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Critically Assessing the Impact of Beliefs, Attitudes and Values on My Workplace Behaviour
[bookmark: _Toc225594129]1. Introduction
Beliefs, attitudes and values are fundamental in shaping workplace behaviour and leadership practice, as they underpin how individuals interpret experiences, construct meaning and respond to professional situations (Robbins & Judge, 2017; Huczynski & Buchanan, 2013). Rather than operating in isolation, these internal factors interact dynamically to influence communication, decision-making and ethical judgement. Within leadership roles, their impact becomes more pronounced, as leaders’ personal frameworks can both consciously and unconsciously shape team dynamics, organisational culture and standards of care.
In health and social care environments, this influence is particularly significant due to the ethical and relational complexities involved. Leaders are required not only to meet organisational and regulatory expectations but also to demonstrate empathy, promote safeguarding and deliver person-centred care to vulnerable individuals (Carroll & Shaw, 2013). In my role as deputy manager within a residential mental health setting supporting eight individuals with complex needs, these responsibilities are central to my daily practice. This creates a potential tension between personal values and professional responsibilities, highlighting the importance of critical self-awareness in leadership.
This report critically examines the extent to which my own beliefs, attitudes and values influence my workplace behaviour and leadership practice. It analyses how these internal factors shape my interactions with the people we support and with colleagues, as well as how they inform my leadership style, decision-making processes and responses to challenging situations. The discussion moves beyond description to evaluate both the positive contributions and potential limitations of my personal perspectives in practice.
To support this analysis, the report draws on Transformational Leadership Theory, as conceptualised by Burns (1978) and further developed by Bass (1985), to evaluate how values-driven leadership can inspire, motivate and support others. In addition, self-assessment tools, including the Belbin Team Roles Model (Belbin, 2010) and the Thomas–Kilmann Conflict Mode Instrument (Thomas & Kilmann, 1992), are used to provide a structured evaluation of my leadership behaviour and interpersonal effectiveness.
Through the application of critical reflection, this report identifies key strengths as well as areas for development, acknowledging potential gaps between my current practice and aspirational leadership standards. It concludes by outlining targeted strategies for professional development, supported by tools such as gap analysis and personal development planning, with the aim of enhancing both my leadership effectiveness and the quality of care provided.
[bookmark: _Toc225594130]2. Who – Individuals Influencing Workplace Behaviour
Workplace behaviour is shaped by interactions between different individuals within an organisation. In my deputy manager’s role within a residential mental health setting, key stakeholders influencing behaviour include service users, colleagues, management and external healthcare professionals.
The individuals supported within the residential environment often experience complex mental health challenges that require empathy, patience and professional judgement from staff members. My belief that individuals experiencing mental health difficulties can achieve independence and meaningful lives strongly influences my interactions with them.
Colleagues also influence workplace behaviour and organisational culture. Leadership behaviour can affect team morale, communication and confidence when responding to challenging situations (French et al., 2015). Leaders who demonstrate respect, empathy and professionalism can influence the wider team and contribute to a supportive work environment (Schein, 2010).
External professionals such as psychologists, social workers and healthcare practitioners also contribute to workplace decision-making through their expertise. Their involvement ensures that care practices remain aligned with professional standards and safeguarding requirements.
Although beliefs, attitudes and values can positively influence leadership behaviour, they may also introduce bias into decision-making. Leaders who rely heavily on personal values may unintentionally prioritise their own perspectives over organisational policies or professional guidelines. This highlights the importance of reflective practice and critical thinking to ensure that decisions remain balanced and evidence-based.
[bookmark: _Toc225594131]3. What – Beliefs, Attitudes and Values
Beliefs, attitudes and values are closely connected concepts that influence behaviour within organisations. Beliefs represent ideas that individuals accept as true about the world and about other people. According to Rokeach (1976), beliefs form part of a broader value system that shapes behaviour and decision-making.
Attitudes refer to emotional responses or evaluations toward people, situations or ideas. Positive attitudes toward teamwork and collaboration can contribute to supportive workplace cultures, while negative attitudes may lead to conflict or reduced motivation (Robbins & Judge, 2017).
Values represent deeply held principles that guide behaviour and ethical decision-making. Research by  (Schwartz, (1999) suggests that values influence personal priorities and determine how individuals evaluate situations within social and organisational contexts.
Although beliefs, attitudes and values can support compassionate leadership, they may also introduce bias into decision-making if leaders rely solely on personal perspectives. This highlights the importance of reflective practice and critical thinking within leadership roles (Brookfield, 2017).
[bookmark: _Toc225594132]4. Where – Workplace Context
The context in which leadership takes place has a significant influence on workplace behaviour. In my role as deputy manager within a residential mental health setting, I am responsible not only for supporting individuals with complex needs but also for overseeing staff practice, promoting high standards of care and ensuring that day-to-day support is delivered safely and effectively. This leadership responsibility means that my beliefs, attitudes and values influence both my own behaviour and the behaviour of the staff team I supervise.
[bookmark: _Toc225594133]The residential mental health environment is emotionally demanding and requires staff to respond calmly and professionally to behavioural challenges, emotional distress and complex care needs. As deputy manager, I must help ensure that staff balance compassion and empathy with safeguarding responsibilities, risk management procedures and organisational policies. This requires consistent leadership, clear communication and the ability to model appropriate professional behaviour in challenging situations.
Within this context, my belief in the potential of individuals to achieve greater independence strongly influences my leadership approach. I aim to encourage autonomy and actively involve the people we support in decisions about their care, promoting dignity, choice and person-centred practice. However, in a leadership role, this belief must be carefully balanced with professional accountability, legal responsibilities and the need to protect individuals from harm. This demonstrates that leadership in health and social care is shaped not only by personal values, but also by the wider responsibilities attached to management and supervision.
Organisational culture also plays an important role in shaping workplace behaviour. Schein (2010) argues that organisational culture influences how employees behave, communicate and interpret expectations within the workplace. Similarly, Hofstede et al. (2010) suggest that shared values and cultural norms affect decision-making, relationships and professional conduct. In my role as deputy manager, I contribute to this culture through the way I lead, support staff and respond to workplace challenges. This means that my attitudes and values do not operate in isolation, but form part of a wider organisational environment that influences the quality of care delivered.
5. Why – Importance of Beliefs, Attitudes and Values in Leadership
[bookmark: _Toc225594134]Beliefs, attitudes and values are important in leadership because they shape how leaders interpret situations, respond to others and make decisions. In a deputy manager role, these internal factors influence not only personal leadership behaviour but also the wider tone and expectations within the staff team. Leaders who demonstrate empathy, respect and integrity are more likely to create a positive workplace culture, strengthen team relationships and promote supportive care environments (Northouse, 2022).
However, leadership also requires critical self-awareness. Relying too heavily on personal values may create challenges, particularly where individual beliefs conflict with professional responsibilities or organisational requirements. For example, my commitment to promoting independence may at times conflict with safeguarding procedures designed to ensure safety and reduce risk. This highlights the need for leaders to balance personal principles with professional standards, ensuring that decisions remain ethical, accountable and consistent with organisational expectations (Carroll & Shaw, 2013).
6. How – Leadership Theory and Application
Leadership theory provides a useful framework for understanding how leaders influence behaviour within organisations. This is particularly relevant in my role as deputy manager, where leadership is not only about supervising staff but also about setting standards, motivating others and supporting a positive care environment. One theory that is especially applicable to my practice is transformational leadership, which focuses on inspiring and motivating others through strong relationships, shared values and a clear sense of purpose.
The concept of transformational leadership was first introduced by Burns (1978) and later developed by Bass (1985). Transformational leaders seek to encourage innovation, collaboration and professional development within teams, helping individuals to work towards shared goals and improved performance (Northouse, 2022). In a residential mental health setting, this approach can be valuable because it supports staff morale, promotes person-centred care and encourages a more motivated and engaged workforce.
In my own practice as deputy manager, transformational leadership is reflected in the way I try to support staff, model professional values and encourage a culture of empathy, respect and continuous improvement. However, this approach also has limitations. In demanding care environments, leadership cannot rely solely on motivation and inspiration; it must also respond to practical realities such as staffing pressures, organisational expectations and safeguarding responsibilities. Yukl (2013) argues that leadership approaches may be less effective if they do not sufficiently account for operational demands. This suggests that while transformational leadership provides a valuable framework, it must be applied critically and balanced with the practical responsibilities of leadership in health and social care.
[bookmark: _Toc225594135]7. When – Reflection and Professional Development
[bookmark: _Toc225594136]Understanding how beliefs, attitudes and values influence leadership behaviour requires ongoing reflection. In a deputy manager role, reflective practice is particularly important because leadership decisions can have a direct impact on staff performance, team culture and the quality of care provided. Reflection allows leaders to examine their responses to workplace situations, recognise the influence of personal assumptions and identify areas where their practice can be improved.
The reflective cycle developed by Gibbs (1988) provides a structured framework for analysing experiences and learning from practice. By reflecting on specific situations, leaders can evaluate what happened, consider how their values influenced their response and identify how they might act differently in the future. This process supports greater self-awareness and encourages more thoughtful, balanced decision-making. Reflective learning is also reinforced by Kolb’s (2015) experiential learning theory, which emphasises the importance of learning through experience, reflection and adaptation.
For me, reflection is essential in developing my effectiveness as a deputy manager. It helps me to assess whether my leadership approach is supporting staff appropriately, whether my decisions are aligned with professional standards and whether my personal values are influencing practice in positive or limiting ways. In this sense, professional development is not simply about gaining new skills, but about critically evaluating how I lead and how I can continue to improve within a complex care environment.
8. Emotional Intelligence in Leadership
Emotional intelligence plays a significant role in leadership as it influences how leaders recognise, understand and manage emotions in both themselves and others. In my role as deputy manager within a residential mental health setting emotional intelligence is essential, as I am responsible not only for supporting individuals with complex needs but also for guiding staff in responding appropriately to emotionally challenging situations. Leaders working in such environments must demonstrate high levels of emotional awareness in order to respond effectively to individuals experiencing distress, anxiety or behavioural difficulties.
Goleman (1995) suggests that emotional intelligence consists of five key components: self-awareness, self-regulation, motivation, empathy and social skills. These components contribute to effective communication, conflict management and relationship building within organisations. In addition, Chatfield (2017) highlights the importance of reflective thinking and self-awareness in evaluating personal responses, which supports the development of emotional intelligence in leadership practice.
In my workplace context, emotional intelligence is essential when supporting individuals experiencing emotional distress or behavioural difficulties. Demonstrating empathy and patience helps to build trust with individuals receiving care while also supporting positive relationships within the staff team. This aligns with person-centred approaches that prioritise dignity, respect and understanding.
However, maintaining emotional awareness can be challenging due to the emotionally demanding nature of the work environment. Leaders may experience emotional fatigue, which can affect judgement and decision-making. Maund (2018) emphasises that effective leadership requires the ability to manage emotions while maintaining professional boundaries and adapting behaviour appropriately within workplace contexts. This suggests that emotional intelligence must be balanced with self-regulation and resilience strategies to ensure that leadership remains effective and consistent.
[bookmark: _Toc225594137]8.1 Ethical Leadership and Emotional Intelligence
Ethical leadership refers to the ability of leaders to demonstrate integrity, fairness and responsibility when making decisions within organisations. In my role as deputy manager, ethical leadership is central to my practice, as I am required to not only uphold professional standards myself but also ensure that the staff I supervise deliver care that is safe, respectful and aligned with organisational values. Ethical leaders ensure that their actions reflect both professional expectations and the well-being of others, with Northouse (2022) highlighting the importance of respect, honesty, accountability and a commitment to serving others.
Within a residential mental health setting, ethical leadership is particularly significant due to the responsibility of safeguarding vulnerable individuals. As deputy manager, I am often involved in complex decision-making relating to risk management, independence and care planning. These decisions require a careful balance between promoting autonomy and ensuring safety, while also adhering to legal frameworks and organisational policies. This demonstrates that ethical leadership is not simply about applying personal values, but about critically evaluating how those values align with professional responsibilities and standards. It also reinforces the importance of reflective practice to ensure that personal perspectives do not negatively influence judgement.
Closely linked to ethical leadership is emotional intelligence, which supports leaders in recognising how their own beliefs and emotions influence their behaviour and interactions. Goleman (1995) suggests that leaders with high emotional intelligence are better equipped to manage relationships, communicate effectively and respond appropriately to challenging situations. In my role, this is particularly important when supporting individuals experiencing distress, as well as when managing staff and responding to conflict within the team.
However, while emotional intelligence enhances leadership effectiveness, it also presents potential challenges. Relying too heavily on emotional responses may lead to blurred professional boundaries or inconsistent decision-making. As deputy manager, I must therefore balance empathy with professional judgement, ensuring that my responses remain objective, consistent and aligned with organisational expectations. This highlights that ethical leadership requires both emotional awareness and the ability to regulate personal responses in complex situations.
Overall, ethical leadership in my practice involves more than demonstrating strong values; it requires ongoing critical reflection and accountability. I must continuously evaluate how my beliefs, attitudes and emotions influence my decisions, ensuring that my leadership remains ethical, balanced and focused on delivering safe, person-centred care.

[bookmark: _Toc225594138]8.2 Ethical Decision-Making Model
Ethical decision-making models provide structured frameworks that support leaders in analysing complex situations and making fair, responsible decisions. In leadership roles, this is particularly important as decisions must reflect both organisational standards and the well-being of those affected. In my role as deputy manager, I am frequently required to make decisions that impact both the individuals we support and the staff team, highlighting the need for a clear and consistent ethical framework to guide practice.
One widely recognised framework is the PLUS Ethical Decision-Making Model developed by (Spector 2009). This model encourages leaders to evaluate decisions based on four key considerations: policies, legal requirements, universal values and personal principles. By applying these criteria, leaders can ensure that decisions are not based solely on personal beliefs but are also aligned with professional and ethical standards.
The PLUS model promotes a balanced approach to decision-making by encouraging myself as a deputy Manager and other leaders to consider multiple perspectives. Chatfield (2017) supports this by emphasising the importance of questioning assumptions and evaluating different viewpoints when making decisions. This reduces the risk of bias and supports more consistent and accountable leadership practice. 
[bookmark: _Toc225594139]8.3 Application of the Ethical Model to My Workplace
Within a residential mental health setting, ethical dilemmas frequently arise when balancing independence and safety. Promoting independence is a key aspect of person-centred care; however, increased independence may sometimes introduce risks for individuals receiving support. In my role as deputy manager, I am often required to navigate these tensions, ensuring that decisions support both individual choice and safeguarding responsibilities.
Applying the PLUS model enables a structured evaluation of such situations. Organisational policies and safeguarding procedures must be considered to ensure decisions meet professional standards. Legal responsibilities, particularly duty of care, must also guide decision-making. In addition, universal values such as dignity, fairness and respect should underpin all actions, while personal values must be critically reflected upon to ensure they do not bias outcomes.
In my practice, my belief in promoting independence may encourage individuals to make their own choices and develop confidence. However, without critical evaluation, this could lead to increased risk if safeguarding procedures are not fully considered. As deputy manager, I also have a responsibility to guide staff in making similar decisions, ensuring that their practice remains consistent with organisational expectations. This highlights that leadership decisions are not only personal but also influence wider team behaviour and standards of care.
Maund (2018) emphasises that effective leadership requires the ability to balance competing priorities and adapt decision-making to workplace demands. This is particularly relevant in mental health settings, where situations are often complex and unpredictable. While the PLUS model supports structured decision-making, it must be applied alongside professional judgement and experience, as not all situations can be addressed through a purely procedural approach.
Overall, applying the PLUS model within my role supports more objective, balanced and accountable decision-making. It enables me to critically evaluate my own beliefs while ensuring that decisions remain aligned with organisational policies, legal responsibilities and the best interests of the individuals we support. This demonstrates that effective ethical leadership requires both structured frameworks and ongoing reflective practice.
[bookmark: _Toc225594140]8.4 Importance of Ethical Decision-Making in Leadership
Ethical decision-making is a core component of effective leadership, as leaders influence workplace culture, professional standards and the quality of care provided. Northouse (2022) emphasises that ethical leadership involves fairness, honesty and responsibility, ensuring that decisions benefit both individuals and organisations.
In health and social care settings, ethical decision-making is particularly important in supporting safeguarding, promoting dignity and ensuring that individuals are treated with respect and compassion. Leaders who apply structured ethical frameworks are more likely to make balanced, well-informed decisions that consider both organisational responsibilities and the needs of service users.
However, ethical decision-making also requires critical thinking to ensure that decisions are not influenced solely by personal beliefs or emotional responses. Chatfield (2017) highlights the importance of evaluating assumptions and considering alternative perspectives, while Maund (2018) emphasises the need for leaders to adapt their approach to complex workplace situations. This reinforces the idea that ethical leadership depends on both personal values and evidence-based judgement.
[bookmark: _Toc225594141]9. Self-Assessment Tools and Leadership Behaviour 
[bookmark: _Toc225594142]Whilst at university, I completed a number of self-assessment tools to gain a valid insight into my natural traits and behaviours. These assessments supported my understanding of my leadership style, personal strengths, and areas for further development.

9.1 Belbin Team Role Analysis
The Belbin Team Roles Model identifies how individuals contribute to team effectiveness through specific behavioural roles (Belbin, 2010). My results identified my strongest roles as Implementer (18), Team worker (15) and Specialist (12). These roles suggest that I contribute through reliability, cooperation and professional knowledge, which are essential within a residential mental health setting.
A key strength is my ability to complete tasks effectively while supporting colleagues, reflecting a structured and dependable approach to work. This is particularly important in health and social care environments where consistency, communication and adherence to care plans are critical for ensuring the safety and well-being of individuals. However, lower scores in the Coordinator and Shaper roles indicate areas for development, particularly in leadership, delegation and directing team activities.
While transformational leadership can support motivation and teamwork, it may also place unrealistic expectations on leaders in emotionally demanding environments. This suggests that leadership approaches should be balanced with more practical styles to support effective decision-making (Yukl, 2013).
[bookmark: _Toc225594143]9.2 Belbin Self-Perception Inventory
My Belbin Self-Perception Inventory score of 65 indicates that I demonstrate behaviours associated with supportive and reliable team members (Belbin, 2010). This aligns with my team role findings and highlights strengths in teamwork, cooperation and task completion.
The results suggest that I contribute positively to team functioning by maintaining consistency and supporting colleagues. However, they also highlight areas for development. My preference for maintaining harmony may lead to avoiding difficult conversations or conflict situations. In leadership roles, it is important to address performance issues, disagreements and organisational challenges confidently.
Developing greater assertiveness, leadership confidence and decision-making skills will strengthen my ability to coordinate teams and provide clear direction. This reflects the importance of self-awareness in leadership development and supports continuous professional growth.
[bookmark: _Toc225594144]9.3 Thomas-Kilmann Conflict Model
The Thomas-Kilmann Conflict Model identifies different approaches to managing conflict (Thomas & Kilmann, 1992). My results were:
· Compromising – 9 
· Collaborating – 6 
· Accommodating – 7 
· Avoiding – 6 
· Competing – 1 
These results indicate a strong preference for resolving conflict through compromise and collaboration, with additional tendencies towards accommodating and avoiding conflict. This approach supports positive relationships and teamwork within the workplace, which is particularly important in health and social care environments where cooperation and communication are essential.
However, the low score in the competing style suggests that I may be less likely to assert my position or make firm decisions when required. While maintaining harmony is beneficial, leadership roles often require confidence, assertiveness and the ability to take decisive action to ensure organisational standards and quality of care are maintained (Tjosvold, 2008). Therefore, developing greater confidence in assertive communication and decision-making would strengthen my leadership effectiveness.
While maintaining harmony is important, leadership roles often require clear direction and firm decision-making to ensure organisational standards are met (Tjosvold, 2008). Developing greater confidence and assertiveness will therefore improve my effectiveness when managing conflict.
10. Critical Thinking in Leadership
Critical thinking enables leaders to evaluate information objectively and make reasoned decisions. According to Paul and Elder (2014), critical thinking involves recognising assumptions, evaluating arguments and forming logical conclusions.
Developing critical thinking skills allows leaders to avoid making decisions based solely on personal beliefs or emotional responses (Cottrell, 2017).
11. Personal Development and Gap Analysis
	Skill
	Current Position
	Desired Position
	Development Plan

	Leadership Confidence
	Collaborative and Supportive leadership style
	More assertive leadership
	Attend leadership training and seek mentoring from experienced leaders

	Conflict management
	Collaborative and compromising approach
	Confident decision making 
	Mentoring and develop conflict management skills through training and reflective practice

	Delegation 
	Task focused
	Effective team coordination and delegation
	Gain experience in leading tasks and developing delegation skills

	Decision - making
	Relies on collaboration and avoids confrontation
	Confident, balanced and timely decision-making
	Apply reflective practice and ethical decision-making models

	Assertiveness
	Hesitant to challenge others
	Able to address issues confidently and professionally
	Practice assertive communication and receive feedback from colleagues



Analysed 
Conducting a gap analysis highlights opportunities for my professional growth as a deputy manager and enables leaders to develop structured plans for improving their skills (Cameron and Green, 2024). It also emphasises the importance of continuous professional development within leadership roles. While my current strengths support collaboration, reliability and teamwork, developing greater leadership confidence, assertiveness and decision-making skills will be essential for managing complex workplace situations effectively. This process demonstrates the value of self-awareness in identifying areas for development and strengthening overall leadership capability.
12. SWOT Analysis of My Leadership Behaviour
A SWOT analysis is a strategic tool used to evaluate strengths, weaknesses, opportunities and threats related to an individual or organisation (Cameron & Green, 2024). Conducting a SWOT analysis can help leaders identify areas for improvement and develop strategies for professional development.
	Strengths 
· Excellent communication and teamwork abilities 
· Excellent consistency and dependability (Implementer role)
· Capacity to deliver useful assistance and successfully finish jobs
· demonstrates emotional intelligence and empathy, which are crucial in mental health treatment.
· cultivates a good rapport with coworkers and people we support 
· favours cooperation and compromise, fostering a positive team atmosphere
· A well-organised and methodical attitude to work
· Strong expertise in the field (specialist function)
	Weaknesses
· Low assertiveness (very low Thomas-Kilmann competitive score)
· Propensity to steer clear of confrontation or challenging discussions
· may put harmony ahead of resolving problems
· Insufficient self-assurance when managing, assigning, or leading duties
· prioritises task accomplishment over teamwork.
· can find it difficult to confront subpar behaviour or performance
· Risk of depending too much on feelings rather than sound judgement

	Opportunities
· Develop your boldness and confidence as a leader.
· Participate in mentoring or leadership training
· Develop your ability to handle conflict, particularly with aggressive speech.
· Acquire expertise in teamwork and delegation
· Make better decisions by engaging in reflective practice.
· Use transformational leadership in addition to more pragmatic leadership techniques.
· Develop more adept decision-making abilities in challenging circumstances
	Threats
· Risk of missing crucial choices that could affect team performance or the quality of care
· Emotional exhaustion may result from the high emotional demands of mental health practice.
· Possibility of being disregarded as a leader because of a lack of assertiveness
· Workplace constraints (such as staffing and workload) may prevent the emergence of leaders.
· Risk that judgements will be affected more by personal beliefs than by laws
· If team friction is not directly addressed, it may worsen.
· Organisational expectations can call for more decisive leadership than is now exhibited.



Analysed 
The SWOT analysis of my leadership behaviour highlights a number of key strengths, weaknesses, opportunities and threats identified through the Belbin Team Roles and Thomas-Kilmann Conflict Model. My main strengths include strong empathy and emotional awareness, as well as being reliable and organised, which reflects my Implementer role. I am also a supportive and cooperative team member, which contributes to positive working relationships and effective teamwork within the residential mental health setting. These strengths are particularly important in ensuring high-quality care and maintaining a stable and supportive environment for both people we support and colleagues.
However, the analysis also identifies several weaknesses in my leadership behaviour. I can sometimes be hesitant to challenge colleagues directly, which links to my preference for avoiding conflict and maintaining harmony. In addition, I have limited experience in coordinating teams, which suggests that I need to develop stronger leadership skills in delegation and directing team activities. I may also avoid confrontation in conflict situations, which could impact my ability to address issues effectively when they arise.
There are clear opportunities for development that can support my progression as a leader. These include engaging in leadership training and professional development, as well as seeking mentoring from experienced leaders. There are also opportunities to develop my conflict management skills and improve my ability to make confident decisions in challenging situations. By focusing on these areas, I can strengthen my leadership confidence and effectiveness within the workplace.
At the same time, there are potential threats that may impact my leadership development. The high emotional demands within mental health care may affect resilience and decision-making. Staff shortages and workload pressures may also limit opportunities for development and increase workplace stress. Additionally, organisational constraints may affect decision-making and the ability to implement changes effectively.
Overall, this analysis demonstrates that while I have strong interpersonal skills, reliability and empathy, developing greater assertiveness, leadership confidence and conflict management skills will be essential to enhance my effectiveness as a leader.
13. Stakeholder Power–Interest Grid
An effective method for evaluating stakeholders according to their degree of influence or power and involvement or interest in organisational choices is a stakeholder power-interest grid (Bryson, 2024; Freeman, 1984). This framework helps leaders choose how various stakeholders should be included in decision-making processes, managed, and communicated with.
	Stakeholder
	Level of Power
	Level of Interest
	Leadership Strategy 

	Service Users
	Medium 
	High
	Person-centred care – actively involving the people we support in all decisions that affect or influence their lives, promoting choice, independence and dignity

	Staff Members
	Medium
	High
	Provides person centred care and maintains excellent communication skills 

	Senior Management 
	High
	Medium
	Ensure clear communication and alignment with organisational policies, procedures and regulatory requirements

	Healthcare professionals
	Medium
	High
	Collaborate in care planning and work in partnership with the service to deliver safe, person-centred and effective care

	Regulatory bodies 
	High
	Medium
	Ensure practice aligns with Care Inspectorate Wales (2023)  standards, regulatory requirements and organisational policies



Analysed 
People we support- The power–interest grid shows that people we support and staff have high levels of interest in daily decisions, as these directly affect care delivery, working relationships and overall well-being. Although their formal power is limited, their involvement is essential for promoting person-centred care, maintaining engagement and supporting effective teamwork. Leaders must therefore prioritise communication, inclusion and collaboration to ensure that these stakeholders feel valued and involved in decision-making.
Staff members - hold moderate power and high interest, as they are directly involved in delivering day-to-day care and support. Their knowledge, experience and attitudes significantly influence the quality of care provided and the overall functioning of the team. Effective leadership requires maintaining clear communication, providing ongoing support and encouraging staff involvement in decision-making processes. Working collaboratively with staff members helps to promote consistency in care, strengthen team cohesion and ensure a safe, stable and supportive environment for both people we support and colleagues.
Senior management and Stakeholders - hold higher levels of power, as they influence organisational policies, standards and compliance requirements. While their direct involvement in day-to-day practice may be lower, their expectations significantly shape how care is delivered. Leaders must ensure that their decisions align with these requirements to maintain accountability, meet legal obligations and uphold professional standards. 
A key challenge for leadership is balancing the needs of high-interest stakeholders with the expectations of high-power stakeholders. For example, promoting independence for people we support may at times conflict with safeguarding requirements set by management or regulatory bodies. In my workplace, this can occur when a person we support wishes to go out independently despite being identified as a potential risk due to their mental health needs or being subject to a Deprivation of Liberty Safeguards order (DoLS) Ministry of Justice. (2007). Mental Capacity Act 2005. While promoting independence is important for building confidence and autonomy, there is also a responsibility to ensure the individual’s safety in line with safeguarding policies. Welsh Government. (2014). 
In such situations, I must balance the preferences of the person we support with organisational and legal requirements by carrying out risk assessments, consulting with colleagues and following agreed care plans. This demonstrates the importance of critical thinking and ethical decision-making in leadership, ensuring that decisions are both person-centred and compliant with organisational standards. Overall, effective leadership requires adapting communication and decision-making strategies to different stakeholder groups. By engaging stakeholders appropriately and balancing competing priorities, leaders can support positive outcomes while maintaining high standards of care (Bryson, 2018; Freeman, 1984).
Healthcare professionals - hold moderate power and high interest, as they contribute specialist knowledge that supports evidence-based practice and informed decision-making. Effective collaboration with these stakeholders is essential to ensure that care plans are appropriate, safe and tailored to individual needs. Working in close partnership with the wider team also supports the maintenance of a safe, stable and consistent environment for both people we support and staff. 
14. Conclusion
This report has critically assessed how beliefs, attitudes and values influence my workplace behaviour and leadership practice within a residential mental health setting. In my role as deputy manager, these internal factors play a significant role not only in shaping my own communication, decision-making and responses to conflict, but also in influencing the behaviour, expectations and practice of the staff team I support. The analysis has demonstrated that while values such as empathy, dignity and respect can strengthen person-centred leadership, they may also introduce bias or limit decision-making if not balanced with critical reflection, professional standards and organisational requirements.
The application of transformational leadership theory has shown that my personal values align strongly with a relationship-based and motivating approach to leadership. However, the discussion has also highlighted that leadership theories are not applied in isolation; they are interpreted through individual value systems. A leader with different beliefs or priorities may place greater emphasis on control, compliance or risk management, particularly within high-risk environments such as mental health care. This reinforces the importance of applying leadership theory critically, rather than uncritically, to ensure it remains appropriate within specific workplace contexts (Bass, 1985; Northouse, 2022; Yukl, 2013).
Furthermore, the exploration of emotional intelligence and ethical leadership has emphasised the importance of self-awareness, empathy and reflective practice in effective leadership. While emotional intelligence supports communication, relationship building and team cohesion, it must be balanced with professional judgement and structured ethical decision-making frameworks to ensure that leadership remains consistent, accountable and aligned with organisational standards (Goleman, 1995; Maund, 2018).
Overall, this report demonstrates that effective leadership is underpinned by the ability to critically evaluate how personal beliefs, attitudes and values influence practice. In my role as deputy manager, ongoing reflection and professional development are essential to strengthening my assertiveness, confidence and decision-making, while maintaining the empathy and commitment to dignity that are central to high-quality care. This highlights that leadership is not static, but a continuous process of learning, reflection and adaptation (Chatfield, 2017).
15. CRAAP Tested 
To ensure the credibility and academic suitability of the sources used in this report, all literature was evaluated using the CRAAP test, which assesses currency, relevance, authority, accuracy and purpose before inclusion in academic work (Blakeslee, 2004).
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17. Appendix
· Appendix A: Belbin Team Role Analysis 
· Appendix B: Belbin Self-Perception Inventory 
· Appendix C: Thomas-Kilmann Conflict Model
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THOMAS-KILMANN
(CONFLICT MODE INSTRUMENT

o @ 1 foelthe diffrences are notalways warth worsying bout
{1 make some effort to get my Wa-

10. A 1am firm in pursuing my godls-
B) Try to find 2 compromise solution.

11, ()T stempt o getal conoens and issues immediatey out in the 9P,
L might ry 1 soothe the ofber's feclings and preserve ous eationshi.

12. A Tsometimes avoid taking positions which would create controversy.
& L oai et the other prson ha some ofhisfhe positionsif hejshe lts me have

some of mine.

@ @lpmpos:nmidﬂzgvnni
¢ 1 press t get my points made.

14, Tiel the othor person my ideas and ask for his/hers.
5. Tiry to show the other person the logic and benefits of my position-

15. (?1 ‘might try o soothe the other's eclings and preserve our relationship.
" Ttry to do what is necessary to avoid tensions.
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THOMAS-KILMANN
CONFLICT MODE INSTRUMENT

17. A, Tamusually firm in pursuing my goals.
(Bl ry to do what s necessary 10 avoid useless tensions.

18, A. Ifit makes other people happy, I might letthem maintain their views.
(B! will et other people have some of their positions if they let me have some of
mine.

19, A. Tauempt to get all concerns and issucs immediately out in the open.
Ttry to postpone the ssuc until 1 have had some time to think it over.

20. A Lattempt to immediately work through our differences.
Ttry to find a fair combination of gains and losses for both of us.

21, (&) In approaching negotiations, I try to be considerate of the other person's wishes.
T always lean toward a direct discussion of the problem.

2 @ Ty to find a position thatis intermediate betuween his/hers and mine.
Tassert my wishes.

23 (A) Lam very often concemed with satisfying all our wishes.
( There are times when Ilet others take responsiblity for solving the probler.
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'THOMAS-KILMANN
CONFLICT MODE INSTRUMENT

24, () If the other's position seems very important to him/her, [ would try to meet
his/her wishes.
B. Ttry to get the other person to settle for a compromise.

25. 4. Ttryto show the other person the logic and benefits of my position.
(B) In approaching negotations, 11y to b considerate of theother person's wishes.

2. @1 propose amiddle ground.

T am nearly always concerned with satisfying all our wishes.

27, (A)Tsometimes avoid taking positions that would create controversy.
 1f it makes other people happy, I might let them maintain their views.

28 A. Iamusually firm in pursuing my goals.
@ Tusually scek the other's help in working out a solution.

2. @ T propose a middle ground.
71 feel tha ifferences re miot always worth wortying about.

30. @In—y ot to hurtthe other'sfeclings.
7 Y always share the problem with the other person so that we can work it out.
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SCORING AND INTERPRETING THE

THOMAS-KILMANN CONFLICT MODE INSTRUMENT
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'SCORING THE THOMAS-KILMANN
CONFLICT MODE INSTRUMENT

Circle the letters below which you circled on each item of the questionnaire.
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GRAPHING YOUR
PROFILE SCORES

‘Your profile of scores indicates the repertoire of conflict-handling skills which you, as an
individual, use in the kinds of conflict situations you face. Your scorc profile can be graphed on
the next page entitled, "Your Scores on the Thomas-Kilmann Conflict Mode Instrument.”

The five modes are represented by the five columns labeled "competing,” “collaborating," and
500n. In the column under each model i the range of possible scores on that mode—from 0 (for
very low use) to 12 (for very high use). Circle your own scores on each of the five modes.

Each possible score is graphed in relation to the scores of managers who have already taken the
Thomas-Kilmann Conflict Mode Instrument. The horizontal lines reprosent percentiles—ihe
percentage of people who have scored at or below a given number. If you had scored some
‘number above the "80%" line on competing, for example, that would mean that you had scored
higher than 80% of the people whohave taken the Thomas-Kilmann Conlict Mode Instrumeni—
that you were in the top 20% on competition.

The double lines (atthe 25th and 75th percentiles) separate the middlo S0% of he scores on each
‘mode from the top 25% and the bottom 25%. In general, if your score falls somewhere within the
‘middle 50% on a given mode, you are close (o the average in your use of that mode. If your score
falls outside that range, then your use of that mode is somewhat higher or lower than most of the
‘people who have taken the Instrument. Remember that extreme scores are not necessarily bad,
however, since your situation may require high or low use of a given conflict-handling mode.
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'YOUR SCORES ON THE THOMAS-KILMANN
CONFLICT MODE INSTRUMENT
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INTERPRETING YOUR SCORES ON THE
THOMAS-KILMANN CONFLICT MODE INSTRUMENT*

‘The Five Conflict
‘Handling Modes

The Thomas-Kilmann Conflict Mode Instrument is designed o assess an individual's behavior
in conflict situations. "Conflct Situations" ase situations in which the conces of two people
appear to be incompatible. Tn such situations, we can describe & parson's behavior along two
‘asic dimensions: (1) assertiveness, the extent to which the individual attempts to satsfy
histher own concerns, and (2) coopérativeness, the extent to which the individual attemps to
satisfy the other person's concerns. Thesc two basic dimeasions of behavior can be used to
Gefine five spocific methods of dealing with conflicts. These five “conflict-handling modes”
are shown below:

CoMmETiNG ATRGT

ASSERTIVE

COMPROMISING
o

ASSERTIVENESS

AvoING ACCOMMODATING.
“COOPERATIVE

UNASSERTIVE

UNCOOPERATIVE
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“This owo dimensonal model of confit hanling bekavir is dapte fom *Conflct and Conflict
Massgement” by Kemneth Thomas in e Hardbook of Inistral and Organizatonal Peyehlogy,
edited by Marvin Dunnette (Chicago: Rand McNally, 1976). Another valuzble contrbution in tis field
I 0e vk by it "Blake and Jane Movton in The Managerial Grid (Houston: Gulf Publishing,

© Coppight 1974 Xiom, Icorported. Alghts eserved. Dl i vhol r it pshted

10

Competing isasserive anduncooperative—anindividualpussuestheirovnconcerasatthe olher
Sersons expense. This is & poweroriented mode, in which ono uses whalever power seems
Sopropriat to win one’s own position—one’ abilty o are, one's rank, cconomic sanctions. \
peting might mean sanding up foryourrights, defending a psiton which you belive s
correct, o simply trying o win.

Accommdating i unassertive and cooperalive—ihe opposite of competing. When accommo-
d:ling,anindlvidnﬂmymﬂnixwmwmsmgﬁsfym concerns of the other person; there:
is an element of self-sacrifice in this mode. Accommodating might take the form of selfless
gemerosity o charity, beying nother persot'sorder hen ane would prfer not 0, or iclding
o another’s point of view.
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¥

Collaborating s both assertive and cooperative—the opposite of avoiding. Collaborating
involves an attempt to work with the oher person to find some solation which fully satsfics the
concerms of both persons. It means digging into an issue to idenify the underlying concems of
e toro individuals and to find an alternative which meets both set of concerns. Collaborating
‘between two persons might take the form of exploring & disagreement to leam from each other's
insights, concluding o resolve some condition which would therwise have them competing for

-\ rosources, or confronting and frying o find a creative solution to an interpersonl ‘problem.

7L a0
% &

Compromisingsintermediateinboth ssseriveness and cooperaivencss. Thecbjectiveisto find
some expedieat, mutually accepiablesoluton which parally satisfies both paries. Jt alls o
middlo ground between competing and accommodating. Compromising gives up mors thar O\
ompeiing but less then accommodating. Likewise, it addsessos an jssue moro directly than
vaiding, but dossn' xplote t i as much depih as collaborating. Compromising might mean
litting the ifference, exchanging concessions,or secking a quick middle-ground positon.
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Interpreting Your Scores

Usually,after goting back the results f any test, people firstwank o know: ' What ars theright
aweni Tndhe case of conflict-handling behavior, there are no niversalight answers.All ive
e are useful in somesituations: each represents et of usefusocialskills. Ourconventional
idomrecognizes, forexampl, hat often "two heads are beter than one” (Collaborating), But
talsosays, "Kill your enemics with kindness" (Accommodaling),"Split th diffrence’ (Com-
promsing, "Leave well enough alone" (Avoiding), "Might makes right” (Competing). The
Ffeetivencss of  given conflict-handling mode depends upon the requirements of the specific
‘conflict situation and the skill with which the mode i used.

Each of usis capable of using all five conflict-handling modos: none of us can be characterized
as having @ single, rigid stylo of dealing with conflic. However,any given individual uscs some
‘modes better than others and therefore, tends o fely upon those modes more heavily than others,
whether because of temperament of practice.-

The conflct behaviors which individuals use are therefore the result of both their personal
predisposiions and the requirements of the situations in which they find themselves. The
Thomas-Kilmann Conflict Mode Instrument is designed to assess this mix of conflict-handling
‘modes.

Tohelpyoujudgehow appropriate yourudlization of the five modes s for yoursituation, we have
listed a mumber of uses for cach mode—based upon lists generated by company presidents. Your
score, highoorlow, indicates its usefulness in your situation. However, therc is the possibility that
your social skill lead you to rely upon some conflict behaviors more or less than necessary. To
help you determine this, we have also listed some diagnostic questions conceming waming
signals for the overuse or underuse of each mode.
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A. Competing
Uses: 1. When quick, decisive action is vital—e.g., emergencies.

2. On important issues where unpopular courss of action nced implementing—c..»
cost cutting, enforcing unpopular rules, discipline.

3. O issues vitl to company welfare when you know you're fight.

4. To protest yoursel against peaple who take advantage of noncompefiive behavior.

1f you scored High:
1. Are you surrouaded by "yes" men?
(@£ s0, perhaps i's because they have leamed that it’s unwise 1o disagres with you,
or have given up trying to influence you. ‘This closes you off from information.)

2. Are subordinates afraid to admit ignorance and uncertainties to you?
(in competitive climates, one must fight for influence and respect—which means
acting more certain and confdent than one feels. The upshotis that people are less
able to ask for information and opinion—they are less able to learn.)

1f you scored Low:
1. Do you often feel powerless in situtions?
(1t may be because you are unaware of the power you do have, unskilled in its use,
or uncomfortable with the idea of using it This may hinder your effectiveness by
restricting your influence.)

2. Do you have trouble faking a firm stand, even when you see the need?
(Sometimes concerns for other's feclings or anxicties about the use of power cause
s to vacilate, which may mean postponing the decision and adding to the suffering
and/or reseatment of others.)
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B. Collaborating

Uses: 1

. "To find an integrative solution when both sets of concems are too impartant to be
compromised.

2. ‘When your objective i to leam—e.g,, testing your own assumptions, understanding
the views of others.

3. Tomerge insights from people with different perspectives on & problem.
4. To gaiin commitment by incorporating other's concerns into a consensual decision.

5. “To work through hard feelings which have been interfering with an interpersonal
relationship.

If you scored Hight

1. Do you spend time discussing issues in depth that do not seem to deserve i?
(Collaborationtakes time and energy—perhaps the scarcest organizational resources.
“Trivial problems don't equire optimal solutions, and not ll ersonal differences need
1o be hashed out. The overuse of collaboration and consensual decision making
sometimes represents a desire to minimize risk—by diffusing responsibility for
a decision or by postponing action.)

2. Does your collaborative behavior fal to elicit collaborative responses from others?
(The exploratory and tentative nature of some collaboralive behavior may make it
casy for others to disregard collaborative overtures; orthe trust and openness may be
taken advantage of. You may be missing some cues which would indicate the presence.
of defensiveness, strong feelings, impatience, competitiveness, or conflicting
interests.)
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1f you scored Low:
1. Ts it hard for you to see differences as opportunities for oint gain—as opportunities
to learn or solve problems?
(Although there are often threatening or unproductive aspects of conflict, indiscrimi-
nate pessimism can prevent you from seeing collaborative possibilites and thus
deprive you of the mutual gains and satisfactions Which accompany suceessful
collaboration.)

2. Are subordinates uncommitted to your decisions or policies?
s their own concems arc not being incorporated into those decisions or

14

C. Compromising

Uses: 1. When gosls re modecately importan,butnotworth heeffrtor ptentildisuption
of more assertive modes.
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2. Whentwoopporients with equal power ar srongly committed tomutually exclosive
‘goals—as in labor-management bargaining.

3. o achieve temporary seflements to cOMpIex issues.
4. To asrive at expedient solutions under time prossure.
5. Asa backup mode when collaboration or competiion fais to be successful.

1f you scored High:
1 Doy concentrat s hesviy upon th pracicliis and tactcs of compromise that
Jou sometimes loe sight oflrgerisues—princple, values,long-tem objecives,
company welfare?

2 Does an cmphasis on bargaining md wading create a cynical climate of
gamesmanship?
Guch aclimate mightundermine interpersonal st and deflect artention away from
the merits of the issues discussed.)

If you scored Low:
L. Do you find yourself 100 sensitive or embarrassed t0 be effective in bargaining
situations?

2. Do you find it hard to make concessions?
(Withoutthis safety valve, you may have trouble getting gracefully out of mutually
destructive arguments, pover struggles, e(c.)
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D. Avoiding

Uses: 1. When an issue s triviel, of only passing importance, or when other more important
issues are pressing.

2. When you perceive no chance of satisfying your concems—e.g., when youhave low
powier or you are frustrated by something which would be very difficult to
change (national policies, someone's personality structure, etc.)

3. When the potential damage of confronting a conflict outweighs the benefits of
its resolution.

4. To let people cool down—to reduce tensions to a productive lovel and to regain
‘perspective and composure.

5. When gathering more information outweighs the advantages of an immediate
decision.

6. When others can resolve the conflict more cffectively.

7. When the issue seems tangential or symptomatic of another more basic issue.

1F you scored Hight

1. Docs your coordination suffer because people have trouble getting your inputs
onissues?

2. Does if often appear that people are "walking on cggshells?”
(Sometimes 2 dysfunctional amount of energy can be devoted to caution and
the avoiding of issues, indicating that issues nced to be faced and resolved.)

3. Are decisions on important issues made by default?
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1f you scored Low:
1. Do you find yourself hurting people's feelings o stirring up hostilities?
(You may need to exercise more discretion in confronting issues or more tact in
framing issucs in nonthreatening ways. Tect is partally the art of avoiding
potentially disruptive aspects of an issue.)

2. Do you often fee! harried or overwhelmed by a number of issues?
(You may need to devote more time to setting priorties—deciding which issues are
relatively unimportant and perhaps delegating them to others.)

© Copyrgh 1978 Xicom, Tcorporsd. Al ghs serve, Deplction i whole o it peekbies,
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E. Accommodating

Uses: 1. When you realize that you. are wrong—toallow a better: position to be heard, to leam.
rom others, and o show that you are reasonable.

2. Wlwmhcmuismnehmnnmpurunlmﬁwmhﬁrpﬂwnmlnwymmcu——wsaﬂ‘siy
the nceds of others, and as a goodwill gesture to help maintzin & cooperative
relationship.

2 o build up social credits for later issues which are important to you.
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4. When continued competition would only damage your cause—when you are
outmatched and losing.

5. When preserving harmony and avoiding disruption are especially important.

6. Toaidinthemanagerial developmentof subordinates by allowing them toexperiment
and learn from their own mistakes.

3f you scored High
. Do you feel that your own ideas and concems are Dot gettng the attention they
deserve?
(Deferring too much to the concerns of others can deprive you of influcnce, respect,
and rocognition. It also deprivs the organization of your potentil contributions.)

2. Is discipline lax?
(Although discipline for its own sake may be of litl value, there are ofien
sules, procedures, and assignments whose implementation s crucial for you or
the organization.)
1 you scored Low:
1. Do you have trouble building goodwill with others?
(Acbommodation on minor issues which are important (o others are gestures of
‘goodwill)
2. Do others often seem to regard you as unreasonable?
3. Do you have trouble admitting it when you are wrong?
4. Do you recognize legitimate cxceptions to rules?

5. Do you know when to give up?
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L, —_
Self Assessment Test j@hf\& T Larman

To conduct the self-assessment, simply answer all questions by ticking the
appropriate box, then look at the scoring system to tally your reslts.

Iseek out and evaluate different perspectives and ideas before arrivingat a
conclusion.

Strongly agree i

Agree

Neither agree nor disagree

Disagree

Strongly disagree

1am able to identify and analyse a problem to develop creative solutions.

Strongly agree

Agree

Neither agree nor disagree

Disagree

Strongly disagree
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Ican recognize and evaluate arguments made by others and can construct strong
arguments of my own.

Strongly agree

/ Agree

Neither agree nor disagree L‘(

Disagree

Strongly disagree

G
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luse evidence and reasoning to support my ideas and decisions.

Strongly agree

Agres

Neither agree nor disagree

Disagree

Strongly disagres

1am open-minded and consider alternatives before making decisions.

Strongly agree

Agree

Neither agree nor disagree

Disagree

Strongly disagree
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and question my own assumptions and biases.

Strongly agree

Agree

Neither agree nor disagree

Disagree

Strongly disagree

lask questions to clarify information and to challenge assumptions or
conclusions.

AV

Strongly agree g

Agres

Neither agree nor disagree

Disagree
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Iam able to think creatively.and generate new ideas.

Strongly agree

Agree

Neither agree nor disagree

Disagree

Strongly disagree
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1am willing to change my mind based on new information or evidence.

Strongly agree

Agree

Neither agree nor disagree

Disagree

Strongly disagree
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I'am able to identify the strengths and weaknesses of my own thinking and the.
thinking of others.

Strongly agree.

Agree

Neither agree nor disagree

Disagree L(,

Strongly disagree

1am able to analyze complex information and identify connections and patterns.

Strongly agree

Agree

P Neither agree nor disagroe

Disagree \—\

Strongly disagree

Iam able to anticipate potential consequences of a decisi
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Strongly agree

Agree

Neither agree nor disagree

Disagree

Strongly disagree

tam able to evaluate risks and benefits when making a decision.

Strongly agree

ol

Agree

Neither agree nor disagree

\bo
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Disagree

Strongly disagree

Iam able to identify and evaluate the validity and reliability of information
sources.

Strongly agree

Agree

Neither agree nor disagree ‘

Disagree

Strongly disagree
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To find out your score, add up your responses, based on the following:
Strongly agree =5

Agree =4

Neither agree or disagree =3

Disagree =2

Strongly disagree =1

Interpreting your scores:
0-25

If you scored 0-25 points, you might want to work on developing your
critical thinking skills further. Critical thinking involves looking at issues
objectively, analyzing them logically, and coming up with thoughtful, well-
reasoned solutions. Consider seeking out resources to improve your
critical thinking skills, such as books, online courses, or workshops. With
practice, you can develop better critical thinking skills and become more
self-aware.

26-50
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If you scored 51-75 points, congratulations! You have strong critical
thinking skills. You are able to look at complex problems and analyze
them logically and objectively to come up with solutions. You are also
able to evaluate evidence and make informed decisions. Continue to use
and refine your critical thinking skills, and you will be an asset in many
areas of your life, including work, relationships, and personal growth.
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INSTRUCTIONS

Consider situations in which you find your wishes differing from those of
another person. How do you usually respond to such situations?

On the following pages are several pairs of statements describing possible
behavioral responses. For each pair, please circle the "A” or “B” statement
which is most characteristic of your own behavior.

In many cases, neithor the “A” nor the “B” statement may be very typical of
your behavior; but please seloct the response which you would be more likely
to use. .
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THOMAS-KILMANN
(CONFLICT MODE INSTRUMENT

. A, There are times when Ilet others take responsibilty for solving the problem.
@um than negotiate the things on which we disagree, I try to stress those things
‘upon which we both agree.

@ . Ttry to find 2 compromise solution.
(B) Tattempt to deal with all of his/her and my concerns.

3 @1 am usually firm in pursuing my goals.
. Imight try to soothe the other's feelings and preserve our ‘relationship.

1

4 @ Ttry to find a compromise solution.
(. T sometimes sacrifice my own wishes for the wishes of the other person.

5. A. Iconsistently scek the other’s help in working out & solution.
(BT ey to do whatis necessary to avoid useless ensions.

6. Itry to avoid creating unpleasantness for myself.
. Ty to win my position.

(&> Try to postpone the issuc until Thave had some time to think it over.
B. T give up some points in cxchange for others.





