What is LEADERSHIP
- the ability to influence, motivate and enable others to achieve a goal and contribute toward the effectiveness of the organizations and the society in which they are members
- influential, inspiring, understanding, determined

Trait
- personality/inherited traits
- born with it or acquire it
- influences behaviour

Ability
natural skill/capability

Skill
knowing how to do something

Behaviour
what a person does
- task behaviours: focus on getting the job done
- process behaviours: focus on improving the situation
- LEADERSHIP COMBINES THESE TWO

Relationship
collaboration and communication between leaders and followers

Influence process
when an individual influences a group to achieve a common goal

Dark side of leader
happens when:
1. leader is destructive
2. followers are susceptible
3. environment is conductive (possible)

Situational leadership
- leadership begins when leaders seize the moment
- leaders need to know their values and the values of others

The "Great Man"
all leaders were men (ex. lincon, ghandi)

Six key traits
Intelligence Confidence Charisma Determination Integrity Sociability

Intelligence
- good language skills, perceptual skills, and reasoning ability
- hard to acquire, but it is possible
- obtain knowledge
Why is it important?
- if you're smart, people will believe you
Why is it not enough?
- you have to be able to communicate your intelligence to get people to follow you

Confidence
- feeling positive about yourself and your ability to succeed
Why is it important?
- people won't want to follow someone who isn't confident
Risks of high confidence
- arrogant
- afraid to look bad in front of you
How can we build it?
- practice

Charisma
- a magnetic charm that gives people the power to influence
- emotional manipulation
- not common
- hard to acquire

Dark side of charisma
- emotional manipulation
- followers tend to think emotionally, not logically
ex. hitler, jordan Belfort

Determination
- knows what they want to do and can follow a path to achieve those goals
- focused and attentive
- easiest to acquire

Sociability
- ability to establish pleasant social relationships

Integrity
- honest and trustworthy
- loyal and dependable

Leadership emergence
who is most likely to become a leader?
Leadership effective
is the leader effective?

What are STRENGTHS
- anything we are good at and can perform at high levels
- accounts for successful performance
- consistently demonstrate exceptional work

Positive Psychology
- the scientific study of what makes life most worth living
- makes our lives better, makes the world a better place
- focuses on individual strengths and what allows them to thrive

How to identify our strengths
1. Gallup and the StrengthFinder profile
2. Values in action and inventory of strengths
3. CAPP: R2 Strengths Profiler Assessment

1. Gallup and the StrengthFinder profile
- to identify traits/strengths
- about the workplace, helping individuals perform better and understand groups
- identify talents, not strengths
- 4 broad themes/domains of leadership strengths
- executing, influencing, relationship building, strategic thinking

2. Values in action and inventory of strengths
- To identify virtuous/moral character strengths
- Your character and strengths as a person in general
- 6 Broad Virtues/Classifications:
- Wisdom, Courage, Humanity, Justice, Temperance, Transcendence
- The classification is the basic structure and they each have strengths that go with each

3. CAPP: R2 Strengths Profiler Assessment
- to identify strengths and weaknesses to improve performance
- focuses on changing nature of strengths rather than the number of strengths
- measure 60 strengths across 3 dimensions
- performance: how good are you at something
- energy: how much energy does something give you
- use: how often are you able to do something?

Realized strengths -personal attributes that represent our strongest assets

Unrealized strengths - personal attributes that are less visible

Learned behaviours
the ingrained things we have learned throughout our life

Weaknesses
limiting attributes, often drains energy and results in poor performance

How do we us our strengths to become better leaders?
1. Develop strengths
2. Develop weaknesses
3. Recognizing and engaging the strengths of others
4. Foster a strengths-based environment

1. Develop strengths
1. acknowledge strengths
2. lead from your strengths
3. reflect on your experiences

2. Develop weaknesses
1. acknowledge weakness
2. address weakness

3. develop or minimize them
- develop: if we have time
- minimize: if we don't have time

3. Recognizing and engaging the strengths of others
1. encourage open communication
2. observe your team
3. create opportunities to help people explore their strengths
4. select teams and assign duties based on people's strengths

4. Foster a strengths-based environment
1. climate
- develop and celebrate peoples strengths
2. relationship
- highlight strengths rather than weaknesses
3. communication
- be supportive and make positive comments
4. meaning
- create connections between people's values and the word they're doing




Values
- the things you believe are most important to you and the way you live
- different for everyone; there is no right or wrong value
Why are they important
- influences every aspect of your life
- guides your actions
- best leaders are clear about their values

Find your voice
- find what is important to you
- self-exploration: the need to ask yourself deep questions
- be genuine, don't be fake

Find your voice - Say it in your own words
DO:
- USE YOUR OWN WORDS
- use personal values as the starting point
- be inspired

DON'T:
- use someone else's words
- use complicated language

Affirm shared values
- if we share values with each other (alignment), we can gain major benefits
- understand the values of others
- use the common values to build a foundation, motivate people and follow a common set of principles

What if there are no shared values? How do you build alignment?
- forge unity, not force it

Set the example
After clarifying your values:
- do what you say you're going to do (BE CREDIBLE)
- be the example
- align your behaviour with your values

How to set the example
1. Live the shared values
2. Teach others to model the values





1. Live the shared values
1. spend your time and attention wisely
2. watch your language
3. ask purposeful questions
4. seek feedback

2. Teach others to model the values
1. confront critical incidents
2. tell stories! stories are:
- contagious, easy to remember, inspire, appealing
3. Reinforce through systems and processes
- ex. employee of the month, reward system

Philosophy
- our beliefs and attitudes, influence our actual behaviour

Style
our behaviours

Theory X, Y and Z
Our philosophies - how we think about things

developed by Douglas McGregory
- DEFINE each theory (what)
- UNDERSTAND the consequences of each theory (so what)
- RECOGNIZE situations where each theory is the most appropriate (when)
- situational leadership

Theory X
- LESS OPTIMISTIC VIEW
- LEADERS are responsible for organizing resources
- PEOPLE are horrible; dislike and resist work, need to be controlled, punished, rewards and persuaded
- SO LEADERS NEED TO control individual’s actions, direct their efforts, and modify their behaviour
Theory Y
- OPTIMISTIC VIEW
- LEADERS are responsible for organizing resources
- PEOPLE find work as natural as play, will show responsibility and commitment to goals, and will learn to accept and seek responsibility
- we can create environments where people like their work
- SO LEADERS NEED TO create conditions so people can reach goals
Leadership styles
1. Authoritarian
2. Democratic
3. Lassez-Faire

1. Authoritarian
- similar to Theory X
- IN CHARGE AND IN CONTROL OF GROUP MEMBERS
- uses authority to influence and control
- leaders are the only ones that have ideas

2. Democratic
- similar to Theory Y
- GUIDE RATHER THAN DIRECT
- about growing and developing
- work WITH employees
- egalitarian view
- provides guidance and support

3. Lassez-Faire
- not similar to Theory X or Y
- leader does NOTHING
- only a leader by title, not actually leader by definition
- hands-off approach

Personal Styles
1. Task-oriented
2. Relationship-oriented

1. Task-oriented
- GOAL ORIENTED
- likes getting shit done
- productivity
- achieving goals
- structuring work and timelines

Pros and Cons of Task Style
Pros
- challenge people to perform higher
- provide clarity on how to complete tasks
- more productive
Cons
- impersonal
- less group member satisfaction
2. Relationship-oriented
- CARES ABOUT OTHER PEOPLE while also getting stuff done
- show concern for people
- show respect for employees
- positive work environment

Pros and Cons of Relationship Style
Pros
- more likely to contribute to the development of followers
- more attentive to individual needs
- approachable
- positive work environment
- more creativity and innovation

Cons
- time and energy consuming
- more fun than work, what about productivity?
- employees can take advantage

Importance of balance
Fundamental challenge: find an optimal way to integrate tasks and relationship styles

define leadership
involves identifying a vision/ goal and inspiring, aligning, motivating others to work towards the goal.

big 5 trait approaches
behaviour approach
situational approach
relational approach
"new leadership" approach
emerging leadership approach

behaviour approach
exploring how managers use task and relationship behaviours in the organizational setting

situational approach
different situations require different kinds of leadership

relational approach
leader-member exchange (LMX)
nature of relationships between leaders/followers

"new leadership" approach
transformational leadership theory
leadership as a process that changes people and organizations

emerging leadership approaches
adaptive leadership
authentic leadership
spiritual leadership
servant leadership
gender-based studies

conceptualization of leadership
1.leadership is a trait
2. leadership is an ability
3. leadership is a skill
4. leadership as behaviour
5. leadership is a relationship
6. leadership is an influence

positive leadership attributes
trustworthy
foresighted
positive
intelligent
just
plans ahead

negative leadership attributes
loner
irritable
ruthless
asocial
dictatorial
non-cooperative

dark side of leadership
destructive side of leadership, uses a leaders influence or power for personal goals

"Big 5" personality traits
Openness
Conscientiousness
Extraversion
Agreeableness
Neuroticism

great man theory
leaders are born, not made
mid 1800s-1900s

trait theory
a leadership theory that holds that effective leaders possess a similar set of traits or characteristics
first study was in 1948
second study was in 1970

strength
attribute or quality of an individual that accounts for successful performance
talent x investment = strength

4 talent domains
executing
influencing
relationship building
strategic thinking

realize 2 4m model
study that argues that strengths/weaknesses are more fluid
created by CAPP (centre of applied positive psychology)

realized strength
high energy
high performance
high use
should marshal

learned behaviour
lower energy, high performance
should moderate

weakness behaviour
lower energy
lower performance
should minimize

unrealized strength
high energy
high performance
low use
should maximize



theory X
McGregor
1. people dislike work
2. people need to be directed and controlled
3. people want security, not responsibility

theory Y
McGregor
1. People like work
2. people are self-monitored
3. people accept and seek responsibility

task oriented leaders
create a culture of productivity
focuses on
- achieving goals
- getting work done
-defining responsibilities
Negatives= lower employee satisfaction

relationship oriented leaders
focused on developing good relationships within the working environment
- concern for others
- trust employees
- seen as helpful

ideal leadership style
a combo of task and relationship-oriented leaders

administrative skills
- showing technical competence
- managing resources
- managing people

conceptual skills
creating visions
strategic planning
problem solving

interpersonal skills
being socially perceptive
showing emotional intelligence
managing interpersonal conflict



mangers tasks are...
plan and budget
cope with change
controlling/ problem solving

leader’s tasks are...
set a direction
align people
create a vision
motivate/inspire
cope with complexity

administrative managing people looks like
connect with people
understand what needs to be done
understand skills required
help motivate

administrative managing resources looks like
obtaining necessary resources
allocating resources fairly

administrative showing technical competence looks like
how equipment/production works
human resource policies

interpersonal social perception looks like
understanding the needs/goals, demands of different groups
social awareness- understanding the needs of others
social facility- knowing what to do

interpersonal emotional intelligence
self-awareness
motivation
self-regulation
empathy
social skill

interpersonal managing conflict
must manage conflict

conceptual problem solving
identifying the problem
generate alternative solutions
select the best solution
implement the solution
conceptual strategic planning
be aware of factors both inside and outside of their organization
identify ways to change to respond to the environment

conceptual creating a vision
have a compelling vision
help to see future
inspire them

what is a vision
a mental model of an ideal future state
a picture
a change
values
a map
a challenge

examples of personal visions
retire by 50
complete a marathon

examples of organizational vision statements
habitat for humanity
Laurier

examples of societal/ national level statements
JFK- we chose to go to the moon
keep calm and carry on

what does it take to make a vision statement
involve others
short and sweet
choose your words carefully
be patient
on one hand, visions should not be huge
visions should rep BHAG
big hairy audacious goals

what is a constructive climate
a climate that provides an atmosphere that promotes group members statisfaction and achieving their personal best

what is the role of a leader in constructing a constructive climate
creating the climate is done through all the members of the situation not just the leaders


elements of a constructive climate
provide structure
build cohesiveness
clarify norms
promotes standards of excellence

providing structure in a constructive climate looks like
overarching frame work that allows for development of an idea about work, values, and structure of the organization
understanding who what when where why

clarifying norms in a constructive climate looks like
rules/behaviours within a group
helps with understanding what actions will be allowed

Build Cohesiveness in a constructive climate looks like
creating a climate of trust
inviting members to be active participants
encourage passive members to be involved
listen and accept members

promoting excellence in a constructive climate looks like
vision statement assists this
enforce standards of excellence

requiring results and constructive feedback in a constructive climate looks like
clarifying expectations and providing constructive feedback so people can continue to improve
address behaviours
describe specifically
use "I" language
give feedback in a calm unemotional language
check to ensure clear communication has occurred

mission - vision
goal to which an individual or group is working towards

synergy
group energy created from 2 or more people working together which creates an outcome that is different from and better than the sum of individual contributions

Norms
rules of established behaviour



diversity
the amount of differences among members of a group or organization

primary dimensions
age, gender, race- visible features

secondary dimensions
education, family status, less visible features

inclusion - embracing diversity
creating an environment where people who are different feel like they are part of the whole

in-groups
people being involved/ belonging

out-groups
people who are not involved/ not beloning
changing perspectives on diversity in 1960s/70s
government addressing inequalities
melting pot
assimilation
changing perspectives on diversity in 1980s/90s
advantages of accepting differences are recognized
salad
different - multiculturalism
changing perspectives on diversity in 2000-present
different opinions and insights are valued
smorgasboard
inclusion
what makes up an inner circle
made up of individuals who are trusted by the leader to provide them with critical advice
out-groups have 2 possible reasonings
- may be in opposition or simply disinterested
- may feel powerless, unaccepted, discriminated
forms of out-groups
minorities who think their voices wont be heard
people who do not identify with the group
social loafers- group members who are inclined
strategies for dealing with out-groups
listening
empathy
recognition
inclusion
build a relationship
empower employees
what is conflict
a felt struggle between 2 or more interdependant individuals
4 key elements of conflict
struggle
inter-dependence
feelings
differences
content conflicts
Regarding beliefs and values
Regarding goals
relational conflicts
issues of esteem/control/affiliation
"getting to yes" 4 basic principles of negotiation
separate people from the problem
focus on interests not positions
invent options for mutal gains
insist on using objective criteria
how to talk about issues with conflict
face saving
differentation
fractionation
kilmann-thomas framework
avoidance
competition
accomodation
compromise
collaboration
face saving in conflict
consisting of messages that individuals express to each other to maintain their positive self-images during
acknowledging another point of view without offending
makes conflicts less threatening
diffferenation in conflict
occurs in early phases of conflict
focuses on the conflict
fractionation
gives focus to the conflict
avoidance in conflict
unassertive and uncooperative conflict style
typically is counter-productive
can be useful when the conflict is trivial
competition in conflict
style that is for individuals who are highly assertive
useful for quick action- can build creativity
can be counter-productive
accommodation in conflict
unassertive but cooperative conflict style
allows movement away from
compromise in conflict
occurs halfway between competition and accommodation
works best when other conflict styles have failed
positive conflict style
does not go far enough in resolving conflict
collaboration in conflict
preferred style of conflict
results are positive because both sides get what they want
it is the most difficult style of conflict to achieve
exemplary leaders
Mac Van Wiegngian
Tony Hsieh
Judy Wicks
factors related to ethical leadership
character
actions
goals
honesty
power
values
six pillars of power
trustworthiness
responsibility
caring
respect
fairness
citizenship
individual sources of power
referent power
legitimate power
expert power
reward power
coercive power
referent power
power to have individuals engage in tasks because they like and respect you
legitimate power
comes to an individual based on their position
expert power
occurred to you because of your knowledge
reward power
capacity to give rewards
coercive power
ability to punish others
whistle-blowing
publicly blowing the whistle if the company is doing corrupt deals
path-goal theory obstacles
unclear goals
unclear directions
low motivation
complex tasks
simple tasks
low involvement
achievement-orientation leadership
a leader who challenges individuals to perform at the highest level possible
directive leadership
take charge clarify path to goal
expectancy theory
expects people will be more motivated when the effort they put out leads to an expected outcome
participative leadership
invite others to share in the work load
path-goal leadership
leader should choose a style that best fits the individual needs of the grou

