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Before We Begin...

What famous leaders can you think of? =




Examples of Leaders from Various Fields

Adventure = Science =
Neil Armstrong — Albert Einstein —

Amelia Earhardt — Spiritual 1
Wright Brothers — Daili Lama —
Political = Mother Teresa —

Winston Churchil — Sports =
Ben Franklin — Mohammad Ali —
Thomas Jefferson — Michael Jordan —
John Kennedy - John Wooden —
Nelson Mandella — Tiger Woods —

Martin Luther King —



2004 World's Most Respected Leaders

(according to PriceWaterhouse Coopers & Financial Times study)

Bill Gates (Microsoft)

Jack Welch (GE)

Carlos Ghosn (Nissan)

Warren Buffett (Berkshire Hathaway)
Michael Dell (Dell Computer)

Hiroshi Okuda (Toyota)

Jeff Immelt (GE)

Carly Fiorina (HP)

Steve Jobs (Apple)

Fujio Mitarai (Canon) .10

© O N O N ®WN PR

According to the survey, the qualities most often cited in successful business leaders are:
leadership, motivation, genius, inspiration, vision, innovation and boosting shareholder value.



Definition?

Leadership Is the process whereby one
person influences others to work
fowards a goal.

Yulk and VanFleet (1992)



Leadership is...

The challenge of leadership has always been to
provide coherence, structure and, ultimately,
meaning in times of great change and dislocation.

Leadership is getting groups of people to enact a vision
or new direction.

Leadership = Vision + Relationship + Task




Leadership Is...

Vision = ldeas and Innovations

Vision

Relationship = Enroliment,
Inspiration, and Commitment

] Relations
Task = Attraction, Enrollment,

Commitment, and Accountability



Definition?

Leadership is the ability to influence,
motivate, and enable others to contribute
toward the effectiveness of the
organizations of which they are members
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Seven Leadership Competencies
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What Is Leadership Style?
B L BRTL S



Models and Theories of Leadership

Trait Theory (30’s)®

Behavioral Theory (40’s =
and 50’s)

Contingency Theory (60s =
and 70s)

Transformational Theory ®
(80s up)

Others: emergent, ®
distributed, shared, level 5

leadership, etc.




Theories of Leadership

(focus of research)
1930s 1940s/50s 1960s/70s 1980s

Trait Behavioral Contingency Transformational

traits skills followers context ethical
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Blake and Mouton Managerial Grid

ake Mouton
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of the Road
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Hersey and Blanchard’s Situational Leadership Theory
(SLT)

Says leadership style should be contingent on: —
Acceptance: Whether followers accept or reject a leader 1

Readiness: Whether followers have ability and =
willingness to accomplish a specific task

Leaders must relinquish control over and contact —
with followers as they become more competent.



Hersey and Blanchard’s Situational
Leadership Theory (SLT)

Four Stages of Readiness:

R1: followers are unable and unwilling =
R2: followers are unable but willing =
R3: followers are able but unwilling =

R4: followers are able and willing 2



Hersey and Blanchard’s Situational Leadership
Theory (SLT)

Creates four specific leadership styles —
incorporating Fiedler’'s two leadership
dimensions:

Telling: high task-low relationship leadership =
Selling: high task-high relationship leadership a

Participating: low task-high relationship =
leadership

Delegating: low task-low relationship leadership =



P< —— = 00T C O

Hersey and Blanchard %

:
e

I Participating Cig!mg " .

a JM-High g Jjob maturity
t PM-Low A IM

i PM-High (JM) _

5 *psycho-logical
S clegating Directing (PM)

h Jvklgs IM-Low

. PM-High

| PM-Low

P

S

directive - tasks
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Hersey and Blanchard’s Situational Leadership Model

High relationship High task and
and low task high relationship

STYLE OF LEADER

I
0

Low
-—

R4 R3 R2 R1

Able Able Unable Unable
and and and and
willing  unwilling  willing  unwilling

£
o
>
1]
=
@
o
2
=
w
c
Q
S
1]
@
v

=i

» High
/ Task Behavior \ Follower Readiness

Low —=

Low relationship High task and
and low task low relationship
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Support A
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S1 - Directing
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Competence

3 ~ Directing

@ 51 - Directing
Support

Competence

Direction A

Support A

Support
Direction

D2 ¢ 51 - Directing
D1 © 51 - Directing
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S!!!ln Support

D3 & 52 - Coaching 52 = Coaching

(]

52 = Coaching

Direction
Commitment Commitment

Direction A



Direction
' = -

D3 & S3 = Supportin D2 & S3 = Supportin

Supporﬂng D1 & S3- Jupporﬂng

Direction

Direction A



Direction Support

- Delegating
D1 A 54 - Delegating

Direction Support

Direction A
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ituational Leadership.l

D4 D3 D2

S3 S2

SUPPORTING COACHING

Share ideas xplain decisions and
and facilitate rovide opportunity
in decision making for clarification

S4 $1
DELEGATING  DIRECTING

Turnover  Provide specific
responsibility  instructions and closely

for decisions and  supervise performance
implementation

I —




Support A

99 = Supporiing
Facilitation problem solving
Encouraging feedback
Asking and listening
Appreciating

Reassuring

‘Let's talk, we'll decide”

Leader listens more than talks
Leader talks and listens less

54 = Delegating
Facilitation problem solving
Encouraging feedback
Asking and listening
Appreciating

Reassuring

“Inform the leader, I'll decide”

Direction A

92 = Cozaching
Explaining / Clarifying
Sharing feedback
Exploring

Reasoning

Praising progress

“Let’s talk, leader decides”

Leader talks and listens
Leader talks more than listens

9’1 = Directing
Explaining / Clarifying
Sharing feedback
Exploring

Reasoning

Praising progress
“Leader Decides™




Transformational Leadership

Elements

S ) glad jgd S Alaa

Lai g9 OaUS AKar

Transformational

Leadership
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Examples of Transformational
Leaders

Bill Gates (Microsoft)

Steve Jobs (Apple)

Michael Dell (Dell Computer)
Jeff Bezos (Amazon.com)
Lou Gerstner (IBM)

Jack Welch (GE)
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L eadership Functions

what we do when we lead?

what is expected of us
when we lead?




4 Main Functions

Emotional Stimulation
Executive

Caring

Meaning Attribution




emotional stimulation



N =il
Tih lu:"

executive function




caring function



meaning attribution



Effective
Leadership

! high in caring

7! high in meaninc
attribution

¥ moderate in emotional
stimulation

¥ moderate in executive
function



EMOTIONALLY

Trait Th eO ry UHS'[..ﬂ.BLL.[I'dLLlHE]lI{f}

louchy
251less
» a theory that concerns H:{H
itself solely with leader Changeable
characteristics (Stogdill, Optimisti
1948; Mann 1959) Melancholic
« Studies identified certain Jkksiss | _ EXTRAVERTED
personal characteristics - rrieamate RS
that appear to E=
differentiate leaders from =
followers Reliable
Even-tempered
« basic premise is that i
leaders are born f.I"u"I”]]I;_.IE:JL:LLT

Eysenck, H.|] and Eysenck, M.W. Personality and Individual Differences.
Plenum Publishing, 1958




Behavioral Theory

| eaders

/\

behavior

traits S

follower
S

skills
patterns Ef\/
behaviors

- p
’ﬂ‘”'

WASIES Sty es
grouped
together as

styles

f




Continuum of Leadership Behavior

1
alcoeratie q_’: Subordinato-Conlmd Loadorship
|
P _
| Boss-Centrd Leadersh p > cdernocratic
L~

Lisa of Authorily by the
Manager

|'..|.'|II.|._||J| |'..|.'|.II.'|._||J| ool |‘..|.'|.II.'|._||J| (FITE & F..‘|..|.'|:u|]||' |'-'|.'|.|I.'|._|u|

e b 19 (i s b s nks psEns datnas mls, pams

decisonand dacison daas and i@ viatie pobbm gets  asks goup sibodnais 1o

announces t Mrile.s dacson SUggasicns, o make furcion within
guasions sibgcl o mataSs dacEDn Irmits definad

ource: Tannenvaurn and Schrnici) Shanes diecison Dy SUpaor
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Variations of Behavmra
Theory B

» McGregor (1960) - Theory X and Theory Y

» Ohio State University and University of Michigan
Researches - two dimensions: a)
Consideration/Employee Orientation (friendship,
mutual trust, respect and warmth) and b) Initiating
Structure/Production Orientation (organizes and
defines roles, patterns of organization, channels of
communication, and ways of getting jobs done)



Effective Styles of

Leadership

0]
e r Executive

| Developer “This is good for
m e “I'll be your  the company and
P mentor” you”
| n
; t

a Bureaucrat Benevolent
y f “Let’s get this Autocrat
S done and over “We are doing a
e | with” good job”

0,

N production orientation



Ineffective Styles of
Leadership

I
e . Missionary. .

| ot Compromiser
m I'm here to “ ot t half

€ care foryou.” o > Mmeethall:
p Way”
| N
A t

a Deserter
Yoy “l will let them  Autocrat
e i be” ‘Do as | say”
e

0

N

production orientation



Contingency Theory

« Many leadership models not only
take into account the
leader/follower relationship but
also realize that situational
variables affect leadership
performance traits

x 6 MODELS: LPC Contingency
model, Hersey and Blanchard’s
situational leadership model, the
path-goal theory of leadership, the
multiple linkage model of
leadership, leadership substitute
theory, and Vroom and Yetton's
normative decision model

behaviors

situation



Contribution/Limitation of
Behavioral/Situational Theory

»« almost the same issues with the trait approach; cause and
effect were not considered fully

« behaviors vary as much as the situation changes

« however, there are isolated patterns of behaviors grouped
INto 4 categories as essential to leadership behaviors
whatever the situation is




4 Categories (11 behaviors)

Building Relationships
1. Networking

2. Supporting

3. Managing conflict

Influencing People

4. Motivating
5. Recognizing and rewarding

Making Decisions
6. Planning and organizing
7. Problem solving
8. Consulting and delegating

Giving / Seeking Information

9. Monitoring operations and
environment
10. Informing
11. Clarifying roles
source: Yukl



Transformational Theory

= looks at the contingency
model but with a difference

» Introduce the variable of
leaders having an ethical
and moral obligation to their
followers and to the mission
of the organization

« geared towards follower
growth and development




Variations of
Transformational Leadershlp

» Charismatic Leadership (robert house)
» Transactional vs. Transformational (burns; bass)
» Servant Leadership (greenleaf)
» Distributed Leadership (belbin)
» Living Systems (wheatley)
» Level Five Leadership (jim collins)

» Leaders as catalyst of change - warren bennis, james
kouzes and barry posner, stephen covey

» Leaders as strategic visionaries - peter senge (systems
thinking and learning organization

» Leadership and Spirituality - fullan,moxley, zohar, nelson
frye



e

EEerone

What
motivates
leaders?



basic motivations

values shape bring about

attitudes m»behaviors

needs



WhEl
motivates
leaders?

“Ineed for:

[ achievement

7/ affiliation

prower
good leadership = power > achievement > affiliation
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Human Resource Management Review

journal homepage: www.elsevier.com/locate/humres

Contents lists available at ScienceDirect

Task and person-focused leadership behaviors and team
performance: A meta-analysis

Meltem Ceri Booms ?, Petru Lucian Curseu”%*, Leon A.G. Oerlemans 9

* Departrnent of Orpanizanon Studies, Tiburg Universicy, PO, Boac 901 532, 5000 LE Tibure, The Netherlmds
" Department of Psychology, "Babes-Bolyai™ University, Republicii 37, Chuj-Napocn, 400015, O, Romania
 Open Untversity of the Netherlonds, Heerlen, The Netherlonds

9 Center for Innovation Research, Tilburg University, P.O. Bac 90153, 5000 LE Tibure, The Netherlands

* Graduate School of Technology Management, University of Pretona, South Africa

ARTICLE INTFO

Available online oo

Kevords

Task-focused leadeship
Person-focused leadership
Mlita-analysis

Team periormance

ABSTRACT

This paper reports the results of a meta-analytic review of the relationship between person and
task-focused leader behaviors, on the one hand, and team performance, on the other hand. The
results, based on 89 independent samples, show a moderate positive (p = 033) association
between both types of leadership behaviors and subjective team performance. For objective
team performance, the effect sizes are smaller, yet positive (p = 0.19 for task-focused
leadership behaviors and p = 0.18 for person-focused leadership behaviors). Furthermore,
with respect to the methodological moderators, the analyses show that the relationships
were stronger when leadership behaviors were rated by the leaders themselves, rather than
by others, and the association was stronger when the correlations were estimated at the
individual level, as opposed to the team level of analysis. Concerning conceptual moderators,

¥ o g ¥ -



Contents lists available at ScienceDirect

Nurse Education Today

journal homepage: www.elsevier.com/nedt

Clinical leadership and pre-registration nursing programmes: A model Oﬁ““k

for clinical leadership and a prospective curriculum implementation and
evaluation research strategy

Angela Brown **, Jan Dewing P, Patrick Crookes ©

* School of Nursing, Faculty of Sdence. Medicine and Health, University of Wolongong Northfields Avenue Wollongong New South Wales 2522 Australia
B Sue Permbrey Chairof Nursing, Division of Nurstg, School of Health Sciences, Queen Margaret University, Queen Margaret Unnversity Drive, MusseBurgh, Bast Lothion EHZ1 60U, United Kngdom
© Foculty of Saence, Mediane and Health Umiversity, Waollongong Northfields Avenue, Waollongong New South Wiles 2522 Australio

ARTICLE I NFO ABSTRACT

Article history: Aim: To present for wider debate a conceptual model for clinical leadership development in pre-registration
Received 5 December 2015 nursing programmes and a proposed implementation plan.

Received in revised form 17 March 2016 Background: Globally, leadership in nursing has become a significant issue. Whilst there is continued support for

Accepted 25 March 2016

leadership preparation in pre-registration nursing programmes, there have been very few published accounts of
Available online oo

curmculum content and/or pedagogical approaches that foster clinial leadership development in pre-registra-
tion nursing. A doctoral research study has resulted in the creation of an overarching model for clinical leader-

Kewwards:

Clinical leadership ship.

Nursing Design: A multi-method research study using theoretical and empincal literature 1974-2015, a focus group, ex-
Pre-registration pert opinion and a national on-line survey.,

Conceptual model Discussion: A conceptual model of clinical leadership development in pre-registration nursing programime i s pre-
Curriculum sented, including the infinity loop of clinial leadership, an integral aarriculum thread and a conceptual model: a
Pﬂi@-‘s:i curriculum-pedagogy nexus for clinical leadership. In order to test out usability and evaluate effectiveness, a
Evaluation

multi method programme of research in one school of nursing in Australia is outlined.

Condusion: Implementation of the proposed conceptual model for clinical leadership development in pre-
registration nursing programmes and a programme of ( post-doctoral ) research will contribute to what is
known about curriculum content and pedagogy for nurse academics. Importantly, for nursing students
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journal homepage: www.elsevier.com/ijns

The mediating role of demand and control in the relationship
between leadership behaviour and employee distress:
A cross-sectional study

Caroline Lornudd **, Susanne Tafvelin”, Ulrica von Thiele Schwarz **,
David Bergman*
2 Department of Learming Informarics, Management, and Efuc, Karolinska Institute, Sweden

" Department of Psychology, Umned Unieersity, Sweden
= Department of Peychology, Stockhalm University, Sweden

ARTICLE IMFD ABSTRACT
Article histony: Bockground: The relationship between leadership and employvee distress is well
Received 18 February 2014 established, however, the processes involved in this relationship remain largely unclear.

Received in revised form 4 June 2014

For a stretched nursing workforce, understanding in what ways leadership may influence
Accepted 8 August 2014

employee distress is particularly important.

Objectives: To examine possible mediating effects of the work environment factors
demand and control in the relationship between leadership behaviour in change,
Employes distress prq:n:_lucth:un. and emplnyee ﬂrient;_n:'n:un and employee distress,

De mand-control Design: Cross-sectional study design.

Mediation Settings: The smdy was conducted at a large county council in Sweden providing hoth
Healtheare insttutional and non-institutional care.

Participants: A mandom sample of 1249 employees (primarily nurses, but alsoa wide mnge
of other healt hcare professionals and administ mtive staff), who had a healchcare manager

Keywords :
Leadership behaviour
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Does ethical leadership enhance group learning behavior? Examining the @ .
mediating influence of group ethical conduct, justice climate, and

peer justice

Fred 0. Walumbwa?, Chad A. Hartnell ®, Everlyne Misati **

* Department of Management & Internaiona | Bugness Florida Infernanonal Unnsersity, 11200 SW Sth Streer, MANGD Bullding, Migmy FL 22199, United States
B N naperial Sciences Department, |, Mock Robinsen Collepe of Busimess, Georgia State Uniwersny, Atenia, GA 303202-3989, United Stares

ARTICLE INFO

Article history:

Receivied 24 March 2016

Received in revised form 17 November 2016
Accepted 19 November 2016

Available online xoox

Keywords:

Ethical leadership
Behavioral ethics

Justice dimate and faimess
Group learning behavior

ABSTRACT

The link between ethical leadership and employees” ethical behaviors is well established, but are ethical
leadership's benefits confined to ethical behaviors? This study aimed to address this question by examining
the extent to which ethical leaders create an environment conducive to cul ivating a broader set of desirable be-
haviors such as group leaming behavior, We drew upon and integrated insights from social leaming theory and
the social marketplace model to develop and test a model that illuminates how ethical leadership enhances
group leaming behavior, We propose that group ethical conduct, justice climate, and peer justice are three con-
textual medhanisms through which ethical leadership improves group learning. Using data colected over two
time penods from 95 supervisors and 323 work group members from a large financial institwtion in the United
States, we found that ethical leadership significantly relates to group leamning behavior, and that this relationship
is partially explained by group ethical conduct and peer justice, but not justice climate. Implications for future re-
search and practice are discussed.

i€ 201 & Elsevier Inc. All rights reserved.
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Safety Science é
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journal homepage: www.elsevier.com/locate/ssci

Effects of leadership style and psychological job demands on situation (!)::mmm
awareness and the willingness to take a risk: A survey of selected
offshore vessels

Hilde Sandhaland **, Helle A. Oltedal *, Sigurd W. Hystad ", Jarle Eid"”

*Department of Maritime Studies, Stord/Hougesund University College, Norway
" Department of Psychosodal Science, University of Bergen, Norway

ARTICLE INFO ABSTRACT

Article history: We examined how active and passive leadership styles (i.e., authentic leaders hip and laissez-faire lead-
Received 11 December 2015 ership) and psychological job demands combine and influence safety related outcomes in terms of situ-
Received in revised form 24 November 2016 ation awareness and the willingness to take a risk in day-to-day operations. To this end, a conceptual
Accepted 5 December 2016 model was developed, and by means of path-analysis with a maximum likelihood estimation the model
was tested using survey data collected on board offshore vessels within a Norwegian controlled shipping
company. The model was tested in both the deck department (n=178) and the machine department
(n=103). The results indicated that relatively little variations in job demands could be explained by
laissez-faire leadership (6.3% and 3.7% in the deck and machine department samples, respectively).

Keywords:
Authentic leadership
Laissez-faire leadership

Peychological job demands With regards to situation awareness, on the other hand, 21.6% of the variations could be explained by
Situation SwWareness the combined influence of authentic leadership, laissez-faire leadership and job demands in the deck
Willingness to take a risk department sample, whereas 27.5% of the variations in situation awareness could be explained by the

Maritime two leadership styles alone in the machine department sample. In the deck department sample, job
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When | was a young man,
| wanted to change the world.
| found it was difficult to change the world,
50 | tried to change my nation.

When | found | couldn’t change the nation,
| began to focus on my town.
| couldn’t change the town and as an older man,
| tried to change my family.
Now, as an old man,
| realize the only thing | can change is myself,

and suddenly | realize that
if long ago | had changed myself,
| could have made an impact on my family.

My family and | could have made an impact on our town.
Their impact could have changed the nation and
| could indeed have changed the world.
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