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Theren are many definitions for leadership and most definitions are focused on abilities to achieve a desired goal. This report looks at the three basic leadership styles, one’s own abilities and a leadership model.

This will be carried out by first evaluating one’s own ability to use a range of leadership styles in different situations and people to fulfil a leadership role. Critically assess the Adair Action-centred leadership model and access one’s own ability to set direction, motivation, delegation, and empowerment to bring about a workplace change.
[bookmark: _Toc77545542]Section 1:  Leadership Style

Defined as a reflection of behaviours and attitudes influenced by thoughts and feelings. (Kippenberger. T, 2002).

Leadership style was evaluated using a question set, provided by Northouse (2016). The series of questions had values of 1 to 5 which ranged from strongly disagree to strongly agree. The resultant sum produced total scores, that best described your leader style due to the responses given. See Appendix 1.

The scoring response determined your dominant style of leadership between Authoritarian, Democratic and Laissez-Faire types of leadership.

Authoritarian leadership. The military is seen to have this type of leadership in the organisation where it is more of an authoritarian type (Braender, Stefan. 2020). It Is Autocratic and has a directive type of leadership. The behaviours are that which command compliance with directions on how to complete a task. The employees or followers not involved in the decision making (Arnold, K and Loughlin, C 2013). Inputs sought, but not considered with the leader considered the most knowledgeable (Chukwusa, J. 2018). Disciplinary in nature with punishment and rewards for performance to ensure guidelines are adhered to and thus also a transactional type (Harb, 2021).

Democratic Leadership Style. Employers or followers have a greater input in decision making with this style (Schoel. 2011). Its effectiveness heavily influenced by beliefs. A participative leadership where power is shared through empowerment (Yurl. 2013).

Laissez-Faire Leadership. An absence of leadership style. Research showed a strong correlation to a lack of effectiveness and performance being highly negative in nature. An avoidance of responsibilities and hesitation with the decision-making process (Hinkin, 2008).

The Northouse question set displayed personal results that showed a moderate range level with the Authoritarian and Democratic leadership styles, and a low range level of the Laissez-Faire style. Authoritative and Democratic laying in the mid-range but with Democratic having the dominant score of the two and thus concluding the personal leadership trait tendency at the workplace. The Laissez-Faire style displayed a low range level but to a certain extent is present and utilised though on a low frequency.

These from experience has been utilised at various occasions and have been situation dependent. An example of this was found, when there was tasked with an aircraft (helicopter) recovery from a farmer’s field. The pilots had carried out an emergency but safe landing onto the field. The experience attained had allowed for a timely deployment to the site of the incident. This quick response allowed for the safe recovery of the aircraft at a lower cost. Considerations taken were security, contamination of the area and the field condition. The security due to being a military aircraft; its contaminants and the possible effects of weather, and the condition of the land. The tyres on soft ground meant that the weighted aircraft would sink into the ground. The stresses placed on the airframe in recovery, the fluids from the aircraft onto the field and the maintenance post recovery would have been very costly. The information flow was one direction as the leader to team members, being authoritarian in nature with the members focusing on the various tasks they were given from transportation, tools and equipment required to eventually move to the site. Advantageous highlighted by Chukwusa (2018). In this instance experience and knowledge was vital as a team leader for the purpose of expediency.

[bookmark: _Toc456901517]A situation where democratic leadership style is required would be in situation where there are several experts on a particular team task that would be beneficial in fulfilling a plan. In an FRT team there are several individuals who have their own trade specific expertise or authorisations to complete a task. An example of where this would be required is when found when several aircrafts had to be maintained and prepared for a military exercise that was required at a location near the Scottish border from its base unit in Suffolk. The aircrafts were used prior to going on this deployment but had to be taken out of its ongoing tasks and be made ‘fit for deployment’. Several things had to be noted which ranged from spares demands and servicing to its eventual movement corridors to locations. Aircraft technicians, avionic technicians, pilots, spares logistics and various elements of the workplace had to be consulted. A common question on the agenda being ‘how long does it take?’. Timelines like ‘how long does it take to replace’ trade specific components on an aircraft to what was the timeframe and what medium was used to get that component to a certain location. These are, but a few questions that were asked and answered to allow for planning. The leaders would take this into account and input this into the plan for its success and fulfil its Expected Time of Completion (ETIC). Participative in nature and one that fosters trust and loyalty (Gosling. J, 2012). This even created a sense of ownership and pride by the team members when the ETIC was met.

Authoritative and democratic styles were even more obvious in the case when technicians arrived straight out the military technician schools with no authorisations nor knowledge of specific aircraft type used in their assigned military unit. In this instance the information tends to be one direction until formal assessments are carried out and criteria satisfactorily achieved. This soldier is commonly referred to as a ‘unit trainee’ (UT) until he has achieved his class 2 authorisations. A democratic style is utilised for those with supervisory levels (class 1) authorisations with a few a few even given more of a Laissez-faire type of style as argued by Hinkin (2008) and Yang (2015) where such is the experience gained that they are left to just get on with the tasks at hand.

Therefore, in conclusion it could be seen that leadership styles will need to adapt to the situations at hand and for different individuals in an organisation. The survey determined the personal dominant style of democratic leadership compared to the other two styles. This on reflection and according to the survey questionnaire shows that there are various degrees to which one utilises their styles of leadership. Though it must be said that the fact that there is no zero value in the survey; and value will always be given for the three styles given. Thereby stating that one is not totally of a particular type of style of leadership; that is, totally authoritative or totally democratic. 

[bookmark: _Toc77545543]Section 2: The Adair Action-Centered Leadership Model

This leadership model was first published in 1973 by John Adair. It consists of three circles which are the Individual, Team and Task areas of responsibilities. The interlocking sections of the circle and at its core is the balance achieved by all areas of need to be an effective leader. The over lapping section referred by Adair as the Action-centered leadership (Adair. J, 1973) (Braun, 2012). The focus being on achieving the task; building and maintaining team cohesion, as well as paying attention to team members individual development and needs.

Adair states that focusing more or less; on one aspect of the circle will be at the expense of the other and affect performance and output. A good example of this would be not considering an individual’s development or need. If an individual is not trained to the appropriate standard or authorised to perform tasks; it could be a limitation on the group in the sense that this individual would not be able to contribute to the task directly. A UT requires a hundred percent supervision when carrying out any tasks on an aircraft. This means that he must be constantly supervised by one that is appropriately qualified during the task. The supervisor is now having to focus on the task and supervise the trainee. This split in focus means the task is, slower and an increase in labour for others to cater for the reduced number of qualified and authorised manpower. If this is not addressed in a timely manner, it has the adverse effect on moral and cohesion of the team despite it being a necessity of training. Like wise if the focus is on the task and not on the team this would also have an adverse effect. If the focus is on production and output and not on the team, the conflict would most likely occur as team input for example work routine, motivation will suffer. The individuals’ needs were not accounted for because everything was task focused. This was observed on a military exercise where abouts a team was carrying out a bleed of a hydraulic system on an aircraft for serviceability purposes. The task was carried out late at night and no regular breaks were taken. The bleed was a procedure that takes approximately three hours, and the supervisor was focused on completing the task. Complaints were later received, and performance output was not at an appropriate level. It was later found that safety incidents had occurred because personal needs were not considered as a matter of priority. This resulted in team cohesion and refusal of individuals to work with that supervisor and a reshuffle of the teams had to be carried for the sake of cooperation and moral. See Alan (2018) for responsibilities in the circles.

Adair went on to state that there were three levels of leadership that exists which are Team, Operational and Strategic. That the needs of the task, group and individual will need to be considered throughout all levels of leadership whether in teams of five to twenty (Task leadership), leaders to one leader (Operational Leadership) or the whole organisation (Strategic leadership).

Adair believes that leadership could be taught (Adair 2011, 2013) whereas Zaccaro (2007) stated that traits matter to be an effective leader. A comparison closely related to Smith. K (2013) for situational leadership using Hersey-Blanchard Leadership model. The Action-centered leadership advantage was that it did not rely on situation nor traits values to be effective.  Adair identified eight core functions for leadership development and by utilising the circle of needs also determine areas of weakness or whether more attention is required. These are (1) defining the task, (2) planning, (3) briefing, (4) controlling, (5) evaluating, (6) Motivating, (7) organising and (8) setting an example. (Adair 2009, 2013)

This as opposed to the ‘great man’ theory of leadership as stated by Mouton (2019) well its sole focus is down to leadership and follower relationship for success where everything is focus around that one individual.

The Actioned-centered leadership is adopted in the military (see Appendix 2.) (The Centre for Army Leadership, 2020). The Army Leadership Code having 7 leadership behaviours with the acronym LEADERS. “These are: (1) Lead by example, (2) Encourage thinking, (3) Apply reward and discipline, (4) Demand high performance, (5) Encourage confidence in the team, (6) Recognise individual strengths and weaknesses and (7) Strive for team goals” (Army Director Leadership, 2016). These core behaviours together with the three circles have been utilised in the workplace to great success to this day. The fact that leadership could be taught for success is advantageous to that of the other theories of leadership in that by following the guidelines and catering to all three circle needs a standard is maintained as opposed to situational and ‘great man’ theory.

[bookmark: _Toc77545544]Section 3: Accessing Abilities

A series of questionnaires were utilised to assess one’s own ability for workplace change and the following was observed.

Direction. Burtis (2010) states there are five direction giving roles. They are, doers, followers, guide manager and leaders. Each have their part to play for change in the workplace with interaction and communication being key. Vision was a term used for direction in his article, though commonly referred to look a foresight, it is also influenced by experience. 

To assess for direction in an organisation a ‘Leadership Vision Questionnaire’ (Northouse.PJ, 2016, Ch.7) was utilised. This consisted of a 10-question set; with a range scoring system of strongly disagree value one, to strongly agree value five. See Appendix 3. The value attained from the assessment showed a very high range score for vision. This assessed one’s own ability to set direction. From the question set it was of the view of one’s opinion on the positive direction the organisation is to take. While the direction might seem obvious; unless it has been tried and tested, it has no guarantee that your idea or direction for the organisation would meet with success. This on planning is generally realised from past ventures as learning points for future actions. For the military going on exercises, ‘Post Exercise Reports’ are normally carried out as learning points for the next time something similar is carried out.

Motivate. “Strength of a person’s desire to attain a goal” (Schmidt, L. et al. 2010). This is a commonly used in the together with incentives at the workplace (Vilnai-Yavetz, Iris, & Levina, Olga. 2018). Examples of this are early departure times from work on completion of task, prizes, or recognition at work. This was used recently to drive the work force to either work harder or gain prestige in the workplace for completing a complex task.

Delegate. Usually, the entrusting of work or responsibilities to another. A management tool used to ease pressure of the workload. For expediency as well as a development tool (Meiring, A. 2016). This arises from something as simple as moving equipment from one area to another for expediency to giving some responsibilities like being responsible for the collection and processing of amendment signals to computer systems. This saw the individual having to pay more attention in complex or unfamiliar tasks and was at the end another bit of ‘know how’ on that specific task.

Empowerment. This refers to the follower having resources and being part of the decision-making process to fulfil the task. For example, a soldier was made responsible for gathering aircraft support equipment to moving them from one location to another. The individual was given resources in the form of lifting machines and manpower to fulfil the task. The individual was given sole decision on how to utilise the manpower and how the equipment was to be arranged and in which vehicle they would be loaded on.

Further assessments of ability besides examples given, were carried out by questionnaires submitted to others in the organisation to assess one’s own ability from the view of others. See Appendix 4 and 5.

Appendix 4 was a question in which five individuals were selected from the workplace to score a series of statements of one’s on traits. This was then averaged and compared to a self-rating. The traits varied between individuals opinions with the majority if rounded to a whole number had a greater rating then the self-rating.

Appendix 5 was a survey distributed to subordinates and peers and averaged on the high end of the scale. This displayed a strong relation had up and down the chain of command. The results had several incidents due to the command structure where there was no input to career status. These results were from a small pool of people and could be influenced by the fact that they lay in ones command structure but the tool was to be used by the individuals for self-development and personal improvement in the workplace. The survey could also be contaminated by the fact that there were recent and new members to the team and the survey had questions that asked for a longer relation of six months in post.

It could however be concluded that the team members are satisfied with oneself and would like to work in the team again if removed.

[bookmark: _Toc77545545]Conclusion

The self-assessments were carried out through a series of questionnaires and examples to assess one’s ability showed a high rating for a democratic style of leadership as a dominant side. This was adapted dependent on situations and people involved for best effect.

The Adair Action-centred Leadership Model is well recognised, and its simplicity makes it an ideal model to utilise to be an effective leader for military use.

The further assessments carried out via the questionnaire and survey I feel is a great learning tool to view others perception of oneself and if the integrity of the survey is carried out an asset to improve capabilities and styles when made obvious from the ground up as opposed to the hierarchy writing your report from the top down. 

[bookmark: _Toc456901523]I will however conclude and area that various styles of leadership are used in the workplace and the interactions are normally felt via the team spirit and cohesion when tasks are completed to a high standard and moral is high.
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[bookmark: _Toc77545549]Appendix 3: Leadership Vision Questionnaire[image: A screenshot of a computer

Description automatically generated with low confidence]












[image: A screenshot of a computer

Description automatically generated with medium confidence]

Source: Northouse, P.G (2016)

[bookmark: _Toc77545550]Appendix 4. Leadership Traits Questionnaire
[image: A picture containing text, screenshot, indoor

Description automatically generated]
[image: A picture containing text, screenshot, indoor

Description automatically generated]


Source: Northouse, P.G (2016)

[bookmark: _Toc77545551]Appendix 5: 180 Leadership Tool

[bookmark: _Toc77545552][image: Chart

Description automatically generated][image: Graphical user interface, chart, pie chart

Description automatically generated][image: Chart, pie chart

Description automatically generated][image: Chart, pie chart

Description automatically generated][image: Graphical user interface, chart, application

Description automatically generated][image: Chart

Description automatically generated with low confidence]
[image: Graphical user interface, application

Description automatically generated] [image: Table

Description automatically generated] [image: Table

Description automatically generated] [image: Table

Description automatically generated]

Source: The Leadership Development Portal - The 180 Leadership Tool. Ministry of Defence.

image2.png
o

=1

fed £

ter 4 Understanding Philosophy and Styles

4.2 LEADERSHIP STYLES QUESTIONNAIRE

dership

ments m dicatesthe youagree o

impi

APPLICATION

stongly Strongly.
Statements disagree Neutral  Agree agree

s need o be supery ely.orthey 1 2 3 4 5

are not kel to do heir work

making 1 4 5

4 5

s acceptresponsibilty

omplete freedom to

The leader s the chief judge of the achievements of

\\ N

T

Autosave @ o) B DO D G~ O ) O K

File Home Insert Draw

Design Layout
iiBody)  v11 v AT A Aav A
vab x, X Av £ A

Font

Music -
Shorteut

K. Mi-Ria _ BMSK6001 - Emergent Lea... ~

Mailings  Revie View Help RCM
SFind ~
& Replace

I select v

AaBbCcDc AaBbCc | AaBbCcDc | AaBbCcDc

mal | TN

5 Editing
1181119

Kenneth Lovai Mi-Ria (2026317) . 3]

12 Share

& £

Dictate | Editor

Editor

O X
1 Comments
[

Reuse
Files

Files

18:35
14/07/2021

G @ File | CyUsers/windn/Desktop/University%200f%20Wales%20Trinity%20Saint%20David/Assessment%20BMSK6001/Leadership%20Questionaires/L eadership%20Assessment%20tools/4. 2%20L eadership%205tyles%20Questio...

Q

x

B 42 Leadership Styles Question:

x

X 8 42 Leadership Styles Questionn: X+

-+ A=

the number thatindi

4.2 LEADERSHIP STYLES QUESTIONNAIRE

{3 Page view

N TO LEADERSHIP

A\ Read aloud

APPLICATION

V' Draw

'Z  Highlight

% H

& Erase




image3.png
4.2 LEADERSHIP STYLES QUESTIONNAIRE

>
3
]
3
2
S
2

x X B a2lesennpsyie o x

C onme s e+ @ ©

Emergent Lea.. ~

File  Home Insert eview  View Help  RCl & Share T Comments I

& Golibri (Body 1 Aa~ A AaBbCcDe AaBbCc |AaBbCeDe| AaBbCeDe
paste
e o | g o1 Assign... | 1 Nommal | 1N Spax - .

Paragraph o ditor | Re 4.2 LEADERSHIP STYLES QUESTIONNAIRE

play Seting:

IR — 4+ D @ B Pgeview | A Readwowd 7 Dw v Hohon O Fase ] B *





image4.png
42 Leadership Styles Que.. X 42 Leadership Styles Que.. X

15, Inmostsituations, workers prefer it input fomthe 1 2 3 4 s
leader
16, Effective leadrs give orders and cary procedures. 1 2 3 - s

iy competentandfgiven atask 1 2 E s

18, Ingeneral tls besttoleave folowers alone. 1 2 4 s

Sumhe responses on tems1, 4,7 10,13, and 16 (authe

nleadership).

Sumthere: nitems 2,5,8, 1,14, and 17 democr

rship.

Sumthe responses onitems 3,6,9,12,5,and 18

faire leadership)

18
20

Authorttarian Leadership

Democr

atic Leadership

Laissez Faire Leadership 15

fan, democratic, and

yie of eadership.
Fyour score s 26-30, you are nthe very high range.

21-25,youare nthe high range.

fyourscore s 16-20, you are nthe moderate range.

fyourscore

11-15, youaren the low range,

fyourscore s 6-10, you are n the very low range.

1fyou have the ineractive eBook version ofthis text. log Into a
this chapter's uestionnare, you wil recelve indvidualized feedback a

the Leadership Profile Tool. After completing
oractical suggestions for further srength-

eningyourleaders!

D b Ana Schonert EADERSHI -6 x|+

& > C (@ nhtps/wwwbing.com

> BE Microsoft Bing Andra Schonert LEADERSHIP Ken
B File Home Insert Draw Design Layout References Mailings Review View Help RCM

1 ViDEOS

€0 SHOPPING

- Replace

. — = — = — LFind ~
E [q CalibriBody) v 11 v AT A" Aav R iZvi=v Ty =3 45l T aaBbceDe AaBbCc |AaBbCeDe| AaBbCcDe " (S7 Q

Paste ) ) No No Spac... (o Dictate | Editor | Reuse
= B I U-+vas x, X v £2vA. Ao i JA JA Assign... Normal | T No Spac... |7 .
[ = 24 i B Select e
BN Clipboard 1§ Font & & Styles & Editing Voice Editor | Reuse Files ~ https://www.semanticscholar.org/paper/Effect-of-Leadership-and
L/ I this re f leadershi
8 Pe20p e X100 2010314015006 17181 +9 11001 11011201 21301 +14: 1 151 16+ K17+ 1 1180 | +19
i B : . Format Text Effects ~ %
e
: e A =
2 — See allimages
doagood job Shadow Andrea Leadsom
L] general. t is bast 1o e Bowers al 2 5 For S of s Business, Energy and Industria
Reflection
Recent highlights Interviews Speeches >
Glow
Sum »onses onitems1,4,7,10, 13,81 16 fauthoriarian leade Soft Edges
¢ tems 2,5,8, 11,14, end 17 ce
» , . 3-D Format https://www.semanticscholar.org/paper/Effect-of-Leadership-and
B o I this r f leadershi

Bom:

; Spouse: (r 93)
: Successor (Secretar f state)
Education:

SIE I’:\SSI'I\?ICH AN UND
EEEE_E\NDELN DABEI
[HRE FEUTE ANSTANDIG.

Recent Highlights

Page90f 10  848words [ & Add-ins loaded successfully [ Display Settings [, Focus

\ —_—,

18:54

»
Desktop A~ @p
14/07/2021




image5.png
=N x| & HLE x B x + o x

G O Y 3 c )
N WDl 1 UMTSD Moo 2. [ MVIDRosl @ G B AChowiociea  Coptcon B~ OtV et Googe b
Ve q — 4 D B D aevien | A Redsowt Y D - Y Howgw - QO B ® 5Bl

) -
= N\ \\
Joom  #ONE GOl Voice —Letter to OCSTARSH N ThsPC-  Midosoft
N
== Shortcut  Teams
W BR e o —
- v . - G O e | CltvenpindnDeskoptery. % R
Bl vome  shre  view ? gme. - > Kenneth Lovai Mi-Ria 2026317) (@) 1 @ g BUSKG001 - Onln Sesion 3 o ¢

ol WSO Moode 20 [N MITSORl ) s Wi APk o e,

O Comments Fle  Home

=3 BE peo - @ B Y
N [ ] B

ntouick Copy Pase o [ Copyto~ | i Rename Properties

P E¥ivertselecion s ool

older AaBbCcDe AaBbCc | AaBbCeDe s
o Clpboard Organise New Open select o | 1o
B ¢ 5 v p R A Leader » A e | v |
i s
W Neme Date modified Type
& 1.2 Conceptualizing Leadership Questionnaire_ CHO1 14/07/202113:33 Microsoft d e S g lran o
st B 3.2 Leadership Strengths Questionnaire CH3 14/07/2021 13:02 Microsoft Ed e e o e om0, 5
B 42 Leadership Styls Questionnaire CHOA 110772021 13:46 microsoft o et == B O———
B 5.2 Task and Relationship Questionnaire CHOS 14/07/2021 13:56 Mirosort £ e A
B 6.2 Leadership Skils Questionnaire CHOS 14/07/2021 14:24 Microsot £« R e
7.2 Leadership Vision Questionnaire CHO7 14/07/2021 1435 REEEBR - v cadorship (v il Loador. Pan. Main
I 122 Sample Items From the Ethical Leadership Style Questionn... 14/07/2021 15:10 Microsoft Ec S S S SR
B 13.2 Path-Goal Styles Questionnaire CH13 14/07/2021 15:20 Microsoft Ed

erspectives of Leadership. T
ship Modsl. Law and Orc

bo19). A torary pors 1 the limits. of feadorship
[RISR ( oncon. Ergian §1-102. hitps /or org/10.11

1936

& gorp001 ‘ ; S i

play Seting:




image6.png
O | 8 62 Leadership Skilk Questionn= X | B 7.2 Leadership Vision Questionr X | {8 22 Leadership Trats Questionn: X 1B 7.2 Leadership Vision Questionn X - - x

< rd C @ File | C/Users/windn/Desktop/University%200f%20Wales%20Trinity%20Saint%20David/Assessment%20BMSK6001/Leadership%20Questionaires%20-%20ANSWERS/7.2%20Leadership%20Vision%20Questionnaire_CHO7.pdf 6 £ G = 9
[N UWTSDPortal 10 UWTSD Moodie20.. [] MYTSDPortal 4 GinemaHD il APA:howtocitea.. & Crypto.com Exchan.. o Ofter Voice Meatin.. § Google Scholar
2 o2 Q - + @ 2 B Page view A Read aloud 7/ Draw - ‘g Highlight - & FErase =] B #

7.2 LEADERSHIP VISION QUESTIONNAIRE

NOILVDITddV

ring Iterpretation

your abiltyto

edge.sagepub.com/northouseintrode o

Otter\/6icé” Otter Voice - Letter to OC.._STARS 1 NN This PC - Microsoft

NER Vit R e TS > Shortcut Teams
Leadership Questionaires - ANSWERS 06 \ [} x +
N C @ Fil C:/Users/windn/Desktop/University... 7 2 [ = @
File AutoSave @ om) [F] © v G- N LOY = K. Mi-Ria_ BMSK6001 - Eme... ~ 0 Kenneth Lovai Mi-Ria (2026317) (k) B O X R ———— - £ _ o 1€ | Siseshundn/Besop/inverty.-. o ) e
. JPortal 1 UWTSO Moodie20.. [N| MYTSDPortal  CinemaHD Rl APA-how o dte .. >
Tradi File Home Insert Draw Design Layout References Mailings Review  View Help RCM 12 Share 7 Comments

Pin to QuicllS . R OFind ~ I W B 3
access I Arial v ATA Aav A 2l T AaBbceDe AaBbCe |AaBbCeDC |- & Replace 4- D 5 P e
. Paste 2 A Normal IS e Dictate | Editor | Reuse i e i
ﬂ” . B ¢ B I Uva x, ¥ Av2.A. y LTNomal SN it - us . ND 1 B\I ; » ) m;w e o
Bir, Clipboard Font &l Editing Editor | ReuseFi | A T '
B N 2 L 23 A 567 a1 3011401 15 1 160 QU700 181 1 S Clpboxrd & font Zenonen e & L Fdtor_Reuse Fles [RSHIP STYLES QUESTIONNAIRE

L e 23 s e T Sl B s

man, D. (2009). Working with emofiona intelig ilable o
web.sonoma.edulusers/s/swiink/teaching philosophy. 101 papertigoleman. him Strongly strongly
Warch 2021) disagree  Disagree  Neutral Agree agree.

Goleman, D 2006, Working with Emotional iteligence, Bloomsbury Publishing PIc, London. Avail b e mputromte 1 2 3 4 5
ProQuest Ebook Cental. (28 March 2021]

LeDoux, Joseph. (2012). Rethinking the Emotional Brain. Neuron (Cambridge, Wass), 73(5), 1052- ' 4
ttps:/fol or neu 18 (Acoeseed on: 26 Mar 2021) N

Brackett, ., Delaney, S. & Salovey, P. (2021). Emofional intlligence. In R. Bisw
(Ede), oba textbook <ychology. Champaign, IL: DEF publishers. Retriev -
from htp:/inoba.tazvplun? i 26 March 2021) s 3 4

Christiansen, B, & Chandan, H. C. (2017). Handbook of research on human factorsin contempora
workdorce dévelopment

Emma Rose. 2020 Available at:hitps/partners psnnfoster sdublog 2020 anuarythe-difference-b
training-and-development (Accessed on: 26 Mar 2021)

Gonzalez, Gabriella C., et al. Eneray-Sector Workforce Development in Southwestern Pennsyvani
Edusation and Training with Innovation and Needed Skills. RAND Corporation, 2014. JSTOR,

&) Addins loaded successfully (g Display

sire Leadershi

Scoring Interpretation

19:38

»
N )
Desktop OB @ W @ o





image7.png
(n] And Lea p y pa aut Au s “t dire y 4T achi a2 72 220| 8 fle | @) fles| @ 22L] O mntrr | @ 12C| @ 320 B ix + =

X
< > G @ File | C/Users/windn/Desktop/University%200f%20Wales%20Trinity%20Saint%20David/Assessment%20BMSK6001/Leadership%20Questionaires%20-%20ANSWERS/2.2%20L eadership%20Traits%20Questionnaire_CH2.pdf % H @ = (%]
[N UWTSDPortal 10 UWTSD Moodie 20.. [N] MYTSD Portal 4 CinemaHD Rl APA:how to ite .. & Crypto.com Exchan... - Ofter Voice Meetin.. @ Google Scholar
1 ef3 Q - + @ 2 B Page view A Read aloud 7/ Draw - ‘g Highlight - & FErase =] B #
2.2 LEADERSHIP TRAITS QUESTIONNAIRE
>
]
]
c
o
>
2
o
z
p—
Autosave @ o) B O DG~ O ) L K = K. Mi-Ria_ BMSK6001 - Emergent Leadership S... ~ 0 Kenneth Lovai Mi-Ria (2026317) (KL &= - X BMSK5001 - Online Session 6 (1).p.- %W X

Hor
File Home Insert Draw Design Layout rences Mailings Review View Help RCM 12 Share 7 Comments =

. = LFind ~
Avial 2l T | naBbceDe AaBbCc |AaBbCeDe | AaBbCcDe AaBbC( " Q

Replace
T ) . Bl Dictate | Editor | Reuse

I Select v Files

5 Editing Editor

S S I Reference

Scoring Interpretation

e Leadership Vison Guestonnate s desgned o measure you e = Goleman D. (2000) ‘Leadership That Gets Results’. Harvard Business
your o o e Review. 78(2):pp78-90.Available at
$1-40, ) https://search.ebscohost.com/login.aspx?
direct=true&db=bth&AN=2839618&site=ehost-live. [Accessed April 12,
2020.]

Source: Northouse, P.G (2016 Gallwey, W.T. (2015) The Inner Game Of Tennis. London: Pan
Publishers

Appendix 4.

Appendix 5

Prifysgol Cymru
Orindod Dewi Sant

University of Wales

Trinity Saint David

B B B -

22:19
18/07/2021





image8.png
(n] &) fies/ | &) flev | B 220] O e | B 12¢| @ 321 B ix +

< > © @ File | CyUsers/windn/Desktop/University%200f%20Wales%20Trinity%20Saint%20David/Assessment%20BMSK6001/Leadership%20Questionaires%20-%20ANSWERS/2.2%20L eadership%20Traits%20Questionnaire CH2.pdf s H © = (%]
[N UWTSD Portal 41 UWTSD Moodie 20.. [] MYTSDPortal f CinemaHD @l APA'howtocitea.. & Ciypto.com Exchan... o Otter Voice Meetin..  Google Scholar

2 o3 Q — + @ © | (b Pageview A Read aloud 7 Daw v g Highlight - & Erase =] B | #

2.2 LEADERSHIP TRAITS QUESTIONNAIRE

Scoring

APPLICATION

Leadership Traits Questionr

Average
Rateri  Rater2  Rater3  Raterd  RaterS rating

£

Digent

3
3
5
2
4
4
4
3
4
2
5
4
4

LR RSINES S I NF N NERF RS

AutoSave @ o) [§] © v - N PO = K. Mi-Ria _ BMSK6001 - Emergent Leadership S... ~ pel Kenneth Lovai Mi-Ria (2026317) KL = - X

File Home Insert Draw Design Layout rences Mailings Review View Help RCM 12 Share 7 Comments

o~ - . _ LFind ~ el
Calibri Body) v 11~ AT A" Aav A 2l 9 maBbceDe AaBbCc |AaBbCcDe| AaBbCcDe AaBbCc 4- [A

G Replace |\ ote | Edit R
. A . ictate | Editor | Reuse
X X Av £« A / Assign... 1 . N Select - s

Font 9 5 Editing Editor

111401 150 1 16 A e170 | 181 1 119

Appendix 5

Appendix 6

B B B -

2223
18/07/2021

BMSKG001 - Online Session 6 (1).p...

Home.

Reference

Goleman D. (2000) ‘Leadership That Gets Results’. Harvard Business
Review. 78(2):pp78-90.Available at
https://search.ebscohost.com/login.aspx?
direct=true&db=bth&AN=2839618&site=ehost-live. [Accessed April 12,
2020.]

Gallwey, W.T. (2015) The Inner Game Of Tennis. London: Pan
Publishers

Prifysgol Cymru
Orindod Dewi Sant

University of Wales

Trinity Saint David





image9.jpeg
22146 @

(Y @ forms.office.com/Pages/Des (&

Forms

@ ~ c@”.

Responses @

Questions

1 I would work for this person

again.

Mote Details
@ strongly agree s
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@ Disagree o
@ strongly disagree o

2 This leader gives me further opportunities to
help me develop my career.

More Details
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3 This leader communicates clear goals for
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3 This leader communicates clear goals for
our team.

More Details
@ stongly agree 3
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aregular basis.

More Detais
@ strongly agree 3
@ Agree 3
@ Disagree 1
@ stongly disagree 3
@ Notapplicable 1
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6 This leader consistently shows
consideration for me as a person.
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7 This leader keeps the team focussed on
priorities, even in difficult circumstances.

More Detais
@ stongy agree 5
@ Agee 3
@ rotsure 2
@ Disagree 3
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8 |am kept up to date with relevant
information from the chain of command.

More Detais
@ songy agee 0
@ Aoree 2
@ Notsue 2
@ Disagree 3
@ suongly disagree o

@ Notapplicable o
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9 This leader has had a meaningful
discussion with me about my career
development in the past six months.

More Detait

@ stongly agree :
@ rgee 1
@ oisagree 1
@ stongly disagree 1
@ ot appicavle 2

L
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values my opinions.
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11 | feel that this leader makes good
decisions in the workplace.
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12. What's one thing this per
could do to improve their impact
as a leader?

8 Responses

IDT Name Responses

Orme Jordan ot sure in all honesty:

Thomas

Jackson

I can not think of a better way to
Grant Nunn improve this leaders ability as a
leader.

This person could improve in their
g the
first person to take the lead. There
4 anonymous are several people at the same
0 it as
leader he

that level

I havent worked with Kennw fo
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o

12. What's one thing this pers

could do to improve their impact

as a leader?

8 Responses

anonymous

anonymous

anonymous

anonymous

| havent worked with Kenny for
very long however i would say
that his strengths at times can also
be a weakness in that he is a very
freindly and likeable guy. | would
suggest that he could be more
assertive as a leader and make
the difference between himself
and his subordinates more
apparent.

Qccasional daily progress
feedback on the task

i believe at times he is abit more
keen then needs to be and take a
step back and realised hes already
doing a good job
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13. What's one thing that this

person does well as a leader that
they should continue doing?

8 Responses

IDT Name

Responses

Orme Jordan

Thomas
Jackson

Grant Nunn

anonymous

Takes into account other people's
opinions and ideas to then come
up with a solid plan of action.

Approachable, Charismatic but at
the same time bureaucratic

This person is always
communicating up and down the
management chain to address
issues as soon as they arise and
allowing time for decisions to be
made enabling more effective
time management within his
team.





image18.jpeg
13. What's one thing that this

person does well as a leader that
they should continue doing?

8 Responses

anonymous

anonymous

anonymous

anonymous

time management within his
team.

Kenny is a very approachable and
trustworthy person and im
confident that if any of his
subordinates had any issues they
would be comfartable in opening
up to him. This is a great quality.

Connects well with Team members
and communicates effectively.

hes a very approachable person
and will be honest with you, if you
have any issues or problems he
takes the time to either let you
know or find out for you.
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