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EMERGENT LEADERSHIP SKILLS IN THE WORKPLACE
BMSW6101

Task 1 - Individual Report on: “What emergent leadership skills, considered, may be effective for the leaders of the chosen organisation in analysing and assessing strategies for making decisions amid uncertainty caused by ongoing economic uncertainty?”
Task 2 - Individual Reflective Essay



                                                                                       Lecturer:       Dr Toyin Adisa
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Executive Summary 

This paper explores the concept of leadership within the context of McDonald's, a popular fast-food chain. The paper is divided into two main sections. The first section is a report that provides an in-depth analysis of leadership theories, models, approaches, and styles. It examines the different types of leadership and their effectiveness in various situations. Moreover, it evaluates different leadership approaches and styles and their impact on an organisation's success. In the report, we will also identify a leader's ability to fulfil critical responsibilities of the leadership role. We will explore the characteristics, skills, and behaviours that distinguish a successful leader from an ineffective one. By examining leadership in the context of McDonald's, we will gain insights into how leadership can be applied in a real-world setting. The paper's second section is a reflective essay focusing on my emerging leader experience. In this section, I will share my thoughts on what it means to be a leader and the challenges and opportunities of the role. I will discuss the skills and qualities I have developed as a leader and the areas I need to improve.  Overall, this paper aims to provide a comprehensive understanding of leadership in the context of McDonald's and to offer insights into what it takes to be an effective leader in the fast-food industry.
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Task 1

[bookmark: _Toc155343436]Introduction

It is an undeniable fact that leaders are made, not born. To be an effective leader, one must possess a range of essential qualities, such as experience, expertise, commitment, patience, and the ability to negotiate and collaborate to achieve shared objectives. These skills are crucial for aspiring leaders and must be emphasised (Amanchukwu, at Al 2015). Leadership is a critical factor in determining the success of any organisation. It demands the ability to persuade people to work collaboratively towards common goals. This study will scrutinise corporate leadership's essential duties and highlight the importance of honest assessment of personal strengths and limitations. This report will provide a thorough understanding through the application of various academic management and leadership models, theories, and concepts. With over 39,000 restaurants in 117 countries, McDonald's is a renowned global fast-food chain that caters to more than 60 million customers daily and provides employment to 1.7 million people worldwide. The company is committed to open communication among its employees and maintains a third-party managed phone line to ensure uninterrupted support through feedback year-round. Given that employees are the face of the brand, McDonald's considers teamwork and communication critical responsibilities. The company has launched StationM, an online social networking platform to foster employee and management engagement. The company boasts a solid operational portfolio and a franchisee business model that has contributed to its success (Khan, A. and Khan, R., 2011). However, the company has faced some challenges recently, including concerns about its cost efficiency and penalties. Despite these challenges, McDonald's has implemented strategic initiatives to drive growth. McDonald's faces tough competition in the fast-food industry, which could limit its growth potential. Additionally, the company must remain vigilant about potential product contamination issues, which could harm its reputation and financial performance. Furthermore, changing consumer tastes and preferences could impact the company's bottom line. In conclusion, while McDonald's core strengths have contributed to its success, the company must remain aware of its challenges and adapt to changing market conditions to maintain its position as a leading player in the food service industry.

[bookmark: _Toc155343437][bookmark: _Hlk155340611]Background of the chosen organisation

McDonald's Corp. is a fast-food chain that operates over 39,000 restaurants worldwide. The company offers various food and beverage options, such as burgers, wraps, chicken sandwiches, salads, shakes, desserts, breakfast items, and more. McDonald's restaurants serve locally suitable food and beverages, adapting their menus to the country's customs and taste. The company's marketing efforts are focused on several brands, including the iconic Big Mac, Filet-O-Fish, McFlurry, Chicken McNuggets, McMuffin, and McGriddles. McDonald's is headquartered in Chicago, Illinois, and operates on several continents, such as North and South America, Oceania, Asia, Europe, and Africa.  McDonald's launched its new growth strategy called "Accelerating the Arches," which aims to achieve long-term sustainable growth. The plan focuses on four pillars: maximising marketing, committing to the core, doubling down, and restaurant development on the 4Ds (Digital, Delivery, Drive Thru, and Restaurant Development). Maximising Marketing involves investing in culturally relevant strategies to communicate the brand's story, purpose, and food to customers. The company aims to improve the customer experience by providing a personalised approach to each market it operates in. For example, McDonald's launched a vegan burger in several countries, including the UK, Germany, and Australia, to cater to the growing demand for plant-based options. The Double Down on the 4Ds strategy intends to leverage the company's skills to develop a digital experience growth engine and accelerate technology innovation. This strategy aims to enhance customer experience by expanding the company's takeaway, drive-thru, curbside pick-up, delivery, and dine-in capabilities. Through MyMcDonald's, the company's digital experience growth engine, customers can order food online, pay by phone, and use self-service kiosks to customise their orders. Moreover, McDonald's launched MyMcDonald's Rewards in its top six markets (the US, UK, France, Canada, Germany, and Australia) to provide customers with an enhanced experience. The loyalty program offers personalised deals, exclusive access to promotions, and rewards for frequent customers. In summary, McDonald's is a global fast-food chain that adapts its menus to the local taste and culture of its operating countries. The company's new growth strategy aims to enhance customer experience by investing in marketing, technology, and restaurant development (MarketLine Advantage 2024). 

[bookmark: _Toc155343438]Critical evaluation and practical application of different leadership theories/styles in
[bookmark: _Toc155343439]chosen organisation

It is indisputable that McDonald's, the global fast-food corporation, uses a range of leadership styles and approaches. However, the most widely recognised of these is Transactional Leadership. This management style is clearly defined by a chain of command, with executives providing rewards or punishments to employees based explicitly on their performance. At McDonald's, managers set clear employee expectations, monitor performance, and provide feedback. Employees who perform well are rewarded with incentives, promotions, or bonuses, while those who do not meet the standards may face consequences. This approach ensures efficiency and consistency, which are crucial in the fast-food industry. McDonald's also recognises the importance of transformational leadership. The company invests heavily in training and development programs to inspire and motivate its employees to exceed their self-interest for the organisation's good. Moreover, McDonald's has also adopted elements of the Servant Leadership model, particularly in its commitment to corporate social responsibility and community service. The company strives to put the needs of its customers, employees, and communities first. It is important to note that the effectiveness of these leadership styles can vary depending on the specific context and culture of each McDonald's outlet worldwide. Leadership responsibilities in the workplace are multifaceted and encompass various aspects. According to the transformational leadership theory, leaders inspire and motivate their followers to exceed their self-interest for the organisation's good (Bass & Riggio, 2006). This involves setting a clear vision and supporting and fostering an environment encouraging innovation and creativity. The transactional leadership theory, on the other hand, emphasises the role of leaders in maintaining routine by rewarding or punishing followers based on their performance (Bass, 1985). This involves setting clear expectations, monitoring performance, and providing feedback, as used in the chosen company. The situational leadership model suggests that effective leadership is contingent upon the leader's ability to adapt their style to the demands of different situations (Hersey & Blanchard, 1969). This involves assessing the readiness and capability of followers and adjusting leadership style accordingly. The servant leadership model emphasises the leader's role in serving others (Greenleaf, 1977). This involves putting the needs of followers first, helping them develop and perform to their maximum potential. According to the Man Theory of Leadership, it is widely believed that leadership is an innate quality and that exceptional leaders are born and not made through training and experience. Such views often portray leaders as heroic, legendary, and destined to rise to power when called upon. The term "great man" was prevalent because leadership was historically considered a masculine attribute, particularly in military contexts (Ololube at Al, 2013). Not typically associated with McDonald's, the company's success is attributed to the collective effort of the funder and employees. Trait Theory states that the characteristic hypothesis, like the grand man theory in some ways, asserts that people are born with specific abilities or characteristics that make them better suited for leadership. Trait theories often highlight personality or behavioural traits that leaders tend to possess. However, this view is now being challenged. If traits are crucial for leadership, it is difficult to explain why individuals possessing them are not leaders. Inconsistencies in the relationship between leadership qualities and effectiveness have led academics to shift paradigms, seeking new explanations for effective leadership. The trait theory posits that individuals who possess certain inherent traits and characteristics are more likely to be successful leaders. These traits include intelligence, self-confidence, determination, and integrity. The theory suggests that these traits cannot be developed or learned and are innate (Colbert, A.E. et al. 2012). When we apply this theory to McDonald's, we can identify several traits and characteristics commonly found in their leaders and managers. First and foremost, McDonald's leaders typically possess strong business acumen, including knowledge of marketing, finance, and operations. This trait enables them to make informed decisions and drive the company's success. Another important trait for McDonald's leaders is adaptability. As a global brand, McDonald's operates in various countries and cultures. Influential leaders in this company must be able to navigate different environments and market conditions with ease. Customer focus is also a critical trait for McDonald's leaders. The company's success largely depends on its ability to satisfy customer needs and preferences. Leaders must understand and anticipate customer demands and have a strong customer focus to ensure this happens. Teamwork and collaboration are also crucial traits for McDonald's leaders. The company is a large organisation with a complex structure, and leaders must work effectively with teams and collaborate with different departments and stakeholders to achieve common goals. Finally, innovation is another pivotal trait for McDonald's leaders. The company has successfully introduced new products and adapted to changing consumer trends. Leaders must be open to new ideas and approaches to continue this success. While trait theory suggests that these traits are innate and cannot be learned, it is also recognised that a combination of traits, skills, and situational factors influences leadership effectiveness. As such, leaders can develop and improve these traits over time (Eaglen, A., Lashley, C. and Thomas, R., 2000). Relationship theories, often known as transformational theories, concern the bonds between leaders and followers. Transformational leaders encourage and inspire others by assisting group members in seeing the value and greater good of the job. These leaders are concerned with group success but want everyone to reach their full potential. This type of leader frequently has strong ethical and moral standards. McDonald's also uses autocratic leadership, also known as authoritarian leadership. In this leadership style, leaders have control and authority to make decisions and supervise their subordinates with minimum or no input from others, which can be beneficial sometimes, especially when quick decisions are required without consulting a large group of people. To be completed quickly and efficiently, some projects need that leadership style in an exceptional way. Being part of a project with a group of students or coworkers that got off track due to poor organisation, lack of leadership, or a refusal to set deadlines can be deciding, and so, the job suffers as a result. In such cases, a strong leader with an authoritarian attitude may take charge of the group, assign roles to different members, and establish clear deadlines for project completion (Maloş, R., 2012).

[bookmark: _Toc155343440]Leaders on leading change during COVID-19 and economic uncertainty, including decision-making techniques

The coronavirus outbreak has placed significant pressure on business and other leaders. Employees and other stakeholders are terrified by COVID-19's humanitarian toll. The scale and unpredictability of the outbreak make it challenging for executives to respond. The epidemic has all the hallmarks of a "landscape-scale" crisis: an unexpected occurrence or chain of events of enormous scope and overwhelming speed, ending in a high degree of uncertainty that generates disorientation, a sense of loss of control, and extreme emotional distress. Leaders must forsake the illusion that a top-down approach can bring stability during a crisis. In routine circumstances, a typical firm can rely on its command-and-control structure to efficiently manage operations by carrying out a predetermined response. However, in times of uncertainty, leaders face novel and poorly understood challenges. A small group of executives at a company's top cannot gather information or make decisions quickly enough to respond effectively. Leaders may activate their organisations by creating clear reaction priorities and delegating responsibility for identifying and implementing solutions that meet them (D’Auria, G. and De Smet, A., 2020). In the case of McDonald's, a COVID-19 leadership team spearheaded the charge, reporting to the company's senior leadership in the United States, which first met thrice daily to handle rapidly changing information and shifting suggestions. Subgroups focused on a specific area of the business brought their solutions. For example, one team focused solely on engaging with third-party experts to provide ongoing counsel and expertise on emerging science in infection prevention and control and share best practices to mitigate the spread of COVID-19. McDonald's has prioritised driving safety-focused processes for their crew and corporate personnel. The company established a new state-of-the-art headquarters in downtown Chicago in 2018, which features an open-concept design. However, this design required the creation of an office toolkit that addressed several elements of working in an open-concept environment during the COVID-19 pandemic. This toolkit was developed by a cross-functional team of HR, legal, global safety, and other experts and aimed to make employees feel comfortable and confident. The collaborative approach adopted by McDonald's has proven effective in achieving this goal (aon.com, 2021). McDonald's has been applauded for its effective response to the COVID-19 pandemic by implementing various measures before and after the outbreak. These measures include contactless services, simplified menus, faster response times to customer needs, and an emphasis on safety and discipline. The company's performance has significantly improved because of these measures. Additionally, these measures have enabled the organisation to prepare for future pandemic responses. McDonald's is implementing specialised information systems to enhance its current practices to gather more customer feedback and requests. This approach suggests that adopting integrated decision-making methods and customer-centric initiatives will help the organisation succeed. The company's focus on customer satisfaction is commendable as it demonstrates its commitment to providing customers with a safe and comfortable environment. The report highlights the importance of prioritising marketing, financial performance, and economic stability to achieve desired goals and outcomes. McDonald's should also focus on strategic initiatives that offer its customers better safety and hygiene to achieve commercial success. The organisation understands that customer safety and hygiene are of utmost importance. It is taking the necessary steps to ensure its customers feel safe and protected while visiting its premises (Chong, L.H.Y at Al. 2022). Amidst the pandemic, McDonald's had to devise a practical approach to tackle the challenges posed by the crisis. As a response, the fast-food giant developed an agile model and team structure to enable agility and enhance decision-making. The model included mobilising leadership teams to work collaboratively and make integrated decisions. The team structure was tailored to suit the changing requirements and the evolving situation. It facilitated seamless communication and allowed the teams to stay informed and aligned. This approach helped McDonald's tackle the immediate challenges posed by the pandemic and equipped them to navigate the uncertain future with agility. Overall, McDonald's has done an excellent job of responding to the COVID-19 pandemic, and its customers have appreciated its efforts. The organisation's focus on safety, discipline, and customer satisfaction has been critical to its success during these unprecedented times. By prioritising these areas, McDonald's can navigate future challenges and maintain its position as a leading fast-food chain.

[bookmark: _Toc155343441]Task 2

[bookmark: _Toc155343442]Reflective essay

As a leader, you have a significant influence on your employees. The leadership self-concept theory suggests that your behaviours are critical stimuli that can shape the self-concepts and behaviours of your followers. Therefore, it is essential to understand how much impact you have on your team. Being an effective leader means setting an example for your followers and helping them achieve their goals by merging their objectives with yours. (Zheng, Y. et al., 2022). My career aspirations began with my dream of becoming a head chef in a glamorous kitchen. However, as I progressed in my career, I realised that being a leader entails encountering many unforeseen situations, which can transform your personal life differently. I first realised my leadership potential when one of my former head chefs told me I had a significant influence on others; my empathetic nature is my most excellent tool as a leader. Understanding people's feelings helps me connect with them and guide them towards achieving our shared objectives. Now, I am neither a chef nor a head chef. However, I became a manager in a restaurant; being responsible and managing the people is required to be a manager. Since coming to the UK, my goal has been to become an effective leader. Initially, I needed help understanding the difference between being a teller and a leader. As a manager, it can be easy to let the power go to your head and forget about the needs of your team. However, it is essential to remain humble and recognise the efforts of others. Being in a higher position does not define your greatness as a leader, and people can quickly leave you for better people. For this reason, I have decided to be part of the team and lead them by example because I desire to leave them with a significant mark on my way of leading. I want to be someone other than their boss but a memorable mentor for them like I had. It is not easy to find a good mentor nowadays, and for me, being a leader means being a wise person that someone wants to follow and learn as much as possible from them. For instance, my followers love to be praised and to receive good feedback from me. This small gesture for them is a big accomplishment and helps them to believe in themselves and to work in a better way. Of course, I have yet to finish my career, and I have just started my life as a leader. I wish to be a great manager in the future, expert and knowledgeable with a positive impact on others. For this essay, I did three questionnaires, which can be found in the appendix, to understand my type of leadership better. The first questionnaire I completed provided valuable information about my knowledge and definition of leadership. How we perceive and prioritise different aspects of leadership can significantly influence our approach to leading others. By comparing the scores, it is possible to gain a better understanding of the qualities of leadership that are most important to me. It is worth noting that how we think about leadership can significantly influence our practice—by being aware of these perceptions and priorities, developing a leadership style that is authentic, effective, and aligned with your values and beliefs as well as the values and beliefs of the company.



Total Scores
1. Trait emphasis: 19
2. Ability emphasis: 12
3. Skill emphasis: 18
4. Behaviour emphasis: 11
5. Relationship emphasis: 13
6. Process emphasis: 11

For example, in the first questionnaire, the highest scores are for trait and skill emphasis, which suggests that I place great importance on the leader's role and unique gifts in the leadership process. Leaders' ability to inspire and guide others is directly linked to their inherent qualities and skills. Despite the highest score on that emphasis, communication between leaders and followers is relevant. I believe in a collaborative process dependent on the leader's ability to create strong relationships with followers. And I strongly affirm that effective leadership is achieved through open, honest, and empathetic communication, as I have written above. The second questionnaire assesses the leadership style based on two key dimensions: task orientation and relationship orientation. Task orientation refers to how much you prioritise accomplishing goals and objectives. Relationship orientation, on the other hand, refers to the extent to which you prioritise interpersonal relationships and the needs of others.




Task score: 33
Relationship score: 42
By comparing the scores on these two dimensions, I can gain insight into which leadership style is more dominant in my approach. As noted, the relationship score is higher than the task score, meaning that my primary concern is dealing with people and building solid relationships with them. I may be less concerned with achieving specific goals. It is significantly related to the first questionnaire as well. The third questionnaire, the Leadership Skills Questionnaire, is designed to help individuals evaluate leadership skills in three crucial areas: administrative, interpersonal, and conceptual. Administrative skills include managing resources effectively and efficiently, including financial, personnel, and other resources. The interpersonal skills assess how well an individual can communicate and collaborate with others, build relationships, and motivate others to achieve a common goal. Lastly, conceptual skills measure an individual's ability to think strategically, analyse complex problems, identify patterns, and make sound decisions. 
Administrative skills: 22
Interpersonal skills: 28
Conceptual skills: 24
As can be noticed again, I put much effort into my interpersonal skills and the other questions. Completing these questionnaires and comparing the scores against the expected standards will give valuable insights into my strengths and weaknesses. It is helpful for a leader to identify areas for improvement and enhance leadership capabilities. As I envision my future, I realise the significance of boosting my skills and knowledge to pave the way for success in various domains. I have taken the initiative to enrol in a university course that aligns with my interests and career aspirations. Through this course, I aim to gain a deeper understanding of the concepts and principles relevant to my field of study and broaden my horizons by exploring related areas. I aim to enhance my abilities and equip myself with the competencies to excel in my career. This step will open new opportunities and enable me to achieve my goals. Over the years, scholars and researchers have put forth several definitions of leader authenticity (AL), which refers to a leader's ability to stay true to their values, beliefs, and principles while leading and interacting with others. Authenticity is critical to effective leadership, fostering trust, respect, and transparency between leaders and followers. Self-awareness, transparency, ethical behaviour, and a focus on building meaningful relationships with followers are what I aspire to be as a practical and emergent leader.

[bookmark: _Toc155343443]Conclusion and recommendations for both tasks

Leadership in the workplace involves a variety of responsibilities that are critical to the success of an organisation. One of the key responsibilities of a leader is to set a clear vision for the organisation and communicate it effectively to the team. This can involve outlining goals, objectives, and strategies that align with the organisation's mission, vision, and values. Another critical aspect of leadership is motivating and supporting followers. This can involve providing guidance, coaching, and mentorship to team members, setting expectations, and recognising and rewarding achievements. Building trust and rapport with team members is also essential, which can be achieved through open communication, active listening, and empathy. Maintaining a routine is also a necessary responsibility of a leader (Suleyman Davut Göker 2018).  This can involve establishing processes, procedures, and workflows that ensure consistency and efficiency in operations. It is crucial to monitor and evaluate these routines regularly to identify areas for improvement and make necessary adjustments.  Adapting to different situations is a critical skill for a leader to possess. This means responding quickly and effectively to changes in the business environment, such as economic shifts, technological advancements, and consumer preferences. Influential leaders must be able to anticipate and prepare for these changes and implement strategies that keep the organisation competitive and relevant. In addition to these responsibilities, leaders must invest in personal and professional development. This involves objectively analysing their strengths and limitations and exploring different models and theories to enhance their leadership capabilities. These models include transformational and transactional leadership, situational and servant leadership, SWOT analysis, Johari Window, and emotional intelligence (Luft, 1969). It is also essential for leaders to recognise the importance of human resource strategies and employee development to organisational success. Leaders must invest in developing collective competencies that align with the organisation's goals and values. They can design qualification goals and create a suitable learning environment for subordinates' professional advancement. In conclusion, effective leadership requires skills, knowledge, and experience. Leaders must set a clear vision, motivate, and support followers, maintain the routine, adapt to different situations, and serve others (Goleman, 1995). They must also invest in their personal and professional development and recognise the importance of human resource strategies. Leaders can enhance their effectiveness and drive organisational success by leveraging different models and theories and investing in employee development.
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Conceptualizing Leadership Questionnaire

Purpose
1. Toidentify how you view leadership
2. To explore your perceptions of different aspects of leadership

Directions

1. Consider fora moment your own impressions of the word leadership. Based on your experiences
‘with leaders in your lifetime, what is leadership?

2. Using the scale below, indicate the extent to which you agree o disagree with the following
statements about leadership.

Strongly Strong|
sagree | Disagree Agree agree

When | think of leadership, |
think of a person with special
personality traits.

2. Much like playing the
or tennis, leadership is a
learned ability.

3. Leadership requires. 1 2 3 4 5
knowledge and know-how.

4. Leadership is about what 1 2 3 4 5
people do rather than who
theyare.

5. Followers can influence the 1 2 3 4 5
leadership process as much
asleaders.

6. Leadership is aboutthe 1 2 3 4 5
process of influencing
others.

7. Some people are born to be 1 2 3 4 5
leaders.

8. Some people have the 1 2 3 4 5
natural ability to be leaders.
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ngly T
Statement agree

. The key to successful
leadership is having the right
skills.

Loadership s bost described
by whatleaders do.

. Leaders and followers share

intho loadorship process.
Loadership s a serios of
actions directed toward
positive ends.

A person needs to have
certaintraits to bean
effective leader.

Everyone has the capacityto
bealeader.

Effoctive leaders are
competentin their roles.
“The essence of leadershipis
performing tasks and dealing
with people.

Leadership s about the.

common purposos of leaders.
andfollowers.

. Leadership does not rely

onthe leader alone but isa
process involving the leader,
followers, and the situation.

People become great leaders
because of theirtraits.

People can develop the
abilityto lead.

Effective leaders have
competence and knowledge.

NOILYDIddV
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Strongly Strongly
disagree | Disagree Agree agree.

22, Leadership is about how
leaders work with people to
accomplish goals.

2. Effective leadership is best 1 2 3 4 5
explained by the leader—
follower relationship.

24. Leaders influence and are 1 2 3 4 5
influenced by followers.

Scoring
Sum scores on items 1,7, 13, and 19 (trait emphasis)

Sum scores on items 2,8, 14, and 20 (ability emphasis)

Sum scores on items 3,9, 15, and 21 (skill emphasis)

Sum scores on items 4, 10, 16, and 22 (behavior emphasis)
Sum scores on items 5, 11, 17, and 23 (relationship emphasis)
Sum scores on items 6, 12, 18, and 24 (process emphasis)

o v s oW

Total Scores

‘Trait emphasis:

Ability emphasis:

Skill emphasis:
Behavior emphasis:
Relationship emphasis:

o m o owop b

Process emphasis:

Scoring Interpretation

‘The scores you received on this questionnaire provide information about how you define and view
leadership. The emphasis you give to the various dimensions of leadership has implications for how
you approach the leadership process. For example, if your highest score is for trait emphasis, it sug-
gests that you emphasize the role of the leader and the leader’s special gifts in the leadership process.
However, if your highest score is for relationship emphasis, it indicates that you think leadership is
centered on the communication between leaders and followers, rather than on the unique qualities
of the leader. By comparing your scores, you can gain an understanding of the aspects of leadership
that you find most important and least important. The way you think about leadership will influence
'how you practice leadership.
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Task and Relationship Questionnaire

Purpose
1. Toidentify how much you emphasize task and relationship behaviors in your life

2. To explore how your task behavior is related to your relationship behavior
Directions

For each of the following items, indicate on the scale the extent to which you engage in the described
behavior. Move through the items quickly. Do not try to categorize yourself in one area or another.

Make ato-do
list of the things
that need to be
done.

2. Tryto makethe 1 2 3 4 5
‘work fun for
others.

3. Urgeothersto 1 2 3 4 5
concentrate
onthe workat
hand.

4. Show concern 1 2 3 4 5
for the personal
well-being of
others.

5. Settimelines 1 2 3 4 5
for when the
job needs to be
done.

6. Help group 1 2 3 4 5
members get
along.

7. Keepa 1 2 3 4 5
checklist of
what has been
accomplished.
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8 Listentotho
special needs
of each group.
member.

. Stressto others 1 2 3 4 5
the rules and
requirements
forthe project.

10.Spend time. 1 2 3 4 5
‘exploring other
people’s deas
forthe project

Payclose 1 2 3 4 5
attention

to project

deadlines.

12, Actfriendly 1 2 3 4 5
toward other

roup members.

13. Clarify 1 2 3 4 5
‘each group
member's job

15. Emphasize 1 2 3 4 5
performance.
Standards for
the group.

16. Talkwith 1 2 3 4 5
other group
members about

aroup members
focused on goals.
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18. Emphasize
everyone's
unique
contributions to
the group.

19. Follow rules 1 2 3 4 5
and regulations.
closely.

20. Express positive 1 2 3 4 5
feelings toward
othersinthe
group.

Scoring
1. Sum scores for the odd-numbered statements (task score).

2. Sum scores for the even-numbered statements (relationship score).

Total Scores
Task score:

Relationship score:

Scoring Interpretation

‘This questionnaire is designed to measure your task-oriented and relationship-oriented leadership
behavior. By comparing your scores, you can determine which style is more dominant in your own
style of leadership. If your task score is higher than your relationship score, you tend to give more
attention to goal accomplishment and somewhat less attention to people-related matters. If your
relationship score is higher than your task score, your primary concern tends to be dealing with peo-
ple, and your secondary concern is directed more toward tasks. If your scores are very similar to each
other, it suggests that your leadership is balanced and includes an equal amount of both behaviors.

If your score is 40-50, you are in the high range.
If your score is 31-39, you are in the moderately high range.
If your score is 21-30, you are in the low range.

If your score is 10-20, you are in the very low range.
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Leadership Skills Questionnaire

Purpose
1. Toidentify your leadership skills
2. To provide a profile of your leadership skills showing your strengths and weaknesses

Directions
1. Place yourselfin the role of a leader when responding to this questionnaire.

2. For each of the following statements, circle the number that indicates the degree to which you
feel the statement s true.

Seldom | Occas Somewhat
true m.e true

Iam effective
with the detailed
aspects of my
work.

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

3. lameffective at 1 2 3 4 5
problem solving.

4. Filling nuﬂorms 1 2 3 4 5
and wor with
details come
easily for me.

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

6. When problems 1 2 3 4 5
arise, |
immediately
address them.
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7. Managing people
and rasources
isoneofmy
strengths.

lamabletosense 1 2 3 0 s
the emotional

undercurrents in

my group.

‘Seeing the big 1 2 3 4 s
picture comes.

easilyforme.

-

Inmywork tanioy 1 2 3 0 s

respondingto

popes renmta

11 lusemyemotional 1 2 3 0 s
energy to motivate

others.

Making strategic: 1 2 3 0 5
plans formy

‘company appeals

tome.

5. Obtaining 1 2 3 4 s
andallocating
resourcesisa
challenging aspoct
ofmyjob.
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(Continued)

Seldom | Occasionally | Somewhat
true true true
3 4 5

resources to

support our
programs.

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

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