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According to Stein and Heller (1979) emergent leadership is a unique type of leadership. Emergent leadership happens when an employee starts to gradually step up as a leader within their workplace. Emergent leadership is a type of leadership whereby employees can and do transform the business world by allowing, trusting and respecting the employees to make and voice their own decisions, ideas and thoughts outside the business organization’s confinements and/or restrictions.
Therefore, any employee can decide at any time to be an emergent leader and lead their colleagues without management approval or qualifications. However, the other team members or employees also need to embrace the leadership style and what it stands and respect what their colleagues is trying to do for them and the business.
This business report investigates research detailing different leadership styles, in different situations with different people. This business report will also include my personal situational leadership style, leadership strengths and weaknesses and leadership traits. These are critically analysed and discussed the importance of each.
[bookmark: _Toc140092351]Critically assess a recognised leadership model or theory in relation to its ability to impact on individual’s workplace performance. 

According to Northouse (2022) leadership within the 21st century is a process that involves giving purpose or meaningful direction. Northouse (2022) says that by following a process will influence the team and set a clear goal. However, the definition is a forever changing definition as leadership means different to each individual according to Bass (1981). Northouse (2022) states that the research shows authentic and ethical leadership has the highest interest. 
As organisations become increasingly popular in diversity and inclusive there a many new leadership styles have been seen across the world, such as, authentic leadership: whereby the authenticity of leadership and their leadership is emphasised George (2003), ethical leadership: is a leadership style that focuses on the attention to detail within the conduct of leaders and how they display their personal actions, interpersonal relationships and the promotion of these ethics to their business and colleagues. et al. (2005)., spiritual leadership: is a leadership style whereby the employee will focus on leadership that utilizes values to their advantage, the businesses, and their employees. The leader will show a sense of togetherness and do so by motivating their followers (Fry, 2021), discursive leadership: this is a leadership style whereby the leader will not focus on leader traits such as, skills, and behaviours, but through communication between leader and follower. Aritz, Walker, Cardon, & Zhang (2017): Fairhurst, (2007), humble leadership: this is when the “leaders' humility allows them to show followers how to grow as a result of work” says Owens & Hekman, (2012); and inclusive leadership, is when the leader focuses on diversity and leader behaviours that promotes employees to feel like they belong to the team all while maintaining their individuality and uniqueness.  (Shore, Cleveland, & Sanchez, 2018).
The above leadership styles are all very modern, more traditional leadership styles such as transactional leadership, charismatic leadership, and Autocratic leadership. 

[bookmark: _Toc140092352]Transactional Leadership

The term transactional leadership is a leadership style that has been around and used in the business world for years. Transactional leadership is where the leader solely focuses on maintaining a routine and can not stray from the structure, order or goals that have been planned for the business. This type of leader will be direct with their employees, so they know exactly what is expected from them. This means the team will deliver results. Many transactional leaders offer incentives to motivate their employees. This could be more time off, reward schemes, pay increases etc. A transactional leader may seen strict but they do have the interest of all their employees at the centre of what they are trying to achieve as a team or business. They will lead and coach each employee where needed by encouraging them to do a ‘good job’ in order to benefit them (using the reward scheme) and the business. 

Benefits of transactional leadership is your time will be laser-focused on goals this means they will execute on a specific goal (usually short-term). This clarity for the employee allows short-term focus and means that team members know how to prioritize in order to achieve the goal. Communicating with the employees frequently and keeping it brief will give the employees a clear understanding and will help them focus on the task given. Through giving the employees a clear objective and showing or telling them what is expected of their performance through a transactional leadership style, the leader will be able to trust and put to bed their doubts and this will help the leader focus on their own workload and priorities. For example, within TSB Bank there are goals set to keep the multi functioning device (MFD) above 70% transactions on a weekly basis. The staff are aware of this goal and strive to achieve the 70% if not higher every week. This is a long-term goal however transactional goals are usually short time goals, this can be a disadvantage to the leader as they will need to communicate clear goals with the team on a regular basis and the team should also be aiming for these goals, however in order for the goals to feel achievable they are usually given a short time frame. This is why the leader should try to merge their leadership style when speaking to different people, in different situations. Transactional leadership is a good leadership style to help the team think short-term, however, long-term goals will always be needed to build a sustainable business. 

[bookmark: _Toc140092353]Charismatic Leadership
According to Webber (1947) “charisma can be defined as a “gift” that leads a person to be “treated as a leader” based on their perceived “supernatural, superhuman, or at least specifically exceptional powers or qualities” that are “not accessible to the ordinary person.” 
According to Sadun (2022) people view charismatic leaders as outgoing, sometimes load, extroverts who have a number of strengths such as passion, a high level of emotional intelligence, and an infectious energy. This leadership styles shows the leader and persuasive, likeable and charming and these characteristics attracts possible new employees and influences the current employees. Charismatic leaders are understanding of each of their employees’ emotions, thoughts and feelings, because of these employees will feel valued, motivated, inspired and determined. Therefore, charismatic leadership is highly effective, positive and works well in many businesses across the world.
Charismatic leadership is one of many leadership styles. It is most like transformational leadership because the two are both practiced by leaders who feel called to fulfil their vision of a greater future. By being a charismatic leader, you will have a positive outlook on profession and personal life, and this will massively help your team feel motivate and the business will have better outcomes for colleagues and customers. However, some introvert colleagues may feel this type of leadership it to extravert our outgoing for them to be led by. For example, within TSB Bank there are many managers throughout the business who work using charismatic leadership, this leadership style works well in my workplace as the positivity ‘catches on’ to the rest of the team. 
[bookmark: _Toc140092354]Autocratic Leadership

Autocratic leadership style also known as the “authoritarian style of leadership”, is a type of leader who focuses primarily on results and team efficiency. This type of leadership style often means that the leader will make all decisions on their own or in a small, trusted, expert team who will do exactly as they are asked by their leader. 
These types of leaders are consistently dependable and follow all policies and procedures to the book. Autocratic leaders value a structured workplace and agree with supervised work environments, Cherry (2023). This being said there are many benefits and challenges to autocratic leadership some of the benefits being the leaders can promote productivity through delegation by providing the employees with one-to-one communication, team meetings and clear instruction throughout each communication. However, this could pose as an issue for the leader as they are often known to have high levels of stress as they take full responsibility and as they can lack in flexibility, this could lead the team to resentment. For example, within TSB Bank there are autocratic leaders further up the chain due to some decisions needing to make quickly and promptly, therefore there is no time to delegate a task or ask for colleague feedback/thoughts. This can cause some colleagues to feel their opinion does not matter and will not voice their opinion or ideas. Therefore, the business could fall short of new ideas. 

[bookmark: _Toc140092355]Conclusion 

In conclusion many different types of leadership styles work in well within some workplaces and peoples and other not so well depending on the workplace and the people being lead. Many of these leadership styles can cross over into each other and some leaders many use a little bit of each style within the workplace. Through my workplace experience transactional and charismatic leadership are both popular and cross over into each other with my managers leadership style. This is a good trait to have as it shows emotional intelligence for your surroundings and the people you work with.

 

[bookmark: _Toc140092356]Evaluate own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role.

By completing several leaderships self-assessments, I have been able to evaluate and determine my own ability to use a range of leadership styles, in different situations and with different types of people, to fulfil the leadership role. (Appendix one). 
For example, the leader will apply different leadership styles to a new starter and someone who is an experienced member of staff. As they will need to train and shadow the new employ they will need to coach and teach them therefore they may have a more understanding tone when questions are asked, or even new ideas put forward. However, the experienced member of staff knows the job well and will ‘get on’ with their daily tasks possibly without having to ask for help or any questions throughout the day and will be trusted by the manager to do so accordingly. 
Another examples of using a range of leadership styles in different situations with different types of people is for example if you have a volatile member of staff within the team, this will bring the team moral down and may even have a direct impact on the team’s performance. The leader will need to use a more direct approach with the volatile member of staff and a softer leadership style with the rest of the team. The leader or manager will need to remember to communicate professionally and fairly with the employee to try and understand what is causing the upset and unprofessional behaviour. The leader will need to give fair and constructive feedback to the employee offering them the opportunity to change their behaviours and look for ways to separate or have low interaction between the toxic employees (if more than one). The leader needs to remember to remain professional and not discuss this within the team and not get ‘wrapped up’ in handling the issue that the rest of the team feel ignored or less important. 
Leadership is all about adapting to your environment, accepting change, and helping the situation or colleague change. This links into being emotionally intelligent and being aware that not everyone likes to change, however the leader will help the colleague through the change. By guiding the team through change and being aware of each team members emotions this will make team members feel valued, listened to and motivate them which in turn will mean the team, each team member and the leader will be performing to a high standing and helping the business grow and profit. For example, according to McGregor’s (2006) Theory of X and Theory Y whereby he refers to two different styles of management – authoritarian (Theory X) and participative (Theory Y). If the leader believes that the team members dislike the leaders work and have little motivation, then, according to McGregor (2006), the leader will likely use an authoritarian style of management. This approach is very "hands-on" and usually involves micromanaging the teams and individuals work to ensure that it gets done properly. McGregor (2006) called this Theory X. Theory Y is different as if the leader believes that the team take pride in their work and see each task as a challenge, then the leader is more likely adopt a participative management style. Leaders who are able to use this style are able to trust their employees and know each employee will take ownership of their work to give good results for their individual performance and the business performance. 

[bookmark: _Toc140092357]Situational Leadership Self-Assessment 

Upon competition of my situational leadership self-assessment the outcome shows that I am a selling/couching leader. This suggests that I have Some competence, variable commitment / Unable but willing or motivated.
There are four types of situational leadership, and these are: Telling, selling, participating, and delegating.

According to The Centre for Leadership Studies (2020) a selling leadership is a type of style whereby the leader has a relationship behaviour approach to leadership that helps motivated inexperienced employees and develop new skills. A leader who employs a selling leadership style will provides structure or guidance for their employees, as well as reinforcement and recognition where needed. This then helps the growth and performance of individual employees. A Selling leadership style is when the leader provides specifics such as, who, what, where, when how and why. The leader will also explain decisions and encourages their employees to seek clarification when needed. Two-way communication in important to the selling leadership style. The leader will and can decide and will explains the individual’s role. The leader will also reinforce and recognizes progressive improvement. 
For example, within the workplace the manager approaches a recently hired employee who has yet to attend a company online workshop for wellbeing (but is excited about the prospect of organizing one) and provides detailed instructions on how they think the workshop should be taught/discussed. This allows the team member to have a voice and the manager can take onboard what they suggest however firstly encourage them to join a workshop before hosting a workshop. 
The goal is for the leader to communicate on a regular basis with their employees in a group setting and individually so the employees can develop their skills and move to the next level of their career. This suggests this style needs a leader to coach them and not a mentor to show them exactly what to do. The leader will ask questions to gain an understanding of the employee’s thoughts on for example the task that has been set. This means the leader will be encouraging and motivation the employee or employees throughout. (Appendix one).
[bookmark: _Toc140092358]Leadership Style 

Upon completion of my leadership style self-assessment the outcome shows that I am a democratic leader rather than an authoritarian leader or a laissez-faire leader. 
According to Carlin (2019) democratic leadership shares the decision-making responsibility between the employees/team and the leader. Democratic leaders thrive on participating in all discussions, however, also make a point in listening to the views of their employees and/or team. This style often means the employees are positive, feel included in the decision-making process, and work within a collaborative work environment. Furthermore, a good democratic leader can bring out the employees’ creative side, bring fresh, new ideas to the table. This style shows the leader as still retaining final responsibility for the team’s decision; however, the team as a whole would have come to that final decision. In Lewin’s (1938) study, the children under democratic leadership made the highest quality contribution to the task they were given. 
There are many examples of democratic leaders however the most famous is Nelson Mandela ‘Glory and Hope’ speech in 1994. Mandela clearly shows his appreciation and message through his word choice, tone, sentence structure, and use of rhetorical questions. Nelson Mandela's word choice helps him give clear understanding to his gratefulness towards the crowds and a message that they must continue to work together to build and better society. The audience composes of royalty, government, and the public, however the way he talks brings a sense of togetherness as if all are equal, regardless of their race age, gender, and position.
Mandela uses empowering words to capture the audiences attention, words such as  "compatriots", "we", and "us", this then made the audience feel and realize that they are equal and all humans. Mandela uses his tone and sentence structure effectively to communicate his main message of togetherness and expresses how thankful he is ro everyone attending. Mandelas tone of voice appreciative, formal, hopeful, and passionate. Mandela expresses his thanks to those who aided them throughout the speech and towards the end of the speech he tells us how hopeful and passionate he is about their newfound freedom, equality, and democratic government.
According to Janse (2018) authoritarian leadership means that the leader has full power and control over their team of employees. Authoritarian leaders tell groups what to do and expect group members to execute exactly how they have been told, with no questions. If the task is time specific and/or the workforce are on or coming up to a deadline, this style may work well, allowing the leader to make a quick decision and providing the employees with direct instructions. An authoritarian leader who has a clear vision of what needs to be done can motivate a divided group. However, authoritarian leaders are more likely to not listen nor take on board the good ideas from the team. The style can also cause resentment and stress for both the leader and the employee if conflict starts to arise. In Lewin’s (1938) study, the children under authoritarian leadership were productive but not very creative. This is not a leadership style that would work well within my workplace as TSB Bank like to collaborate with all their colleagues no matter what level of authority.
According to Cherry (2022) laissez-faire leadership allows group members total freedom (within reason). Laissez-faire leaders do not participate in the decision-making process, and rarely offer opinions. This style can work well if the group is highly motivated, experienced, and competent within their job role. However, laissez-faire leadership has many negatives such as: without the leader’s input, conflict within the team could arise from not known each other’s roles and responsibilities. In addition to this, this friction could also cause setbacks on decision making and moving forward. This leadership style also suggests that the leader would forfeit control of the final product or task. In Lewin’s (1938) study, the children under laissez-faire leadership were the least productive and the most argumentative. This is not a leadership style that would work well within my workplace as TSB Bank like to collaborate with all their colleagues no matter what level of authority. (Appendix one).
[bookmark: _Toc140092359]Leadership Strengths 

Belbin (2012) says "The types of behaviour in which people engage are infinite. But the range of useful behaviours, which make an effective contribution to team performance, is finite. These behaviours are grouped into a set number of related clusters, to which the term 'Team Role' is applied."
Leadership strengths consists of five main strengths, these are: implementor, innovator, encourager, analytic and mediator. Upon completion of the leadership strengths self-assessments the outcome shows that I am an implementor. 
This leadership strength according to Belbin (2012) means that I will need to plan a workable strategy and carry it out as efficiently as possible. Implementor Strengths consist of being: Practical, reliable, efficient. I would be expected to turn ideas into actions and use my organisation and prioritisation skills to complete the work that needs to be done. However, the weaknesses can be they can be inflexible and slow to respond to new possibilities. Implementors are also known to be slow to relinquish their plans in favour of positive changes. This is a good strength to have as a leader within the workplace as it allows superiors and team members to trust the leader and allow the leader to do their day-to-day job.  
Allie (2022) says that to help a business achieve and remain competitive, adaptation to market changes is needed, many leaders may want to experience new methods of running the business. The ability to mentally visualize unique and effective business ideas and strategies can help a leader innovate in their industry, this will empower the leader while helping grow the business. Leaders with good innovation skills will implement the businesses workflow to promote growth and longevity. Allie (2022) says that the importance of innovative leadership is paramount in the longevity of a company and helping it succeed. Innovative leadership refers to business focused leaders that prioritise improvement of a business model with large-scale changes that help it adapt and improve to the changing market. They may develop these big changes by recognising multiple small issues that a company faces and agreeing a method of solving all of them with a single change. Innovative leaders use a combination of research and practical experience to help businesses excel. The main qualities of an innovator are strategic, Customer focused, focused on employee satisfaction, persuasive, goal orientated, encouraging, candid and inspiring. This is strength that works well within my workplace at TSB Bank as it allows the leaders to build and maintain strong professional relationships with their staff members. 
According to the research Maxwell (2016) says that encouragement is 51% of leadership. 
All leader types and styles should be using positive language and positivity in general with employees as this can make a huge impact on their emotional well-being, therefore the performance and their performance going forward. Goleman (2009) studied several ways in which this can happen when being socially intelligent. Depending on how the leader is feeling that specific day, this could ‘rub off’ on their employees even when the leader hasn’t shared feedback specifically with that employee. By the leader showing positivity for the day/task ahead will improve the emotional state of the employees, help them to be more efficient and collaborate as a team. Employees are unfortunately likely to remember a negative experience or interaction with their leader rather than positive experiences. This could cause negativity to spread within the team. 
The research shows that negative, unconstructive feedback or discussions are more likely to increase the feelings of guilt, fear, and anxiety within employees. These emotions can be toxic to the cognitive abilities, forcing the team to go ‘downhill’ as the employees will feel stressed about the need to improve. Goleman (2009) looked at how talking about positive goals and dreams can be a better way to encourage employees.
According to ZIEGERT (2017) analytic leadership is when the leader adopts a data-driven approach to work. Whereby decisions are based on big data and technology. an effective analytical leader embodies three fundamental qualities: awareness, influence, information sharing and collaboration. This is a style that is prominent within TSB Bank as the business will ‘talk figures’ to know if we are making profit or not and what we need to do to maintain or better ourselves and the data. 
According to Freeman and Naupoto (2020) having a mediator mindset means they will strive to act on behalf of the large group, they will think widely and be stuctured or have a plan on how to solve the problems of the business and want to work collaboratively with all levels of employees. There are several tools such as: integral vision, systems thinking, presence, inquiry, conscious conversation, dialogue, bridging and innovation. These tools are not promoted to be part of the meditation process, they are characteristics that mediators do possess and/or develop through the process of peace-making.
Freeman and Naupoto (2020) say that by adopting a mediator mindset approach it can resolve any disputes at all levels by delegating ownership of the resolution to the conflicting parties. By practicing mediation principles and the tools listed above allows the employer and the employees to go beyond the resolution of individual workplace conflicts. This allows the leaders to use and activily promote peaceful resolution and demonstrate that it is possible to protect and rebuild any broken relationships within the workplace. (Appendix one).
[bookmark: _Toc140092360]Leaderships Traits 

The leadership traits self-assessment is designed to find your strengths and weaknesses from your own point of view and five other colleagues. According to the questionnaire taken the scores received on this questionnaire provide information about how I see myself and how others see me as a leader. The chart allows me to see where my perceptions are the same as those of others and where they differ. 
The purpose of me completing the questionnaire is to provide a way to assess my strengths, weaknesses and to evaluate areas where my perceptions are similar to or different from my colleagues. I will also look at and confirm whether or not my colleagues see me in the same way as I see myself as a leader. I feel it is beneficial to know where they see me differently. This assessment can help me understand my assets as well as areas in which I may seek to improve. (Appendix one).

Upon completion of the questionnaire the chart shows I have some strong traits and traits that I need to work on to become an efficient leader. My strengths show that I am articulate, persistent, trustworthy, dependable, outgoing, diligent, friendly, sensitive, and empathetic, these traits are inline with my situational leadership and my leadership styles. 
However, there are many traits that I will need to improve on to become an efficient and worthy leader, such as: self-confidence, perceptive, self-assurance, determination, and conscientiousness. This being said I can and will continue to work on all traits even the traits I am scoring high in to become a better leader. 
Leadership traits are essential qualities to make an efficient and effective leader within the workplace. This means if you are managing a team, a department or even an entire business/company, these traits, skills, and qualities will allow the leader to guide their employees to success. Important leadership qualities consist of having and using soft skills rather than jargon, or industry-specific experience. To become an effective leader, you should strive to become an expert in your field and aim to gain essential leadership qualities such as the traits mentioned above. (Appendix one).

[bookmark: _Toc140092361]Conceptualizing Leadership 

According to Prince (2019) the definition of conceptualizing leadership is the focus on group progress, a personality perspective, an act of behaviour and a tool to achieve goals. There are six main emphases on conceptualizing leadership. These are trait emphasis, ability emphasis, skill emphasis, behaviour emphasis, relationship emphasis and process emphasis. 
Upon completion of the conceptualizing leadership self-assessment, I scored high in skill emphasis and behaviour emphasis. Scoring high in skill emphasis means that I believe that certain abilities, knowledge and skills can be taught, learnt and developed. Leadership consists of many skills that an employee may not initually have but can be taught. Leaders will not always use the same approach as all people and situations are unique. However, different types of leaders may use different skills to succeed in their goals. There are three generic skills that are vital to all leaders these are being human, technical and conceptual.
According to Cherry (2022)” behaviourism is a theory of learning based on the idea that all behaviours are acquired through conditioning, and conditioning occurs through interaction with the environment”.
Behaviourists believe that our actions are shaped by environmental settings currently and previously eg. Through childhood. Many behaviours can be taught through childhood, for example, right and wrong and this can also be taught within the workplace by leadership and coaching.  (Appendix one).

[bookmark: _Toc140092362]Conclusion 

In conclusion all five self-assessments have been eye-opening for me to firstly clarify my strengths and weaknesses and then how to put into practice how to be a better leader. It is clear from all outcomes that I like to work in a conflict-free workplace where employees are trusted to do complete their tasks/roles to a high standard without being micromanaged. I agree that empowerment is essential to a happy and driven team, by giving your team empowerment you will see performances heighten. 



[bookmark: _Toc140092363]Assess your own ability to set direction, motivate, delegate, and empower others to bring about a workplace change. 

Through completing and assessing my ability to set direction, motivate, delegate and empower other in the workplace I will be able to acknowledge and work on my strengths and weaknesses to be able to better myself for my professional career. 

[bookmark: _Toc140092364]Direction

Haimann (1971) says that “direction is the process and technique of issuing instructions and making certain that operations are carried out as planned”.
For a leader to set direction they will be able to plan, organise and ensure all staffing equipment are paramount to be able to succeed and direct their employees. Every leader within a business/company gives direction and receives direction. When leaders set direction, they are giving instructions, guidance and overseeing the performance of the employees to ensure goals/targets are met. Direction plays a significant role within a leader job description, and they will need to direct their team to be able to achieve and have high performance. Direction takes place once the leader has been organised by planning and knowing what their employees are able to achieve/attain. Fortunately, direction usually leads to success, and it is important to perform at all levels of managements, meaning the leaders will provide guidance and inspiration to their team and colleagues. 
A director must be conscious about process as it is required though the business, direction will be initiated at the top level eg. CEO and followed right through the business. Direction will serve dual purpose and aims to get things done by each team member not only the management. 
The human factor is predominant in the managerial function of direction. Since direction is to manage employees, who are emotional unpredictable and/or complex, it can become all the
more important and essential. Therefore, it is suggested to adopt a directive leadership style when working on a large scale or small-scale business, to ensure work is evenly distributed and achieved. 

[bookmark: _Toc140092365]Motivation

Vrooms Expectancy theory (1964) says that “there is a positive correlation between effort and performance meaning favourable performance will result in a desired reward”. Meaning rewards such as bonus’, salary increases, praise, time off etc. will give employees motivation and competition. The reward for the employee will satisfy an important need and the desire to satisfy the need is strong enough to make the effort worthwhile. However, Porter-Lawler’s expectancy theory says that efforts equal performance which leads to competence, value, perceptions, and likelihood of success. 
According to Porter-Lawlers theory employees who feel motivated perform to a high level and do their jobs more effectively, they are more creative and flexible when asked for a ‘favour’. Motivated employees have a high level of energy and are committed to do what is needed today to focus on what might need done tomorrow. As motivation is so important it is pivotal to encourage employees and have this as a leadership skill. Leaders who praise achievements, small or large, and who recognise excellence will inspire employees to continue if not start performing. A motivated leader also shows that they care about their employees are well as the results produced. By encouraging the employees, it shows belief that they have the ability to succeed and then celebrating the progress that is being made. It is important to continuously praise and motivate employees throughout the week not just when big events or targets are coming up. This being said I agree with Vrooms expectancy theory of having a reward at the end. This is a big motivator in the workplace as you don’t get anything for ‘free’ nowadays. 

[bookmark: _Toc140092366]Delegation 

According to Martin (2016) the Gofer delegation theory is extremely directive and specific to the workplace, dictating not only what to do, but how to do it. The employer must function as a ‘boss’ micromanaging the process of the team and the business wants to employees to do the task assigned and only that task, ideas and creativity is not welcome, only compliance. Each employee’s task must be followed up on, monitored and approved by management. The Gofer Delegation process is time consuming for the business and boring for the employee. 
In contrast to this Stewardship delegation theory focuses on results, rather than methods and there are five aspects that must be mutually understood. These are desired results, guidelines, resources, accountability, and consequences.  There are five levels of initiative connected to this they are: Stage one says to always wait for instruction as this level has no initiative. Stage two: asks what they do for the business, and this is when the they employee begins to take initiative by asking questions, especially open questions. The employee is staring to expresses interest and awareness, but still is not sure what they should be doing. Stage three: The employee begins to see the job clearly and creates ideas for doing it. Stage four: the employee is able to act independently, but report immediately to the leader. Here the person acts om their own initiative but reports quickly to the leader to insure they have followed the correct procedure. Stage five: the employee will act fully independently and report routinely. The employee is now trusted to act on their own with confidence and accountability. They will have periodic reviews to keep the employee on track. 
Delegation within the workplace is highly important for both the employee, leader and business. It is an important developmental tool used by millions of businesses across the world, this is because most employees learning takes place when the are actually ‘doing the work’. Delegation helps motivate the workplace by helping employees learn new skills, it develops competence and employees feels trusted which helps promote a ‘can do’ attitude. 
Delegation can also be used as an improvement tool as new employees looking at an activity can bring new perspectives and new approaches or ideas to stagnant processes and entrenched approaches. Delegation can also liberate leaders as it can help leaders from getting dragged into activities that can be done by others, giving them to time to complete their managerial roles. 

[bookmark: _Toc140092367]Empowerment

Singh (2022) says that “empowerment in business is a management practice of sharing information, rewards, and power with employees. This puts them at the heart of the organization by giving them power”. Empowerment can be used as a problem-solving tool to produce productivity and motivation of the employees.
By helping employees feel empowered within the workplace, the leader is using their skills in a specific way to benefit the employee and enhance productivity which will benefit and make their own career look good and succeed. By empowering employees, the leader will be helping the business achieve short-term, long-term goals and increase the effectiveness of the workplace and staff retention. 
A leader in position of the ability to empower their employees is a high sought-after skill and one of the most effective ways in which to have a happy, motivated and successful team. Leaders need to remember that it is vital that they understand the importance of an empowering leadership style. Leaders that empower employees instead of micro-managing them will have an increased number of confident employees and all employees including the leader will have overall job satisfaction. 
For example, if employers trust the team to complete the work that is delegated and praise the team once completed this will motivate and empower the employees to complete the task at a high standard and employees will feel their work is valued.  
[bookmark: _Toc140092368]Conclusion 

In conclusion the ability to set direction, motivate, delegate, and empower others to bring about a workplace change are all paramount to running a successful team and business. Without these attributes leaders will not be able to manage their team effectively nor reach goals/targets.  This could affect the business negatively and work case depending on the scale of the business put the business into administration. Direction, motivation, delegation, and empowerment allow the employees to feel valued, trusted, and worthy of having/doing to job role assigned. These attributes are all encouraged and emphasised within my place of work at TSB Bank.

[bookmark: _Toc140092369]Conclusion

In conclusion Emergent Leadership Skills for the Workplace is a business structure that uses self-identified leaders instead of those chosen by the organisation or hierarchy. Emergent leadership arises from the ability to make decisions and achieve results. Emergent leadership is being creative and critical thinking. Emergent leader does not wait for promotion instead they inspire their colleagues or employees through guidance. Emergent leaders will have respect and trust of their colleagues or employees.
There are many styles of leadership all with individual strengths and traits. However, the best leaders will listen to their team and coach their team to be the best they can by demonstrating as a good role model. 
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Self-assessment questions: Read through the Situation questions and then choose the response (only one) from the corresponding Alternative Action statements that most appeals to you or that you feel seems the most characteristic of you. In some cases none of the responses may be appealing or characteristic of you. Nonetheless, please select the statement that you prefer or feel suits you best.



		Situation

		Alternative Action



		1. Your group is not responding lately to your friendly conversation and obvious concern for their welfare. Their performance is declining rapidly.

		A. Emphasize the use of uniform procedures and the necessity for task accomplishment.

B. Make yourself available for discussion but do not push your involvement.

C. Talk with them and then set goals.

D. Intentionally do not intervene.



		2. The observable performance of your group is increasing. You have been making sure that all members were aware of their responsibilities and expected standards of performance.

		A. Engage in friendly interaction, but continue to make sure that all members are aware of their responsibilities and expected standards of performance.

B. Take no definite action.

C. Do what you can to make the group feel important and involved.

D. Emphasize the importance of deadlines and tasks.



		3. Members of your group are unable to solve a problem themselves. You have normally left them alone. Group performance and interpersonal relations have been good.

		A. Work with the group and together engage in program solving.

B. Let the group work it out.

C. Act quickly and firmly to correct and redirect.

D. Encourage the group to work on the problem and be supportive of their efforts.



		4. You are considering a change. Your group has a fine record of accomplishment. They respect the need for change.

		A. Allow group involvement in developing the change, but do not be too directive.

B. Announce changes and them implement with close supervision.

C. Allow the group to formulate its own directive.

D. Incorporate group recommendations, but you direct the change.



		5. The performance of your group has been dropping during the last few months. Members have been unconcerned with meeting objectives. Redefining roles and responsibilities has helped it the past. They have continually needed reminding to have their tasks done on

time.

		A. Allow the group to formulate its own direction.

B. Incorporate group recommendations, but see that objectives are met.

C. Redefine roles and responsibilities and supervise carefully.

D. Allow group involvement in determining roles and responsibilities but do not be too directive.



		6. You stepped into an efficiently run group. The previous leader tightly controlled the situation. You want to maintain a productive situation, but would like to begin having more time building interpersonal relationships among members.

		A. Do what you can do to make the group feel important and involved.

B. Emphasize the importance of deadlines and tasks.

C. Intentionally do not intervene.

D. Get the group involved in decision-making, but see that objectives are met.



		7. You are considering changing to a structure that will be new to your group. Members of the group have made suggestions about needed change. The group has been productive and demonstrated flexibility.

		A. Define the change and supervise carefully.

B. Participate with the group in developing the change but allow members to organize the implementation.

C. Be willing to make changes as recommended, but maintain control of the implementation.

D. Be supportive in discussing the situation with the group but not too directive.





 (
Situational Leadership Style Summary/
Self Assessment
Adapted from: Hersey and Blanchard
)



 (
1
)



		Situation

		Alternative Action



		8. Group performance and interpersonal relations are good. You feel somewhat unsure about your lack of direction in the group.

		A. Leave the group alone.

B. Discuss the situation with the group and then you initiate necessary changes.

C. Redefine goals and supervise carefully.

D. Allow group involvement in setting goal, but don’t push.



		9. You have been appointed to give leadership to a study group that is far overdue in making requested recommendations for change. The group is not clear on its goals. Attendance at sessions has been poor. Their meetings have turned into social gatherings. Potentially they

have the talent necessary to help.

		A. Let the group work out its problems.

B. Incorporate group recommendations, but see that objectives are met.

C. Redefine goals and supervise carefully.

D. Allow group involvement in setting goals, but do not push.



		10. Your group, usually able to take responsibility, is not responding to your recent redefining of job responsibilities as a result of one member leaving the city.

		A. Allow group involvement in redefining standards but don’t take control.

B. Redefine standards and supervise carefully.

C. Avoid confrontation by not applying pressure, leave situation alone.

D. Incorporate group recommendations, but see that new job responsibilities are met.



		11. You have been promoted to a leadership position. The previous leader was involved in the affairs of the group. The group has adequately handled its tasks and direction. Interpersonal relationships in the group are good.

		A. Take steps to direct the group towards working in a well-defined manner.

B. Involve the group in decision-making and reinforce good contributions.

C. Discuss past performance with the group and then you examine the need for new practice.

D. Continue to leave the group alone.



		12. Recent information indicates some internal difficulties among group members. The group has a remarkable record of accomplishment. Members have effectively maintained long- range goals. The have worked in harmony for the past year. All are well qualified for the

tasks.

		A. Try out your solution with the group and examine the need for new procedures.

B. Allow group members to work it out themselves.

C. Act quickly and firmly to correct and redirect.

D. Participate in problem discussion while providing support for group members.







Scoring your self-assessment: Circle the responses from your self-assessment Situation questions on the scoring sheet below. Add up each column to determine your preferred leadership style according to the Hersey and Blanchard model.



		



SITUATIONS

		

ALTERNATIVE ACTIONS



		

		1

		A

		C

		B

		D



		

		2

		D

		A

		C

		B



		

		3

		C

		A

		D

		B



		

		4

		B

		D

		A

		C



		

		5

		C

		B

		D

		A



		

		6

		B

		D

		A

		C



		

		7

		A

		C

		B

		D



		

		8

		C

		B

		D

		A



		

		9

		C

		B

		D

		A



		

		10

		B

		D

		A

		C



		

		11

		A

		C

		B

		D



		

		12

		C

		A

		D

		B



		

		

TOTAL

		

		 

		

		



		

		

LEADERSHIP STYLE

		

TELLING (DIRECTING)

		

SELLING (COACHING)

		

PARTICIPATING (FACILITATIING)

		

DELEGATING (OBSERVING)







Situational Leadership Model: Situational Leadership depends on the readiness of the followers and the situation.







Leadership style in response to follower development level


Follower development level



Low	High

D4	D3	D2	D1

Task / directive behavior



Low	High









Relationship

/ supportive behavior




High





 (
S3
Participating
(Facilitating)
S2
Selling (Coaching)
S4
Delegating
(Observing)
S1
Telling 
(Directing)
)Low













		Leaders should adapt their style to follower development style (or 'maturity'), based on how ready and willing the follower is to perform required tasks (that is, their competence and motivation).

There are four leadership styles (S1 to S4) that match the development levels (D1 to D4) of the followers.

The four styles suggest that leaders should put greater or less focus on the task in question and/or the relationship between the leader and the follower, depending on the development level of the follower.

If the leader focused more on the relationship, the follower may become confused about what must be done and what is optional. The leader thus maintains a clear 'do this' position to ensure all required actions are clear.



		S3: Participating / Facilitating / Supporting

Follower: D3: High competence, variable commitment / Able but unwilling or insecure

Leader: Low task focus, high relationship focus

When the follower can do the job, but is refusing to do it or otherwise showing insufficient commitment, the leader need not worry about showing them what to do, and instead is concerned with finding out why the person is refusing and thence persuading them to cooperate.

There is less excuse here for followers to be reticent about their ability, and the key is very much around motivation. If the causes are found then they can be addressed by the leader.

The leader thus spends time listening, praising and otherwise making the follower feel good when they show the necessary commitment.

		S2: Selling / Coaching

Follower: D2: Some competence, variable commitment / Unable but willing or motivated

Leader: High task focus, high relationship focus

When the follower can do the job, at least to some extent, and perhaps is over-confident about their ability in this, then 'telling' them what to do may demotivate them or lead to resistance. The leader thus needs to 'sell' another way of working, explaining and clarifying decisions.

The leader thus spends time listening and advising and, where appropriate, helping the follower to gain necessary skills through coaching methods.

Note: S1 and S2 are leader-driven.



		S4: Delegating / Observing

Follower: D4: High competence, high commitment / Able and willing or motivated

Leader: Low task focus, low relationship focus

When the follower can do the job and is motivated to do it, then the leader can basically leave them to it, largely trusting them to get on with the job although they also may need to keep a relatively distant eye on things to ensure everything is going to plan.

Followers at this level have less need for support or frequent praise, although as with anyone, occasional recognition is always welcome.

Note: S3 and S4 are follower-led.

		S1: Telling / Directing

Follower: D1: Low competence, low commitment / Unable and unwilling or insecure

Leader: High task focus, low relationship focus

When the follower cannot do the job and is unwilling or afraid to try, then the leader takes a highly directive role, telling them what to do but without a great deal of concern for the relationship. The leader may also provide a working structure, both for the job and in terms of how the person is controlled.

The leader may first find out why the person is not motivated and if there are any limitations in ability. These two factors may be linked, for example where a person believes they are less capable than they should be may be in some form of denial or other coping. They follower may also lack self-confidence as a

result.
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4.2 Leadership Styles Questionnaire

Purpose

1. To identify your style of leadership



2. To examine how your leadership style relates to other styles of leadership



Directions

1. For each of the statements below, circle the number that indicates the degree to which you agree or disagree.



2. Give your immediate impressions. There are no right or wrong answers.



Statements

Strongly	Strongly

disagree	Disagree	Neutral	Agree	agree





		1. Employees need to be supervised closely, or they are not likely to do their work.

		1

		2

		3x

		4

		5



		2. Employees want to be a part of the decision-making process.

		1

		2

		3

		4x

		5



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

		1x

		2

		3

		4

		5



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

		1x

		2

		3

		4

		5



		5. Providing guidance without pressure is the key to being a good leader.

		1

		2

		3

		4x

		5



		6. Leadership requires staying out of the way of followers as they do their work.

		1

		2x

		3

		4

		5



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

		1x

		2

		3

		4

		5



		8. Most workers prefer supportive communication from their leaders.

		1

		2

		3

		4

		5x



		9. As a rule, leaders should allow followers to appraise their own work.

		1

		2

		3

		4x

		5



		10. Most employees feel insecure about their work and need direction.

		1

		2x

		3

		4

		5



		11.  Leaders need to help followers accept responsibility for completing their work.

		1

		2

		3

		4x

		5



		12. Leaders should give followers complete freedom to solve problems on their own.

		1

		2

		3x

		4

		5



		13. The leader is the chief judge of the achievements of the members of the group.

		1x

		2

		3

		4

		5



		14. It is the leader’s job to help followers find their “passion.”

		1

		2

		3

		4x

		5
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4.2 Leadership Styles Questionnaire

(continued)



		Strongly

Statements	disagree

		

Disagree

		

Neutral

		

Agree

		Strongly agree



		15. In most situations, workers prefer little input from the leader.

		1x

		2

		3

		4

		5



		16.  Effective leaders give orders and clarify procedures.

		1

		2x

		3

		4

		5



		17.  People are basically competent and if given a task will do a good job.

		1

		2

		3x

		4

		5



		18.  In general, it is best to leave followers alone.

		1x

		2

		3

		4

		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: 10 Democratic Leadership: 22 	 Laissez-Faire Leadership: 12 	

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 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 strength- ening your leadership based on your responses in this questionnaire.







[image: ]Visit edge.sagepub.com/northouseintro4e for a downloadable version of this questionnaire.
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3.2 Leadership Strengths Questionnaire

Purpose

1. To develop an understanding of your leadership strengths



2. To rank your strengths in selected areas of performance



Directions

1. Please answer the statements below in terms of whether the statement describes what you are like.



2. For each of the statements, circle the number that indicates the degree to which you feel the statement is like you.





		







Statements

		Very Much Unlike Me

		



Unlike Me

		







Neutral

		



Like Me

		

Very Much Like Me



		1. I am an energetic participant when working with others.

		1

		2

		3

		4 x

		5



		2. Brainstorming is one of my strengths.

		1

		2

		3 x

		4 

		5



		3. I am good at encouraging coworkers when they feel frustrated about their work.

		1

		2

		3

		4 x

		5



		4. I want to know “why” we are doing what we are doing.

		1

		2

		3

		4 x

		5



		5. I look for common ground in opposing opinions of others.

		1

		2

		3

		4 x

		5



		6. I enjoy implementing the details of projects.

		1

		2

		3 x

		4 

		5



		7. I like to explore creative approaches to problems.

		1

		2

		3 x

		4

		5



		8. I go out of my way to help others feel good about their accomplishments.

		1

		2

		3

		4

		5 x



		9. Examining complex problems or issues is one of my strengths.

		1

		2

		3 x

		4

		5



		10.  I am a mediator in conflict situations.

		1

		2

		3

		4 x

		5



		11.  I stick with the task until the work is completed.

		1

		2

		3

		4 

		5 x



		12. I can initiate change, if it is needed, when working with others.

		1

		2

		3 x

		4

		5



		13.  I show concern for the personal well-being of others.

		1

		2

		3

		4

		5 x



		14.  I like to consider various options for doing things.

		1

		2

		3

		4 x

		5
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3.2 Leadership Strengths Questionnaire

(continued)



		Statements

		Very Much Unlike Me

		



Unlike Me

		







Neutral

		



Like Me

		

Very Much Like Me



		15. I am effective communicating with people who are inflexible.

		1

		2

		3 x

		4

		5



		16. I try to follow through with ideas so that the work gets done.

		1

		2

		3

		4

		5 x



		17.  I enjoy creating a vision for a work-related project.

		1

		2

		3

		4 x

		5



		18. I am the “glue” that helps hold the group together.

		1

		2

		3 x

		4

		5



		19. I like exploring the details of a problem before trying to solve it.

		1

		2

		3

		4 x

		5



		20. I can draw the best out of people with diverse opinions.

		1

		2

		3x

		4

		5



		21.  I like making to-do lists so that the work gets completed.

		1

		2

		3

		4

		5x



		22. I can “think outside of the box.”

		1

		2

		3

		4x

		5



		23. Encouraging others comes easily for me.

		1

		2

		3

		4

		5x



		24. I like thinking things through before engaging in work projects.

		1

		2

		3

		4

		5x



		25. I am good at finding common ground when a conflict is present.

		1

		2

		3

		4x

		5



		26. I enjoy scheduling and coordinating activities so the work is completed.

		1

		2

		3

		4x

		5



		27. I am good at developing new ideas for others to consider.

		1

		2

		3x

		4

		5



		28. I am good at encouraging others to participate on projects.

		1

		2

		3

		4x

		5



		29. I like to explore problems from many different perspectives.

		1

		2

		3

		4x

		5



		30. I am effective at helping coworkers reach consensus.

		1

		2

		3

		4

		5x







74	I N T R OD U C T ION T O L E A D E R SH I PAPPLICATION







3.2 Leadership Strengths Questionnaire

(continued)



Scoring

1. Sum the responses on items 1, 6, 11, 16, 21, and 26 (implementer score).



2. Sum the responses on items 2, 7, 12, 17, 22, and 27 (innovator score).



3. Sum the responses on items 3, 8, 13, 18, 23, and 28 (encourager score).



4. Sum the responses on items 4, 9, 14, 19, 24, and 29 (analytic score).



5. Sum the responses on items 5, 10, 15, 20, 25, and 30 (mediator score).



Total Scores:





Implementer: 26	Innovator: 20	Encourager:26	Analytic: 24	Mediator: 23



Scoring Interpretation

The Leadership Strengths Questionnaire is designed to measure your strengths in the areas of implementation, innovation, encouragement, analysis, and mediation. By assessing the rank order of your scores, you can determine the areas in which you have the greatest strengths and the areas in which you are weaker. A high score in a certain area indicates where you are strong; a low score shows where you are weak. As discussed in this chapter, every person has multiple strengths. In addition to the strengths revealed by the Leadership Strengths Questionnaire, you may wish to complete other strengths assessments to obtain a more complete picture of all of your strengths.

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 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 strength- ening your leadership based on your responses in this questionnaire.
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2.2 Leadership Traits Questionnaire

Purpose

1. To gain an understanding of how traits are used in leadership assessment



2. To obtain an assessment of your own leadership traits



Directions

1. Make five copies of this questionnaire. It should be completed by you and five people you know (e.g., room- mates, coworkers, relatives, friends).

2. Using the following scale, have each individual indicate the degree to which he or she agrees or disagrees with each of the 14 statements below regarding your leadership traits. Do not forget to complete this exercise for yourself.

3.  	Emma Stevens	 (your name) is





Statements

Strongly	Strongly

disagree Disagree	Neutral	Agree	agree





		1.  Articulate: Communicates effectively with others

		1

		2

		3

		4

		5



		2. Perceptive: Is discerning and insightful

		1

		2

		3

		4

		5



		3. Self-confident: Believes in oneself and one’s ability

		1

		2

		3

		4

		5



		4. Self-assured: Is secure with self, free of doubts

		1

		2

		3

		4

		5



		5. Persistent: Stays fixed on the goals, despite interference

		1

		2

		3

		4

		5



		6. Determined: Takes a firm stand, acts with certainty

		1

		2

		3

		4

		5



		7. Trustworthy: Is authentic, inspires confidence

		1

		2

		3

		4

		5



		8. Dependable: Is consistent and reliable

		1

		2

		3

		4

		5



		9. Friendly: Shows kindness and warmth

		1

		2

		3

		4

		5



		10. Outgoing: Talks freely, gets along well with others

		1

		2

		3

		4

		5



		11.  Conscientious: Is thorough, organized, and careful

		1

		2

		3

		4

		5



		12. Diligent: Is industrious, hardworking

		1

		2

		3

		4

		5



		13. Sensitive: Shows tolerance, is tactful and sympathetic

		1

		2

		3

		4

		5



		14. Empathic: Understands others, identifies with others

		1

		2

		3

		4

		5
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2.2 Leadership Traits Questionnaire

(continued)



Scoring

1. Enter the responses for Raters 1, 2, 3, 4, and 5 in the appropriate columns on the scoring sheet on this page. An example of a completed chart is provided on page 41.

2. For each of the 14 items, compute the average for the five raters and place that number in the “average rating” column.

3. Place your own scores in the “self-rating” column.



Leadership Traits Questionnaire Chart



		

		

Rater 1

		

Rater 2

		

Rater 3

		

Rater 4

		

Rater 5

		Average

rating	Self-rating



		1. Articulate

		4

		4

		5

		5

		4

		4.4                    4



		2. Perceptive

		2

		4

		4

		4

		4

		3.6                    4



		3. Self-confident

		3

		3

		4

		3

		3

		3.2                    3



		4. Self-assured

		3

		3

		3

		4

		3

		3.2                   3



		5. Persistent

		4

		4

		4

		5

		5

		4.4                    5



		6. Determined

		3

		4

		4

		4

		3

		3.2                    4



		7. Trustworthy

		4

		4

		4

		4

		4

		4                    4



		8. Dependable

		5

		4

		5

		5

		4

		4.6                    4



		9. Friendly

		5

		5

		5

		5

		5

		5                    5



		10. Outgoing

		4

		4

		5 

		4

		4

		4.2                   4



		11. Conscientious

		3

		4

		4

		4

		4

		3.8                   4



		12. Diligent

		5

		5

		4

		4

		4

		4.4                   4



		13. Sensitive

		5

		4

		5

		5

		5

		4.8                   5



		14. Empathic

		5

		5

		4

		5

		4

		4.6                   5





Summary and interpretation:



Scoring Interpretation

The scores you received on this questionnaire provide information about how you see yourself and how others see you as a leader. The chart allows you to see where your perceptions are the same as those of others and where they differ. There are no “perfect” scores for this questionnaire. The purpose of the instrument is to provide a way to assess your strengths and weaknesses and to evaluate areas where your perceptions are similar to or different from those of others. While it is confirming when others see you in the same way as you see yourself, it is also beneficial to know when they see you differently. This assessment can help you understand your assets as well as areas in which you may seek to improve.
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2.2 Leadership Traits Questionnaire

(continued)



Example 2.1 Leadership Traits Questionnaire Ratings



		

		

Rater 1

		

Rater 2

		

Rater 3

		

Rater 4

		

Rater 5

		Average rating

		

Self-rating



		1. Articulate

		4

		4

		3

		2

		4

		3.4

		4



		2. Perceptive

		2

		5

		3

		4

		4

		3.6

		5



		3. Self-confident

		4

		4

		5

		5

		4

		4.4

		4



		4. Self-assured

		5

		5

		5

		5

		5

		5

		5



		5. Persistent

		4

		4

		3

		3

		3

		3.4

		3



		6. Determined

		4

		4

		4

		4

		4

		4

		4



		7. Trustworthy

		5

		5

		5

		5

		5

		5

		5



		8. Dependable

		4

		5

		4

		5

		4

		4.4

		4



		9. Friendly

		5

		5

		5

		5

		5

		5

		5



		10. Outgoing

		5

		4

		5

		4

		5

		4.6

		4



		11. Conscientious

		2

		3

		2

		3

		3

		2.6

		4



		12. Diligent

		3

		3

		3

		3

		3

		3

		4



		13. Sensitive

		4

		4

		5

		5

		5

		4.6

		3



		14. Empathic

		5

		5

		4

		5

		4

		4.6

		3





Summary and interpretation: The scorer’s self-ratings are higher than the average ratings of others on articulate, perceptive, conscientious, and diligent. The scorer’s self-ratings are lower than the average ratings of others on self-confident, persistent, dependable, outgoing, sensitive, and empathic. The scorer’s self-ratings on self-assured, determined, trustworthy, and friendly are the same as the average ratings of others.



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 strength- ening your leadership based on your responses in this questionnaire.
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1.2 CONCEPTUALIZING LEADERSHIP QUESTIONNAIRE

Purpose

1. To identify how you view leadership



2. To explore your perceptions of different aspects of leadership



Directions

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

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

Statement

Strongly	Strongly

disagree	Disagree	Neutral	Agree	agree





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


1	2	3	4	5





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

learned ability.

1

2

3

4

5



3. Leadership requires knowledge and know-how.	1	2	3	4	54. Leadership is about what people do rather than who

they are.

1

2

3

4

5





5. Followers can influence the leadership process as much as leaders.6.  Leadership is about the process of influencing others.	1	2	3	4	5




1	2	3	4	5



7. Some people are born to be leaders.	1	2	3	4	58.  Some people have the natural ability to be leaders.	1	2	3	4	5





9. The key to successful leadership is having the right skills.10.   Leadership is best described by what leaders do.	1	2	3	4	5




1	2	3	4	5



11. Leaders and followers share in the leadership process.12. Leadership is a series of actions directed toward

positive ends.

1

2

3

4

5




1	2	3	4	5



13. A person needs to have certain traits to be an effective leader.APPLICATION




1	2	3	4	5
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1.2 CONCEPTUALIZING LEADERSHIP QUESTIONNAIRE

(continued)

Statement

Strongly disagree



Disagree



Neutral



Agree

Strongly agree

14. Everyone has the capacity to be a leader.

1

2

3

4

5



15. Effective leaders are competent in their roles.

1

2

3

4

5

16. The essence of leadership is performing tasks and dealing with people.

1

2

3

4

5

17.	Leadership is about the common purposes of leaders and followers.

1

2

3

4

5

18. Leadership does not rely on the leader alone but is a process involving the leader, followers, and the situation.

1

2

3

4

5

19. People become great leaders because of their traits.

1

2

3

4

5

20. People can develop the ability to lead.

1

2

3

4

5

21. Effective leaders have competence and knowledge.

1

2

3

4

5

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

1

2

3

4

5

23. Effective leadership is best explained by the leader– follower relationship.

1

2

3

4

5

24. Leaders influence and are influenced by followers.

1

2

3

4

5

















































































Scoring

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



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



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



4. Sum scores on items 4, 10, 16, and 22 (behavior emphasis)



5. Sum scores on items 5, 11, 17, and 23 (relationship emphasis)



6. Sum scores on items 6, 12, 18, and 24 (process emphasis)
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1.2 CONCEPTUALIZING LEADERSHIP QUESTIONNAIRE

(continued)



Total Scores

1. Trait emphasis: 15



2. Ability emphasis: 14



3. Skill emphasis: 20



4. Behavior emphasis: 17



5. Relationship emphasis: 13



6. Process emphasis: 15

Scoring Interpretation

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



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 strength- ening your leadership based on your responses in this questionnaire.
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