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[bookmark: _Toc139834891]Introduction
 
The student is employed at 3M Bridgend. 3M have now sold their Food Safety and Healthcare division to Neogen, this includes the Bridgend site. This has been a gradual change and therefore the student has been working under both 3M and Neogen.  During this period there have been difficulties and confusion in the workplace. The student is in a new role, which is mainly administrative, as the purchasing lead. This has been mainly due to having medical issues. 
In the first part of this assignment leadership will be defined, followed by an evaluation of the student’s ability to use a variety of leadership styles. The focus will be on two scenarios that use different types of people and different situations, one will be a meeting with company directors and the other will be a meeting with colleagues. There will be a reflection on both scenarios and will include completed questionnaires, which will determine the leadership style. All completed questionnaires will be placed in appendices. During the second part, the focus will move to critically assessing Adair’s Action Centred Leadership model, Maslow’s Hierarchy of Needs, transformational leadership, and Adair’s Eight Functions of Leadership. The third part will be an assessment of the student’s ability to motivate, set direction, empower, delegate, and to bring about a workplace change. Throughout the assignment there will be questionnaires and workplace examples used to assess the student’s leadership skills. 
[bookmark: _Toc139834892]1.0   Evaluate own ability to use a range of leadership styles, in different situations, and with different types of people, to fulfil the leadership role

Leadership is defined by Silva (2016, P1) as “the process of interactive influence that occurs when, in a given context, some people accept someone as their leader to achieve common goals”. The definition of a leader according to Winston & Patterson (2006) will be a person who can inspire and influence others, their followers. The leaders will have a vision and provide the followers with the tools and techniques that they require to motivate and achieve common goals together. Chemers (2014) agrees with Winston & Patterson (2006) and defines leadership as an individual who can call upon the support of others to accomplish a common goal. A good leader will provide the followers with the reasons for the changes and explain the journey they are going on together. These conversations can lead to brainstorming sessions where the followers will feel included in the process, with the greater the understanding achieved by the follower, the higher the chances of success (Adair, 2007). 


1.1 [bookmark: _Toc139834893]Scenario 1

The student works for 3M Healthcare and food safety division Bridgend. 3M have now sold its global Healthcare and food safety division to a company called Neogen. Neogen are a food and animal food safety organisation, they are a global company, and their headquarters in the UK are in Scotland. They are the suppliers of testing kits which are manufactured in Bridgend. This is a gradual takeover which will take between ten months and a year, the provisional completion date being September 2022. There are to be many changes ahead which will involve liaising with 3M’s Human Resources department, Neogen directors and senior management as well as Bridgend site senior management. There are many formal and informal meetings arranged, particularly for Bridgend site staff that are in leadership roles. 
Due to ill health the student has changed roles to a less physically active role and a more sedentary office-based position. This role change was sudden, and there was not sufficient time to meet with 3M staff before the change over to Neogen. The first one to one meeting with Neogen directors was the first opportunity to discuss the new role, stating that it had been a successful move and the further potential of expansion of the role to include leading the stores team. This would enable the current leader to stop splitting their time, which would be a benefit to both teams they were currently leading. There have been many incidents with the stores team that have required a leader and there has not been one available, this has created more issues within the team, including absenteeism and time keeping issues, resulting in a loss of production. The Neogen directors were very interested to hear potential solutions in this case and to have an explanation of the skill set of the student. 
The student discussed their own professional development and their interest in the growth of Neogen and their continuous professional development, available roles and transfers available globally and within the U.K. A highlight was the possibility of remote working, driven by covid-19, Neogen directors encourage this rather than relocation. Views and concepts were exchanged, which led to the student being able to show their leadership skills, and that they were adaptable. These meetings showed that they could communicate confidently, but also actively listen and welcome change positively. Many current staff have been working on the same site for over twenty years, they are original staff members and have a great resistance to change. There are still incidents where they say that it’s not how they worked previously, whether for the organisation before 3M, or for previous leaders. 
The major concern of the student at this point is the supply and storage of Ivec pumps, this has been controversial for some time with the original staff members. There are two solutions which have been discussed during this meeting, with both being acceptable. In this instance however, the student does favour one solution. Neogen directors made it clear during the meeting that change is important and that the student, as the leader, must make the decisions and take charge of the situation with their approval. 
After the meeting with the Neogen directors the student completed the questionnaire in Appendix 1. The questionnaire by Northouse (2019) was to establish the leadership style. The results were as follows; Democratic leadership style had a score of twenty-two points, Authoritarian had a score of twelve points and Laissez-faire had a score of eleven points. During the meeting all parties were involved in the decision-making processes, ultimately it was made clear that the student is the leader in this section and therefore final decisions are to be made by them. Bhatti et al (2012) explains that it is important that a team feels included, with individuals feeling valued and that they have a voice. They will play an important part in this journey. Al Khajeh (2018) agrees with Bhatti et al (2012) on the importance of sharing the journey and playing a part in the decision-making process. Rukmani et al (2010) adds a caution that it is assumed that those involved have the same level of expertise, otherwise this can be a problem. 
In conclusion, this meeting, with like minded individuals, needed a democratic leadership style. Open discussions with information freely shared were vital. Relationships need to be formed from the beginning. This is the start of a journey, and for that to be able to work to the benefit of the organisation, working together is imperative. Authority stamping at this stage would lead to issues for all involved.  

1.2 [bookmark: _Toc139834894]Scenario 2

A new staff member has joined the stores team. This staff member was originally employed by an agency who have different start times, mainly due to health and safety reasons. This staff member will now join the team as an employee of the organisation, but this has caused issues with the current staff members because they are refusing to change their hours. The stores must be manned between 6am and 6pm, previously the staff of three did 6am – 2pm, 8am – 4pm and 10am – 6pm, unfortunately the two original members will not deviate from these hours, classing them as their working day, gatekeeping the ‘better’ hours that suit their own narratives. These hours are not contracted, as they do not have contracted hours. Their contracts are for the hours between 6am – 6pm in accordance with the needs of the organisation. 
The meeting is held, with the student leading, and including all the stores team members. The situation has been explained that there are now three full time members, and that, as a team they must work together to ensure that all the hours are covered. They are fully capable of working together to achieve this. They do not require someone to tell them what to do in any given scenario, or indeed to micromanage them. The staff have been empowered, they have vast knowledge, and they are more than capable of performing all the same duties so must find a way to work together fairly. It is not fair, or indeed acceptable, that the two original members are choosing whatever hours suit them best. The student has no objection to the stores being run on a weekly or monthly rota and is more than willing to endorse and administer that course of action moving forward, should it be agreed by the team members. The student is opposed to unfairness and not working together as part of a team, it has been made clear that they need to work together and return with a solution that benefits all. 
The same questionnaire Northouse (2019) has been completed for scenario 2, in Appendix 2. Scenario 2 is a different situation, involves different people to scenario 1. The questionnaire has given different results to the first scenario. Laissez-Faire scored 23 points, Democratic scored 12 points and Authoritarian scored 12 points. According to Wong & Giessner (2018) employees may feel that they are empowered by the leader as much as they believe that laissez-faire leadership is passive and the leaders are not interested, they are more interested in delegating than it being a transactional agreement, followers do not feel that this is development. Breevaart & Zacher (2019) tend to agree with Wong & Giessner (2018) that followers do not feel supported, there is no firm direction, and it is non-leadership, without adequate feedback, resulting in workplace conflict. 
In conclusion, Wong & Giessner (2018) and Breevaart & Zacher (2019) have a valid point that laissez-faire can be viewed as non-leadership, however, this scenario does not call for a different leadership style. The team are fully trained, empowered and more than capable of deciding within the constraints of the new requirements. There is support and feedback available from the leader, but, if the leader had dictated that they were going to do one week of mornings, one of afternoons and one of evenings, there would have been conflict. This way they can work together and then return with a solution which the leader can assist in implementing. 

1.3 [bookmark: _Toc139834895]Emotional Intelligence and leadership

Sadri (2012) explains that emotional intelligence is an imperative skill to be a successful leader of people. Emotional intelligent leaders will understand their own emotions and can control them, they will also acknowledge the emotions of other people. It is particularly important to notice irregularities, if there are issues with staff, personal or professional, their performance may suffer. Emotionally intelligent leaders build relationships, they can notice irregularities and can motivate their team. Kouzes et al (2013) concurs that a leader must be able to build relationships, and that these relationships will work both ways. The leader will welcome constructive feedback as it will strengthen their own leadership skills. 
Khalili (2012) agrees with Sadri (2012) that it is vital that a leader has emotional intelligence as they can build better personal and professional relationships with people, leading to increased organisational effectiveness and ipso facto a competitive advantage. Cote et al (2010) agrees with both Khalili (2012) and Sadri (2012) on the importance of emotional intelligence and its association with emergent leadership. During their research emotional intelligence outscored cognitive intelligence, gender, and personality traits. It is essential that a leader is in control of themselves, with this being of benefit to the team and the organisation. 
The student believes they are adapting and becoming more emotionally intelligent. They can read the room, recognise body language, and understand their emotions and emotions of others. They know when they should speak, what they should say and more importantly how they should say it. They know the importance of adapting their leadership style to suit the situation. On reflection of the meeting in scenario one, a democratic leadership style will have been the most productive style to be used. This being a conversation with new directors, the discussion was mainly focused on their leadership skills and their role within the organisation including any future growth.
When reflecting scenario two, this is slightly more complicated. The laissez-faire is not a normal leadership style that would be adopted by the student; however, this is a very complex situation. The previous leader attempted and failed to resolve the situation using a more authoritative approach, therefore this approach of empowerment, working together and problem solving must be tried. Leadership is about being adaptable and using different approaches in different situations and with different people, linking to emotional intelligence, where there is the understanding to know which style would be best.  
To conclude, emotional intelligence is a vital leadership skill. The leader must firstly understand their own emotions and will be able to control them. This is imperative. It is vital that the leader can recognise and understand the emotions of others so they can lead them appropriately.

[bookmark: _Toc139834896]2.0 	Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance

Adair (1973) states that their Action-Centred Leadership model comprises of three overlapping circles, also known as interlocking circles. Inside one circle is task, another is team, another is individual. These represent important components of leadership, and for a team to be successful, each part must be satisfied. Each circle relies on the other circles, hence the overlap. To be an effective leader it is essential to pay sufficient attention to all three key elements, as neglecting any of the areas could result in failure. A good example would be if a leader prioritises the completion of the task, and therefore spends a lot of time motivating individuals, but neglects building the team’s morale. Ultimately, the task will suffer because there are individuals who are not working cohesively together as a team. It is imperative that the same attention to detail is given to each circle. 
Ackah (2019) explains that Adair’s three circle model can work well, but states that it is possibly outdated. The reason for this declaration is the model may be regarded as being rigid, this may not fit with leadership today. Modern leaders will strive to encourage change, to delegate and empower. The biggest criticism is its simplicity with Ackah (2019) stating that it is not an academic model, only common sense. Clayton (2015) somewhat agrees with Ackah (2019) regarding the criticism that it should be common sense, however they highlight that people can often lack the traits of common sense. Clayton (2015) is extremely complimentary about Adair (1973) and the three circles model, stating it can be used auspiciously in any situation, as it can be as complex or simple as the situation requires.  The simplicity of the headings, task, team, and individual makes it a practical and ultimately crucial model for leaders. Wase & Lull (2021) disagree with Ackah (2019), they believe that all existing leadership models, that are both popular and validated, are a benefit to leaders. Crucially, there will be resources available which can support the leader in conjunction with emotional intelligence.
According to Hersey et al (1979) leaders being able to adapt their leadership styles, which happened in section one, with different people in different situations is coined as situational leadership. Each situation will be unique, as there may be different people or different contexts. One size will not fill all and this is why there are different leadership styles. Kaifi et al (2014) states that situational leadership requires the leaders to problem solve, and to be flexible. The gender for situational leadership is not specific, although the research highlights that male leaders adapt into different situations naturally. Situational leadership links to Adair’s three circle model, which can be used with differing groups of people, in any situation, and in any setting.
Adair’s three circle model adds value to both leaders and followers. If this was used in the current workplace, the leader can place everything into specific sections, enabling it to be actioned correctly. The organisation holds and ships stock on a rotating basis, therefore the task would be actioned weekly, as would staff rotation. This would allow further staff development, as there are only two team members needed certain tasks at any given time. This fairness would free up a staff member for a few hours daily which could be used to upskill and build confidence in their roles, empowering and motivating which is the individual part of the Venn diagram. The team section will be covered by the daily and weekly team meetings, during those meetings the team are sharing information and celebrating successes.
According to Adair (2010) using the Eight Functions of Leadership model alongside the Action-centred Leadership model will increase the effectiveness. The eight functions of leadership model consist of; one – Defining the task: There will be smart objectives and a clear goal. Two – Planning: Discussions with the team, brainstorming, breaking the task down. Three – Briefing: Being available to answer questions, to communicate with the team together and as individuals. Four – controlling: Surveil own and team performance, if necessary, intervene. Five – Evaluating: On own, individual, and team progression and return feedback. Six – Motivating: Understanding individuals and what may motivate them, ensuring that a positive environment has been created. Seven – Organising: Make certain the team stays on task, help by eliminating anything that is not crucial, as time management is imperative for both the leader and the team. Eight – providing an example: The leader must be a good example, showing their strong values and treating everyone with respect, in the hope that behaviour will be mirrored. 
Maslow’s Hierarchy of Needs model (Maslow & Lewis, 1987) supports Adair’s three-circle model. Maslow’s model is a pyramid which starts with level one:  Basic needs, shelter, sleep, warmth, food. These basic needs on the first level of the pyramid should be fulfilled for an individual to function. Once the needs are met on the first level, the individual may strive to proceed to the next level. Level two: Safety and security, employment, property, health, and personal security. Level three: Love and belonging, friendship, family, and intimacy. Level four: Self-esteem, strength, status, freedom, and confidence. Level five: Self-actualisation, creativity, acceptance, morality, and spontaneity. The pyramid consists of five levels, the objective being that there is satisfaction on each level which will drive an individual on to the next step. Life is not linear, and there will be movement backwards and forwards at times. Satisfaction on the first level is always of the upmost importance. Individuals must be constantly striving to move onto the next level, and to progress to level five, which is self-actualisation. 
Maslow’s hierarchy of needs model is linked to transformational leadership according to Akilu & Junaidu (2015), leaders will be striving to empower their followers to self-actualisation. The leaders will be interested in the followers needs, they will work with them and give them chances to problem solve and innovate. Kelly (2003) agrees with Akilu & Junaidu (2015) that transformational leadership and Maslow’s hierarchy of needs model link, they explain that emotions, values, self-esteem, needs, and goals are among the key factors in transformational leadership, with fulfilment of these leading to greater effort, greater aspirations, less absenteeism, and performance beyond expectation. When employees are working at that level it will benefit the individual, the team, the leader, and the organisation. 
The student’s workplace does not follow a leadership model. The senior leader of the stores team has no understanding of the individuals, or their needs. Although the tasks are completed, it is organised chaos, morale is low, and it is certain individuals working alone rather than any teamwork. The low morale may be because of the takeover; however, it seems more likely that individuals are feeling underappreciated with an element of confusion due to the lack of structure and clear instruction. The introduction of a leadership model could assist the leader in identifying needs and ensuring they were met, which would in turn lead to a better environment. Individuals would feel that they were cared about and that would lead to them taking pride in their roles and striving for their own success as well as organisational success. 
In conclusion, this is a difficult time in the current workplace due to the takeover though the student is mindful that there will always be different situations, with different people, no matter what is happening within the organisation. Following a leadership model, will enable the leader to ascertain priorities and address them. This will be a positive action for the organisation, the leader, the team, and individuals within that team. Adair’s action-centred model would be the ideal model to use. 

[bookmark: _Toc139834897]3.0	Assess your own ability to set direction, motivate, delegate, and empower others to bring about a workplace change	
According to Northouse (2021) a leader is what they do, the actions they take and the skills they have, not who they are. A leader builds relationships, relies on trust, and encourages success. A leader encourages change: They continuously look forward, aiming to get the best results from individuals, teams, and themselves. They strive to be role models and insist on feedback from their followers to strengthen their skills as a leader. Kouzes et al (2013) describes five practices of exemplary leadership, one: Modelling, leading by example and giving clarification. Two: Inspiring, striving for common goals and vision sharing. Three: Challenging the process, risk taking and innovation. Four: Enabling others to act, build trust, strengthen others, facilitate relationships. Five: Encourage the heart, celebrate victories no matter the size, show appreciation to everyone. 
In the student’s workplace a change is needed when purchasing consumable items, as the stock control is currently inaccurate and inefficient. A member of staff who has over five years’ service has been chosen to lead this project, they are diligent, have a proven track record, they are trustworthy, and the student feels confident that they can delegate this important project to them. The staff member is always happy to do overtime, paid other than flexible leave, ipso facto the motivation here is financial. This project will require two days a week working a longer day, twelve hours oppose to the normal eight, a fair amount of overtime on the other three working days and the weekends, and the overtime is not capped for the next two months, meaning a handsome recompense. 
The completion time for this project is two months, there will be a lot of work involved and the project leader will need a team to support them. Every consumable item will need be counted, logged on a new data system with a barcode, purchase price, and supplier. There are upwards of 100 separate items and those can be counted in the hundreds of thousands as individual components. The project manager will be empowered to oversee every part of the project and be responsible for choosing their own team members. They will be able to reward members as and when they feel appropriate, the project manager will have access to the voucher scheme, and can award bronze (£25), silver (£50) and gold (£100) rewards. The student has explained the change, set direction, and had meetings with the project manager where they have discussed why the change needs to happen, what changes will be required, and medium to long-term benefits of using a new system. 
There can not be any miscommunication on this project, and the student must set clear direction. To ensure this they should use SMART objectives (Doran, 1981). The new project manager will receive Specific information, the tasks must be Measurable, Achievable, Relevant and Time based. According to Allio (2013) the project manager will have all the information and understand why they are making the changes. They will have responsibility for the task, and therefore, leaders must make them accountable. If the direction set is slightly vague, it is so that they can collaborate as a team to define the goals in the best way that suits them and their individual abilities. Kotter (2017) states that there may be direction, however any uncertainty may be resolved in time. Kotter (2017) agrees with Allio (2013) that setting the direction gives freedom for the project manager and their team to problem solve to be able to reach the final goal.  
The leadership questionnaire (Northouse, 2019), in Appendix 3 has been completed. This questionnaire measures interpersonal, conceptual, and administrative skill. The results show that conceptual skill scored the highest with twenty-nine points. According to Jasim (2019) conceptual skills are key for organisational change. Conceptual skills comprise of multi-tasking, analytical thinking, ability to solve problems, critical thinking, and communication skills. The student agrees with the results of this questionnaire and believes themselves to have those qualities. This has been imperative when setting direction for this new project. 
Jensen (2018) explains that motivation can be a challenge for leaders. The motivation of an individual is unique to an individual, people being motivated for different reasons. A leader must get to know their staff and what will drive them. This may be financial, time off in lieu, or flexible working hours. Further training, workplace promotion or status, and professional development can also be excellent motivators. Hannus (2016) concurs that motivating others can be challenging, particularly knowing what individuals want. Different generations, for instance, can have very different ideas as to what motivates them. Research shows that millennials are not motivated by financial gain, they are motivated by personal and professional development, status, and flexible working. This is why it is important to get to know everyone, to know what they want and more importantly what they don’t want. Trying to motivate someone with something they have no interest in will not go well. The student knows and understands their team members and that knowledge helps the decision-making process. 
Ugoani (2020) highlights the importance of knowing staff members well, it is important to know their capabilities and their motivations, particularly when it comes to delegation. Meyerson & Dewettinck (2012) agree with Ugoani (2020) and states that knowing staff when delegating is key. Delegation must be conducted properly, there should be a conversation between both parties, it is not possible for the leader to complete all tasks themselves. They must choose the individual carefully, will know their capabilities and trust that they are the correct person to empower. When a leader delegates, they do not abdicate their own responsibilities, they empower others with responsibility. The individual that the student has chosen is very capable, they have worked together for several years, and they believe, given the opportunity, they would be successful in a project manager role. 
According to Nauman (2010) a leader giving individuals a voice in the workplace is called empowerment. The leader is giving them the opportunity to make decisions under their guidance. Empowerment is vital for growth. Teams should be structured to allow more responsibility to individuals, with this being of benefit to leaders and team members. Firth & Caroll (2016) concur that effective leaders empower their teams; this gives staff respect and a sense of pride. It does not mean that the leader does not oversee tasks when necessary. The student has empowered the project manager entirely in this instance; however, they will remain available for all eventualities. 
In conclusion, the student can set direction, delegate, empower and motivate others, to bring about a workplace change. The organisation they work for are innovators and strive for changes. The student builds rapport and lasting relationships with colleagues and understands what is important to everyone, and their individual motivational drivers. They understand delegation and the benefits to all involved, which would be discussed before giving the task. Empowerment is essential, everyone should feel that they are trusted, they have a voice, and should be proud of themselves. This change will be beneficial to the organisation, the student, and their colleagues. 







[bookmark: _Toc139834898]Conclusion

In part one of this assignment there are definitions of leadership, followed by two scenarios, which used different people, different settings, and different leadership styles.  A questionnaire by Northouse (2019) was completed after each meeting to establish the leadership style used, the full questionnaires can be found in the appendices. The second part focused on critically assessing Adair’s Action Centred Leadership model, Maslow’s Hierarchy of Needs, transformational leadership, and Adair’s Eight Functions of Leadership. The third part was an assessment of the student’s own ability to motivate, set direction, delegate, empower, to bring about a workplace change. During the assignment there has been reflection on own practice, workplace examples and firm conclusions. 
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    Statements    Strongly  disagree        Disagree        Neutral        Agree    Strongly  agree    

1.    Employees need to be supervised closely, or they  are not likely to do  their work.    X    2    3    4    5    

2.    Employees want to be a part of the decision - making  process.    1    X    3    4    5    

3.    In complex situations, leaders should let followers  work problems out on their own.    1    2    X    4    5    

4.    It is fair to say that most  employees in the general  population are lazy.    1    X    3    4    5    

5.    Providing guidance without pressure is the key to  being a good leader.    X    2    3    4    5    

6.    Leadership requires staying out of the way of  followers as they do their work.    1    2    3    X    5    

7.    As a rule, employees must be given rewards or  punishments in order to motivate them to achieve  organizational objectives.    X    2    3    4    5    

8.    Most workers prefer supportive communication from  their leaders.    1    X    3    4    5    

9.    As a rule,  leaders should allow followers to appraise  their own work.    1    2    3    X    5    

10.    Most employees feel insecure about their work and  need direction.    1    X    3    4    5    

11.    Leaders need to help followers accept responsibility  for completing their work.    1    X    3    4    5    

12.    Leaders should give followers complete freedom to  solve problems on their own.    1    2    3    X    5    

13.    The leader is the chief judge of the achievements of  the members of the group.    1    X    3    4    5    

14.    It is the leader’s job to help  followers find their  “passion.”    1    X    3    4    5    
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  4.2 Leadership Styles Questionnaire     (continued)        

    Statements    Strongly  disagree        Disagree        Neutral        Agree    Strongly  agree    

15.    In most situations, workers prefer little input from the  leader.    1    2    3    X    5    

16.    Effective leaders give orders and clarify procedures.    1    2    3    X    5    

17.    People are basically  competent and if given a task  will do a good job.    1    2    X    4    5    

18.    In general, it is best to leave followers alone.    1    2    3    X    5    

        Scoring         1.        Sum the responses on items 1, 4, 7, 10, 13, and 16 (authoritarian leadership).         2.      Sum the responses on items 2, 5, 8, 11, 14,     and 17 (democratic leadership).         3.      Sum the responses on items 3, 6, 9, 12, 15, and 18 (laissez - faire leadership).         Total Scores     Authoritarian Leadership     12       Democratic Leadership     12     Laissez - Faire Leadership     23             Scoring Interpretation         This questionnaire is designed to measure three common styles of leadership: authoritarian, democratic, and laissez - faire. By  comparing your scores, you can  determine which styles are most dominant and least dominant in your own style of leadership.         If your score is 26 – 30, you are in the very high range. If  your score is 21 – 25, you are in the high range.     If your score is 16 – 20, you are in the moderate rang e. If  your score is 11 – 15, you are in the low range.     If your score is 6 – 10, you are in the very low range.         Building Your Leadership Profile         If you have the interactive eBook version of this text, log in to access the Leadership Profile Tool.  After completing this  chapter’s questionnaire, you will receive individualized feedback and practical suggestions for further strengthening your  leadership based on your responses in this questionnaire.                 Visit  edge.sagepub.com/northouseintro4e  for a downloadable version of this questionnaire.      
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    6.2 Leadership Skills Questionnaire         Purpose     1. To identify your leadership skills     2. To provide a profile of your  leadership skills showing your strengths and weaknesses     Directions     1. Place yourself in the role of a leader when responding to this questionnaire.     2. For each of the statements below, circle the number that indicates the degree to which you feel  the  statement is true.    

Statements    No t  tru e        Seldo m     true        Occasion ally     true        Somew hat     true        Ver y     tru e        

1. I am effective with the detailed aspects of my work.    1    2    3    4    X    

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

3. I am effective at problem solving.    1    2    3    4    X    

4. Filling out forms and working with details come easily for me.    1    2    X    4    5    

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

6. When problems arise, I immediately address them.    1    2    3    4    X    

7. Managing people and resources is one of my strengths.    1    2    3    4    X    

8. I am able to   sense the emotional undercurrents in my group.    1    2    3    X    5    

9. Seeing the big picture comes easily for me.    1    2    3    4    X    

10. In my work, I enjoy responding to people’s requests and concerns.    1    2    3    X    5    

11. I use my emotional energy to  motivate others.    1    2    X    4    5    

12. Making strategic plans for my company appeals to me.     1    2    3    4    X    

13. Obtaining and allocating resources is a challenging aspect of my job.    1    2    X    4    5    

14. The key to successful conflict resolution is  respecting my opponent.    1    X    3    4    5    

15. I enjoy discussing organizational values and philosophy        1    2    3    X    5    

Statements    Not  true        Seldom     true        Occasionally     true        Somewhat     true        Very     true            No t  tru e        Seldo m     true        Occasion ally     true        Somew hat     true        Ver y     tru e        

16. I am effective at obtaining resources to support our programs.    1    2    3    4    X    

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

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

    Scoring     1. Sum the responses on items 1, 4, 7, 10, 13, and 16 (administrative skill score).     2. Sum the responses on items 2, 5, 8, 11, 14, and 17 (interpersonal skill score).     3. Sum the responses on  items 3, 6, 9, 12, 15, and 18 (conceptual skill score).     Total Scores     Administrative skill: _____________25______     Interpersonal skill: ___________23_________     Conceptual skill: _____________29________         Scoring Interpretation    
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    Statements    Strongly  disagree        Disagree        Neutral        Agree    Strongly  agree    

1.    Employees need to be supervised closely, or they  are not likely to do their work.    X    2    3    4    5    

2.    Employees want to be a part of the decision - making  process.    1    2    3    X    5    

3.    In complex situations, leaders should let followers  work problems out on their own.    X    2    3    4    5    

4.    It is fair to say that most employees in the general  population are lazy.    1    X    3    4    5    

5.    Providing guidance without pressure is  the key to  being a good leader.    X    2    3    4    5    

6.    Leadership requires staying out of the way of  followers as they do their work.    X    2    3    4    5    

7.    As a rule, employees must be given rewards or  punishments in order to motivate them to achieve  organizational objectives.    X    2    3    4    5    

8.    Most workers prefer supportive communication from  their leaders.    1    2    3    X    5    

9.    As a rule, leaders  should allow followers to appraise  their own work.    1    X    3    4    5    

10.    Most employees feel insecure about their work and  need direction.    1    X    3    4    5    

11.    Leaders need to help followers accept responsibility  for completing their work.    1    2    3    4    X    

12.    Leaders should give followers complete freedom to  solve problems on their own.    1    2    3    X    5    

13.    The leader is the chief judge of the achievements of  the members of the group.    1    X    3    4    5    

14.    It is the leader’s job to help  followers find their  “passion.”    1    2    3    X    5    

        4.2 Leadership Styles Questionnaire     (continued)        

    Statements    Strongly  disagree        Disagree        Neutral        Agree    Strongly  agree    

15.    In most situations, workers prefer little input from the  leader.    1    X    3    4    5    

16.    Effective leaders give orders and clarify procedures.    1    2    3    X    5    

17.    People are basically competent and if given a task  will do a good job.    1    2    3    X    5    

18.    In general, it is best to leave followers alone.    X    2    3    4    5    
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  Scoring         1.        Sum the responses on items 1, 4, 7, 10, 13, and 16 (authoritarian leadership).         2.      Sum the responses on items 2, 5, 8, 11, 14,     and 17 (democratic leadership).         3.      Sum the responses on items 3, 6, 9, 12, 15, and 18  (laissez - faire leadership).         Total Scores     Authoritarian Leadership     12       Democratic Leadership     22     Laissez - Faire Leadership     11             Scoring Interpretation         This questionnaire is designed to measure three common styles of leadership:  authoritarian, democratic, and laissez - faire. By  comparing your scores, you can determine which styles are most dominant and least dominant in your own style of leadership.         If your score is 26 – 30, you are in the very high range. If  your score is 21 – 25,  you are in the high range.     If your score is 16 – 20, you are in the moderate range. If  your score is 11 – 15, you are in the low range.     If your score is 6 – 10, you are in the very low range.         Building Your Leadership Profile         If you have the interactive e Book version of this text, log in to access the Leadership Profile Tool. After completing this  chapter’s questionnaire, you will receive individualized feedback and practical suggestions for further strengthening your  leadership based on your responses in  this questionnaire.                 Visit  edge.sagepub.com/northouseintro4e  for a downloadable version of this questionnaire.      
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