situations.
However, in both the hotels it was found that men have higher positions at the hotels than women and there is also a gender pay gap and men get more wages than women in both the hotels.  Both the organisations also practice hierarchy, however in India it is more than UK and patriarchal culture is followed more in India. 
Therefore, the recommendations will be that equal pay should be given to both men and women. Another recommendation is that the leaders and managers of Shangri-La hotels should use a Democratic style of Leadership.  Hofstede Theory is recommended for both hotels, and In Shangri-La hotels they should allow their staff to voice their opinions and power distance between them should be lower, so the staff feels appreciated and confident.
 Another recommendation for both the leaders in their respective hotels will be to acquire Cultural Adaptive style of leadership as in current times it is essential to be flexible with advancement of technology, expansion of multicultural society globally and manging team members effectively. They should train their staff accordingly to respect other cultures and how to serve them better and also in technology. The patriarchal culture should also change in India, and it can be achieved through education.  If both Shangri-La Hotels and Rocco Forte Hotels follow on these recommendations their business will grow more and they will be able to expand their business globally.  
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I will be using Belbin’s team roles questionnaire to determine in which team role I suitably fit in.  Dr. Meredith Belbin developed Belbin Team Roles which includes nine groups of behaviour that individuals embrace when taking part in a team.  The nine groups of behaviour are: Resource Investigator, Co-ordinator, Plant, Shaper, Monitor Evaluator, Implementor, Team Worker, Completer Finisher and Specialist (Watson, 2023). 
Please see Appendix 1 for The Belbin Questionnaire scores.  I have used the Belbin questionnaire regarding my strengths and weaknesses in team roles. According to the questionnaire, I scored highest in my Resource Investigator role which is 53.  Therefore, it means that I am extroverted, outgoing, and optimistic and I like to do research in topics or tasks which I am given. However, the allowable weakness is that I remain stimulated by other members of the team, but my eagerness quickly goes (Kulkarni, 2016).  I scored 49 as an Implementer which is the second highest.  This indicates that I am efficient, dependable and can turn ideas into actions.  I like to plan a strategy and conduct it as effectively as possible.  However, my weakness is I can be susceptible to incitement, and sometimes may upset other people’s feelings (Belbin, 2023).  The third highest I scored in was as a Team worker and Complete Finisher and the scores in both were 48.  I like to provide help and ensure that all the team members are working efficiently, and I can negotiate effectively with other team members as my role as a team worker.  As a Complete finisher I like to see that my task and work is complete without any mistakes and omissions.  I am always worried about deadlines and ensure that the task is completed on time.
I scored 47 as a Plant which means I like to create ideas and solve problems. However, I do have difficulties in solving complex and difficult problems.  I scored 45 as a Co-ordinator, although I do recognise the value that each member of the team brings in doing their tasks, however, I am not a good listener which might become a weakness in performing a task collectively.  I scored 44 as a Monitor Evaluator which indicates I sometimes do not see all the options and strategies accurately and may be over critical.  I scored the lowest as Shaper and my score was 40.  This mean that I lack the necessary drive to make sure that the team is motivated and does not lose focus and I may lack the courage to overcome hurdles.
According to the analysis above I am quite good as a Resource Investigator, Implementer. Team worker and Complete Finisher. These are my strengths according to the framework of Belbin.  I lack some traits as a Plant, Monitor Evaluator, and a Shaper.  Therefore, these are my weaknesses according to Belbin theory.  As I know my strengths and weaknesses within the various team roles of Belbin framework.  I need to focus more on my weaknesses and do trainings and courses so that I can better myself.
However, Belbin does not give the full picture of all my traits.  It only measures my behaviours when working in a team which can be 1:1 or one-to-many basis, but always reflects how you work with other people. This theory can be used to predict team performance in a work environment only but not within home and social environment (America, 2023).  Belbin states that individuals tend to adopt a specific team role, however, the behaviour within a team can be affected by your relationships with others and dependent on the circumstance (MindTools, 2023).
Please see Appendix 2 for Leadership behavioural questionnaire. I scored 35 for task-based and for Relationship I scored is 46.  Therefore, it can be said that I am more relationship based than task based.  I like to form better relations with my work colleagues.  I am more relationship-based leader; and I encourage effective communication and teamwork.  I like generating a positive and collective work environment and like to build good relationships with my team members and this enables me to build a positive workplace culture and ensure high retention of staff (MasterClass, 2022). 
However, I scored less in task-based which means I have some weaknesses.  I am not good at implementing reward systems which can inspire staff to stay on their tasks and do it effectively.  I do not generate easy and simple processes that all the members in the team can follow so that they can maintain their focus, which will help them to increase their productivity. Therefore, I need to focus also on developing these skills.  However, the choice regarding the use of this self-administered questionnaire allows for the possibility of difference in answers as the choice rested on my perceptions and it can change accordingly depending on various associations with my manager (DePaolo & Sherwood, 2005).
Please see Appendix 3 for Leaders Style questionnaire. As you can see, I scored the highest which is 10 in democratic style of leadership. Democratic leadership inspires team members in the decision-making procedures, endeavouring towards an agreement (Lindberg, 2022). I engage in democratic style when I have to lead the team.  I listen to the opinions of other team members and try to make the best decision for my team.  I also delegate work based on the strengths of my team members.  I offer my support to any of my team members who need help in performing their tasks.  However, my drawback is that I tend to get impatient if the team members do not listen to me and perform their tasks on time.  Usually, I talk more and listen less when I am explaining the jobs which needs to be done.  Therefore, sometimes the tasks are not performed accurately, and more time is needed to correct the tasks, so a lot of time is wasted.  I need to rectify these problems and need to learn to be more patient and develop my listening skills.
I scored 9 in Situational Leadership style which is the second highest.  This means that mostly I able to work in various situations.  I am able to modify my leadership style according to different situations. I am flexible and try to adjust according to my work environment in the various organisations I have worked.  However, I need to do more regarding in getting more trainings in technology as technology is advancing at a rapid speed and I am still behind in technology.  I need to do more training in digital skills, so I am at par with my colleagues.
I scored 8 in Facilitative leadership style. This means I am fairly adequate at this type of leadership.  Leaders who adopt this leadership style blend their role of visionary decisive leaders with that of listening and empowering leader (Shonk, 2022).  However, my weakness is mostly I do not listen to others that well and I speak more.  Sometimes I lack vision in making and taking decisions. I need to focus more on planning tasks with understanding.  I need to listen more when others are speaking by having eye contact and empathising with a person who is talking and also by providing them with feedback (Learn, 2023).
My score was 7 in Authoritative leadership which is the lowest score.  According to David Goleman, an authoritative leader states the overall aim but gives staff the freedom to select their own means of attaining it (Goleman, 2007).  They are visionary leaders. I practice very less Authoritative leadership style of leadership. This type of leadership has a positive impact in almost many business circumstances and an authoritative leader develops a new direction and motivates his staff on long-term vision. However, this style of leadership does not work in every situation, especially when collaborating with experts on the team who are more experienced that that specific leader and sometimes the leaders and the managers can get overbearing and out-of-touch with current situations (Goleman, 2007).  Unfortunately, I lack vison and direction and am not able to motivate staff for long-term plans.  Therefore, I need to improve on these skills.
In my opinion Democratic style and Situational style leadership are the best in current times.  Due to the Covid-19 pandemic, the current crises of economic recession globally and the rapid advancement of technology these two are the best styles of leadership.  The team members feel valued and appreciated which leads to high morale and they are motivated to their tasks effectively and productivity also increases.  There is less staff turnover, and these leaders are able to retain staff due to Democratic leadership.  However, there are limitations as Democratic style of leadership focuses more on talk and not action which may result in loss of productivity (Lindberg, 2022).
Situational leadership is very easy to understand and is special as it is staff focused. The Hersey and Blanchard Situational leadership style acknowledges that different individuals, jobs, situations require varied levels of help and direction and that efficient leaders must adapt their leadership style in response (Dare, 2023).   As the demography has changed globally this type of leadership is very important.  I am fairly good at situational leadership as I respect other cultures and try to understand other cultures. I am also flexible.  However, the limitations are that it concentrates on short-term goals rather than long-term goals and due to its flexible style of leadership it depends on each individual’s capabilities and attributes to be flexible (Kaushik, 2020).  Although this type of leadership works for me however, it might not work for others as their strength lies elsewhere and no individual is the same. The other weakness is that the members of the team may never know what to expect in different situations and may defy change (Glasgow & Clyde, 2023).  
I am very confident and like socialising.  I am a team-player and like working with ither people. I communicate effectively with people at my workplace.  However, I am impatient and lack listening skills.  I do not like to wait and want the tasks to be done quickly.  I am quite punctual and have good time-management.  I like to finish my assignments for my course before the deadline and the same goes for performing tasks at work. I also expect others to finish their tasks before the deadline which is my other weakness.  I should learn to be patient and accept that no individual is the same and each individual works according to their pace. 
I should use my strengths to perform my tasks to the best of my ability.  I should also focus on my weaknesses and go for trainings and courses so that my weakness becomes my strength.  I should engage in coaching at my workplace so I can become better at my job and go for promotions.
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The Analysis Sheet

Transfer the scores taken from the points table above. Enter them

section by section in the table below.

Then add up the points in each row to give a total for each team

role.
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Interpretation of the total scores:

The highest score on team-rol

e will indicate how best the

respondent can make his or her mark in a management or project
team. The next highest scores denote back-up team roles towards
which the individual should shift if for some reason there is less

group need for a primary team-role.

The two lowest scores in team-role imply possible areas of

weakness. But rather than attempting to reform in this area the
manager may be better advised to see a colleague with
complimentary strengths.

When you have calculated your total score, fill in the initials
for your major role on one of the lists at the front of the

room.
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Leadership Behavior Questionnaire

Instructions: Read each item carefully and think about how often you (or the
person you are evaluating) engage in the described behavior. Indicate your
response to each item by circling one of the five numbers to the right of each
item.

Key: =Never 2=Seldom 3= Occasionally 4 = Often 5= Always
1. Tells group members what they are supposed todo. 1 2 3 ® s
2. Acts friendly with members of the group. 12340
3. Sets standards of performance for group members,. 1 2 @ 4 5
4. Helps others in the group feel comfortable. 123 4
5. Makes suggestions about how to solve problems. 1230 s
6. Responds favorably to suggestions made by others. 1 2 (3 4 5
7. Makes his or her perspective clear to others. TR @ 4 s
8. Treats others fairly. 123 5
9. Develops a plan of action for the group. 1123 8 H

10. Behaves in a predictable manner toward group
members.

11. Defines role responsibilities for each group member.
12. Communicates actively with group members.

13. Clarifies his or her own role within the group.

14. Shows concern for the well-being of others.

15. Provides a plan for how the workis to be done.

16. Shows flexibility in making decisions.

17. Provides criteria for what is expected of the group.
18. Discloses thoughts and feelings to group members.
19. Encourages group members to do high-quality work.

O T O s
8 n o R e
e s a@e @0

®®®@w@w ww@w

20. Helps group members get along with each other.

r Questionnaire is designed to measure two major
types of leadership behaviors: task and relationship. Score the questionnaire
by doing the following: First, sum the responses on the odd-numbered items.
This is your task score. Second, sum the responses on the even-numbered
items. Thisis your relationship score.

Total scores: Task_2.5 Relationship H I3
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Leadership Styles Questionnaires

There are different leadership styles, each of which can be appropriate and effective in different

situations. Most of us, if we find ourselves in a leadership role, have a preference for a particular

style. This questionnaire is designed to help you think about your preferences. Please read each
statement and tick the appropriate box, indicating what you think is true for you.

[Fe Bacly | Much | Abit | Notme | Score
ikeme | tkeme | Nkeme | atall
3) @ (1) (©
1 | I believe teams work best when everyone 2
| isinvolved in taking decisions
2| 1am good at bringing out the best in other people D
3 | 1 can take on leadership role when needed, but do not D
consider myself as a ‘leader”
4| 1am happy to act as the spokesperson for our group 2
5 | lam good at adapting to different situations >,
6 | 1am determined to push projects forward and get ,‘
results
7 | Ithink people should be allowed to make mistakes in 7_.
order to learn
8 | lenjoy working on committees (different
groups/teams) 3
9 | I think the most important thing for a team is the D—
wellbeing of its members
10 | | can see situations from many different perspectives )_
11 | I do not mind how long discussions last, so long as we
consider every angle
12 | 1am good at organising other people -
13 | I think all team members should abide by formal
decisions, so long as we follow proper procedures /I
14 | I set myself high standards and expect others to do the
same for themselves
15 | I enjoy role playing exercises 3
16 | Ilove helping other people to develop =

Once you have ticked one box for each of the statements, please note the score for each question in
the right-hand column

In the table below, add scores for listed combinations of questions and total this for your Leadership
Style Preference.

Question Scores Total Leadership Style Preference
Numbers (st V":L:}tﬂ';” each
4,6,12,14 3 vf 9 ~1 Authoritative
1,8,11,13 3 g on o Democratic 1 ©
2,7,9,16 2 o l. Facilitative 8
3,5,10,15 D FT NS 3 Situational q
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WORKSHOP ACTIVITY

THE BELBIN SELF PERCEPTION
INVENTORY FOR TEAM ROLES

DIRECTIONS:  For cach section, distribute a total of TEN POINTS among the
sentences which you think best describe your behaviour. These points maybe
distributed among all sentences: in extreme cases they might be spread among all
sentences or ten points may be given to a single sentence. Enter the points in the
Table.

Section I: What I believe I can contribute to a team: -

a) 1 think I can quickly see and take advantage of new opportunities. 7

b) T can work well with a very wide range of people. §

c) Producing ideas is one of my natural assets. 7

d) My ability rests in being able to draw people out whenever I detect they have
something of value to contribute to group objectives. 6

¢) My capacity to follow through has much to do with my personal effectiveness. 3

f) [ am ready to face temporary unpopularity if it leads to worthwhile results in
theend. 6

2 L am quick to sense what is likely to work in a situation with which I am
familiar. 7

h) 1 can offer a reasoned case for alternative courses of action without

introducing bias or prejudice. 7
Section IT: If I have a possible shortcoming in teamwork, it could be that: -

a) 1 am not at ease unless meetings are well structured and controlled and
generally well conducted. §

b) I am inclined to be too generous towards others who have a valid viewpoint
that has not been given a proper airing. 7

c) 1 have a tendency to talk a lot once the group gets on to new ideas. 4

d) My objective outlook makes it difficult for me to join in readily amd
enthusiastically with colleagues. tf

e) 1 am sometimes seen as forceful and authoritarian if there is a need to get
something done. ),

f) I find it difficult to lead from the front, perhaps because [ am over-responsive
to group atmosphere. 5

2 T'am apt to get too caught up in ideas that occur to me and so lose track of
what is happening.

h) My colleagues tend to see me as worrying unnecessarily over detail and the
possibility that things may go wrong. 7
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Section I1I: When involved in a project with other people: -

) I'have a aptitude for influencing people without pressurising them. &

b) My general vigilance prevents careless mistakes and omissions being made. §

<) Tam ready to press for action to make sure that the meeting does not waste
time or lose sight of the main objective. 7

d) I'can be counted on to contribute something ori ginal. &

e) Tam always ready to back a good suggestion in the common interest. 7

) T'am keen to look for the latest in new ideas and developments. 3

2 I'believe my capacity for cool judgement is appreciated by others. &

h) T can be relied upon to see that all essential work is organised. 3

Section IV: My characteristic approach to group work is that: -

a) Ihave a quiet interest in getting to know colleagues better. 4

b) Tam not reluctant to challenge the views of others or to hold a minority view
myself. §

<) T can usually find a line of argument to refute unsound propositions 7

d) I think T have a talent for making things work once a plan has to be put into
operation. 7

€) Thave tendency to avoid the obvious and come out with the unexpected. 7

f) I bring a touch of perfectionism to any team job I undertake. 3

g) Tam ready to make use of contacts outside the group itself. &

h) While I am interested in all views I have no hesitation in making up my mind
once a decision has to be made. 7}

Section V: I gain job satisfaction in a job because: -

a) Ienjoy analysing situations and weighing up all the possible choices. 7
b) Tam interested in finding practical solutions to problems.3

c) Tlike to feel I am fostering good working relationships. 9

d) I can have a strong influence on decisions. 7

e) T can meet people who have something new to offerﬂ

f) I can get people to agree on a necessary course of action. 7

2 I feel in my element where I can give a task my full attention. 8

h) Tlike to find a field that stretches my imagination. £

Section VI: If I am suddenly given a difficult task with limited time and
unfamiliar people: -

a) I feel like retiring to a corner to devise a way out of the impasse before
developing a line. 3

b) I'would be ready to work with the person who showed the most positive
approach, however difficult he / she might be. 5.

c) T would find some way of reducing then size of the task by establishing what
different individuals might best contribute. 5

d) My natural sense of urgency would help to ¥nsure that we did not fall behind
schedule. 7
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h)

I believe | would keep my cool and maintain my capacity to think straight. Y
I would retain a steadiness of purpose in spite of the pressures.

1 would be prepared to take a positive lead if I felt the group was making nop
progress. 7/

1 would open up discussions with a view to stimulating new thoughts and
getting something moving. §

Section VII: With reference to the problems to which [ am subject in working in

groups: -

a) T am apt to show impatience with those who are obstructing progress. 3

b) Others may criticise me for being too analytical and insufficiently intuitive. (,

¢) My desire to ensure that work is properly done can hold up proceedings. 7

d) I tend to get bored rather easily and rely on one or two stimulating members to

spark me off. {
e) 1 find it difficult to get started unless the goals are clear. H
f) 1 am sometimes poor at explaining and clarifying complex points that occur to
me. 6
8) 1 am conscious of demanding from others the things I cannot do myself. /7
h) 1 hesitate to get my points across when I run up against real opposition. &~
POINTS TABLE FOR SELF-PERCEPTION INVENTORY
Item
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