Original Leadership Model
My context statement describes a work situation a few years ago where I was in a manager/leader role, running and managing a coffee shop in the tourist town of Fort Langley, BC. The leadership model I developed was largely based on that experience.

My initial leadership model was also based on my experience as an employee for a high tech company in Vancouver, BC. It was interesting to notice the differences in a regular staff position after looking at things from a management perspective.

The ideas I came up with in my initial model were chosen because they impressed me after having the two perspectives of manager and employee back to back. Both environments were fast-paced, demanding, competitive, and involved daily sales of a product or service.

Investing in employees, providing education and training, supplying the proper tools to do the job along with the right structure were all aspects I felt were very important when running my coffee shop. Building those ideas into the business was beneficial to the employees. They felt safe with the structure, and they felt valued because they were invested in and allowed to grow. Their growth in different areas led to a positive outcome for the company. They brought in new skills and ideas that were beneficial to different areas of the business.

I also value communication. I found that being open and asking for employees’ input and listening to them was beneficial. The employees knew they were respected because I asked for and valued their opinions. I took their suggestions seriously and implemented changes. Together we were a big team. I also emphasized the same type of communication with the customers and that brought about their loyalty.

In my initial model I included modeling appropriate behavior. That is how I like to lead. I find it to be effective because it demonstrates that I am part of the team also, and that no task is too low for me. The staff had an example to follow of how to do tasks appropriately and a model of how to interact effectively with the customers. 

In my job at the high tech company, I had a different perspective. In that environment there were a lot of staff functions, dinners, parties, meetings, just more team building activities in general. I found that participating in these brought me closer to my colleagues. We started getting to know each other personally. We built memories, and soon we were like a close group of friends. We all enjoyed coming to work to be together. We helped each other out unselfishly. We became a really successful team. The general manager has since commented that when we were working together, the company was the most profitable ever.

No one wanted to quit because we liked to work together. We balanced out each other's strengths and weaknesses. Those team-building activities led to higher performance, high cohesiveness, and low turnover.

At this company the management also had a great incentive program built into the structure. We set goals and constantly had various bonuses at different stages and for different areas. It kept all the staff striving to reach the goals. Because the incentive plan was tied into all the staff, everyone worked to help each other out, so we all could get our bonuses. A well-thought-out incentive plan is an excellent tool for motivation as well.

In my original model I also noted the importance of innovation, creative ideas, assertiveness, friendliness, and respect. Today's business environment is constantly evolving. Change is always happening. New creative innovative ideas are necessary to keep ahead of competitors. It's the key to success. Assertiveness is important because one can't be shy in presenting ideas about change even when encountering resistance. Friendliness and respect are critical to building and maintaining a positive work environment where everyone can work together to make things happen.

Changes to the Leadership Model
Over the course of this Leadership class, my leadership model has gone through a major rebirth. The same concepts are still there, but many more have been added. And the importance of each concept has been put into perspective as I learned how each variable affected the ability for a leader to be able to get a group of people to achieve a set goal.

The first big change came in the second week of class when I read chapter ten of Northouse's book, Leadership, about the Psychodynamic model of leadership. For the first time ever I realized the importance of self-awareness in leading. The key point in the psychodynamic approach is that the leader has insight into her or his own emotional responses and habitual patterns of behavior. This is important because a function of a leader is to facilitate the process of having people gain insight, identify their own needs and patterns of emotional reactions to other people in order to be able to work with each other and to be able to work to the best of their own ability (Northouse, p 190).

This idea was reaffirmed to me when I did my book review. In the E-Myth Manager, the emphasis for the leader is on developing self-awareness. That is what leadership is all about in that model. The E-myth model has helped over 15,000 businesses and small business owners in North America. The developer and author believes that, "To the manager who cares, management is not a stage, but a commitment to personal growth." Self-discovery is important because it brings about the five essential skills of concentration, discrimination, organization, innovation, and communication. From the Leadership Strategies website, I found a quote that emphasized this point of self-awareness. "A leadership coach is continually self-transforming, exemplifying leadership behavior and qualities by first leading his or her own self. Managers who want to build their leadership skills must first know themselves."

In her lecture to our class on November 28, Nancy Bitting, the CEO of St. Joseph's Hospital, made a comment that impressed me, "Success in you as a leader is how well you know yourself. Emotional intelligence of yourself is key. Once you have developed self-awareness about your emotions and their effects, you can refine your ability to control your emotions, so they will not interfere with your work performance” (Lanser, p.8). “Using your emotional intelligence can help you attract and retain the best people - it helps you connect with and harness the unique potential of each individual" (Lanser, p. 9).

In the article, What Makes A Top Executive, the author quotes, "In general, a certain awareness of self and willingness to change characterized the arrivers of successful leadership.” 

The second big change I made was the addition of energy. In our class discussion on October 10th, as part of our discussion on the Trait Theory, we talked about the importance of a person’s energy level on their ability to be an effective leader. I remember when I was managing the project of building and setting up the coffee shop, my nickname was “energy”. I had to constantly be on the go getting things done, making sure everyone was doing their part, so we could open on time. I see energy as a big part of internal and external motivation. As a leader one has to keep motivated in order to keep followers working toward the goal. Craig Cole, CEO of Brown & Cole, also mentioned that one task of a leader is to stay internally motivated in order to keep up the energy to lead. 

Dan Brown, MD from Madrona Medical Group, came across to our class as someone who was very internally motivated. He works long days, and when one deals with people all day, it is important be have the energy to meet and talk with them. It requires more energy than the average person puts out in a day. A lot of what gives us energy is passion for something. In my research for my creative problem-solving project for Managerial Skills, I found this quote about passion. “Passion - Can you be a great artist or a great leader without 'passion'? Passion is a commitment of feelings, effort, and everything else to some performance” (deBono, p168 - Textbook of Wisdom). Dale Henley of Haagan spoke of his 'passion for excellence' and how that value contributed to his success. Dan Brown, our speaker from Madrona Medical Group, also had a passion for his work and for his country that impressed me as he talked about his experience as a leader.

Part of passion and energy would include inspiration and vision. Providing inspiration can unify people around a common goal. A leader must inspire followers to pursue a direction that benefits the company or organization by setting an example. This is where my initial variable of being a role model fits in. A leader should be able to excel in achieving goals that others can admire.

The third change had to do with adding integrity and honesty and would include being ethical and moral. This variable came out of a discussion on chapter two and twelve of Leadership. In chapter two Northouse explains the leadership trait theory. The Trait Approach suggests that organizations will work better if the people in managerial positions have designated leadership profiles (Northouse, p.21). Integrity is identified as an important leadership trait, and I agree. I've had a personal experience with a leader who did not practice integrity in the small things, and this caused her relationships to crack a tiny bit and eventually led to a crumbling of her business. 

Another way to describe integrity is being honest and ethical. In chapter twelve of Leadership, Northouse explains that ethics have to do with what leaders do and who leaders are. Ethics have to do with the "virtuousness" of individuals and their motives. Leaders act to create a good outcome, either for themselves or for the good of many others. 

Greenleaf (1970, 1977) argued that leadership was bestowed on a person who was by nature a servant. In fact, the way an individual emerges as a leader is by first becoming a servant. A servant leader focuses on the needs of followers and helps them to become more knowledgeable, more free, more autonomous, and more like servants themselves. They enrich others by their presence. In addition to serving, the servant leader has a social responsibility to be concerned with the "have-nots" and to recognize them as equal stakeholders in the life of the organization (Northouse, p. 257).

Craig Cole, CEO of Brown & Cole, spoke of the importance of honesty and being ethical in business with his watermelon story. He broke leadership into three areas, one of which was moral leadership. For leadership success he recommended establishing, communicating, and enforcing the organization's values and integrity. 

Craig Cole also talked about the servant/leader - Leadership is a form of service. To be a good team leader, one must be a servant of the team members and look out for their interests. Concepts that fit with this view are collaborative management, relaxed hierarchy, and appropriate democracy.

Sociability was my next addition. This encompasses the friendliness and respect aspect that I had originally included in my leadership model. Mintzberg has stated that 80% of a manager's time is spent in social interaction. Sociability has been identified as another popular leadership trait in the Leadership Trait Approach. Sociable leaders have good interpersonal skills and create cooperative relationships with their followers (Northouse, p. 20). 

In Northouse chapter seven, we learned about the Leader Member Exchange Theory. Managers can improve their work unit by building strong leader-member exchanges with all of their subordinates. According to the Leader-member Relations Theory, strong leader-member relations result in followers feeling better, accomplishing more, and helping the organization prosper. Researchers found that high-quality leader-member exchanges produced less employee turnover, more positive performance evaluations, higher frequency of promotions, greater organizational commitment, more desirable work assignments, better job attitudes, more attention and support from the leader, greater participation, and faster career progress over 25 years (Graen & Uhl-Bien, 1995; Liden, Wayne, & Stilwell, 1993). 

The trust, respect, and obligation that is built in the partnerships encourages followers to expand their role responsibility. The lack of favoritism/special attention toward select followers (the in-group), prevents the devastating impact on the behavior of the followers that feel left out. Building relationships is critical to keeping followers with you. Craig Cole of Brown and Cole mentioned that effective relationships are what count. Professional coach Patrick Ryan stated in his December 7th lecture that if you can be with people in their highs and lows, they will follow you anywhere.

The next change I made was to add a slightly structured environment as an independent variable. It could also be described as a flexible hierarchy. In today's dynamic environment, flexibility is necessary to adapt to constant change. But some structure is important. From chapter three of Reframing Organizations, I learned that structure has a positive impact when it helps get the work done. 

How a firm organizes its efforts can be source of competitive advantage, particularly in times where premiums are placed on flexibility, adaptation, and the management of change" (Nadler, Gerstein, and Shaw, 1992, p. 3). My initial variable of having a good incentive structure would fit into this area of structure and environment. Well-thought out incentives lead to motivated employees.

A study done by Moeller (1968), explored the effects of structure on morale in two school systems. Faculty morale was higher in the district with tighter structure. When standards were left to individuals, then problems of quality and efficiency would abound (Bolman & Deal, p.39).

Reasons why structure is important are found on page 40 of Reframing Organizations: 

· Organizations exist to achieve established goals and objectives. 

· They work best when rationality prevails over personal preferences and external pressures. 

· Structures must be designed to fit an organization's circumstances (including its goals, technology, and environment). 

· Organizations increase efficiency and enhance performance through specialization and division of labor. 

· Appropriate forms of coordination and control are essential to ensuring that individuals and units work together in the service of organizational goals. 
· Problems and performance gaps arise from structural deficiencies and can be remedied through restructuring. 

The addition of the support variable came next. The idea came up when we were talking about the supporting style in Northouse chapter four on Situational Leadership. Situational Leadership has four styles associated with it, delegating, supporting, coaching, and directing. The concept of support struck a deep response in my own understanding and experience. My strong belief in support came from an incident I had in therapy. My back had been in shambles for years, and I was in constant pain. One day my counselor told me that she supported me. That was the first time I had ever heard those words in my entire life. I played them over and over in my mind, and as I began to feel the actual support, my back began to heal. Up until that point chiropractic care, massage, and physiotherapy had not done any good. After I felt the support, my back began to accept treatment and healing. Today I live without pain. I've also learned how to support others and have received amazing responses from people when I apply support in my relationships. I believe that support and encouragement can work like magic. That is why I believe in the power of support and would use it in every leadership situation I encounter.

In the supporting style one must use soft selling skills. I think that soft selling skills are always appropriate. We are constantly selling an idea, or ourselves, or something, and using soft sell skills is always beneficial. Using hard selling skills can often have a more negative than a positive effect. I liked the characteristics of this style where you tell or explain what to do and also give a reason. You check for understanding and ask questions to clarify ability. I think this type of behavior should be mandatory for all people in a leadership position.

Supportive leadership came up again in Northouse chapter six on Path-Goal Leadership. Supportive leadership refers to being friendly and approachable as a leader. Supportive leaders treat subordinates as equals and give them respect for their status (Northouse p. 92). My original variable of friendliness and respect fits with this style. An effective leader needs to attend to the needs of subordinates and help them to reach their goals. Support and encouragement are an important component in achieving that.

According to the Transformational Theory described in Northouse chapter eight, transformational leadership is concerned with the performance of followers and also with developing the follower to their fullest potential. When leaders provide a supportive climate and listen to the needs of their followers, it enables followers to grow through personal challenges. This type of leaderships moves followers to accomplish more than what is usually expected. When a manager spends time treating each employee in a caring and unique way, they become motivated to transcend their own self-interest for the good of the group or organization (Bass & Avolio, 1990a).

According to the Situational Leadership Model described in chapter four of Northouse, in order for leaders to be effective, they need to diagnose where subordinates are on the developmental continuum and adapt their leadership styles, so they directly match their style to the development level of subordinates. Leaders cannot lead using a single style; they must be willing to change their style to meet the requirements of the situation. Situational leadership recognizes that employees act differently when doing different tasks and that they may act differently during different stages of the same task. Effective leaders adopt their style to the level of development of a subordinate (Northouse p. 59). This is where I added the variable of flexibility and adaptability for leaders.

The Flight of the Phoenix was a great movie and a great example of different styles of leadership. After watching it I made some more additions to my leadership model. The example in the movie demonstrated to me the need for flexibility in leadership styles. The idea behind path-goal leadership is to overcome the obstacle that is blocking the path to the goal/productivity. The path-goal approach suggests that leaders need to choose a leadership style that best fits the needs of subordinates and the work they are doing.

In this movie I came to realize the power of possessing some expertise or professional knowledge. Expertise brings power. In the Flight of the Phoenix, Heinrich gained the power, authority, and leadership because he had the knowledge to build the airplane. Then the authority and leadership was passed back to Captain Towns because he had the professional knowledge of flying the plane.

When Dan Brown came to speak to our class, he brought an article on generalship. That article breaks leadership into two categories: those of character, that is, personal leadership, and those of professional capacity, that is, professional ability. This encompasses the capacity to decide the objective, to plan, to organize, to direct, to draw on experience, and to deploy all the knowledge and techniques in which the professional has been trained (Tuchman, p.280). I see these characteristics as key to leadership effectiveness.

Included in this idea of having some professional knowledge is the requirement of continuing to upgrade and educate yourself and your staff/followers. Investing in people is invaluable. Any education you give yourself or your staff will bring back new innovative and creative ideas for profit; new ways of doing old tasks that save time and resources, or new, profitable skills. Dan Brown provided a quote by Wendell Willkie that says, "Education is the mother of leadership."

Knowledge and skills are critical, and too few organizations act on this insight. Training is an essential component of high performance work systems because these systems rely on front-line employee skill and initiative to identify and resolve problems, to initiate changes in work methods, and to take responsibility for quality. All of this requires a skilled and motivated work force that has the knowledge and capability to perform the requisite tasks. In summary, training can be a source of competitive advantage (Pfeffer & Veiga p. 43).

The idea of investing in people was in my original model, and I kept it there. Craig Cole affirmed this idea in his talk to our class and in some of the leadership research I did. "People are our most important asset." It’s important to put people first for organizational success. In a study of more that 100 German companies operating in ten industrial sectors, they found "a strong link between investing in employees and stock market performance”. It is a basic premise of the Human Resources Frame Approach that people's insights and skills are an organization's competitive advantage.

I also added empowerment to this variable because investing in people empowers them to become better, builds them up, thereby helping them to achieve their goals. That is what leadership is about.

After taking the Leadership Orientation test again this year, I reaffirmed that my strongest orientation is toward human resources. This type of leader emphasizes the importance of people. They believe in the importance of coaching, participation, motivation, teamwork, and good interpersonal relations. This leader is a facilitator and participative manager who supports and empowers others.

In my initial model I had also made teambuilding activities a variable. In Northouse chapter nine I learned more about this concept. According to the theory described, in order for a team to have characteristics of excellence, certain criteria need to be in place. Teams do not just happen; they need to be carefully designed and developed. Groups should be composed of the right number and mix of members to accomplish all the tasks of the group. As a total group, the members need technical competence and interpersonal skills to accomplish the task and work together effectively. Depending on the work content, the group needs the right structure. They can be classified as a problem-resolution team, a creative team, or a tactical team. Team goals need to be very clear, involving and motivating, so that personal agendas or power issues don't take over. Group norms and standards need to be clear and concrete, so that members will feel the pressure to perform at their highest levels (Larson & LaFasto, 1989).

From a study by Pfeffer and Viega, (1983), one of the ten top areas that managers derailed from was not being able to build a team.

Craig Cole, the CEO of Brown and Cole, mentioned that decisiveness is a critical quality for a CEO. This stood out to me because I have had trouble with being indecisive in the past. The indecision came from fear of the unknown outcome of taking a risk. Indecision demonstrates to followers lack of knowledge or certainty or fear. I don't believe you can lead and be indecisive. Followers need to know they can count on you.

In the real world managers/leaders are constantly faced with decisions. And they have little time to fill themselves with information to prepare for every decision. I know how it is from my own experience. 

In chapter 15 and 16 of Reframing Organizations, Bolman & Deal say, "Choosing a frame, or understanding others' perspectives, involves a combination of analysis, intuition, and artistry." Managers operate mostly on the basis of intuition -- hunches and judgements derived from prior experience. They are too busy to spend time thinking or reading; they get most of their information verbally, in meetings or over the phone (Bolman & deal, p. 266).

Chapter 20 of Reframing Organizations describes the process of a leader who was faced with some difficult decisions. It calls for reflection and trusting one's intuition. The reflective process requires "going to the balcony" to get a fuller perspective on the scene below. Reframing is an art, like leadership and management. Reflection is a spiritual discipline, like meditation or prayer. From my own personal experience, I know the power of taking the time to actively inspect a situation from every angle and then listening in quiet for the answer to come to you from the "knowingness" inside.

In Patrick Ryan's address to the class, he demonstrated the use of intuition when making a decision of how to handle an interaction with a client. I believe that decisively following one's intuition is very important for leaders.

My favorite section of Reframing Organizations was from chapters 12 to 21. This is where I added the variables of having core values, symbolism, and soul. Growing evidence suggests that tapping a deeper level of human energy pays off. A central characteristic of corporations that achieved outstanding, long-term success was a core ideology emphasizing "more than profits" (Collins and Porras, 1994, p. 48). Research is finding that when you support the community, the community supports you back. Collins and Porras research found that companies emphasizing values beyond the bottom line were more profitable in the long run than companies who stated their goals in purely financial terms. My recent experience with 'soul' in a company is actually my last company, which has a lack of 'soul'. Goals are purely financial. Great people work there, but one by one they are leaving. Having interviewed all of the employees over the summer to get an insight into what was happening, I am convinced that it is a lack of deeper value, and a lack of integrity and conscience from the company that is driving them away. The entire corporation is slowly crumbling from the inside out because the organization is not committing to and sticking to greater, caring values. 

Chapter nineteen of Reframing Organizations has a quote from business leader and author Max dePree, "Being faithful is more important than being successful. Corporations can and should have a redemptive purpose" (Bolman & Deal, p 352). Leaders serve a deeper, more powerful, and more durable function when they are models and catalysts for such values as excellence, caring, justice, and faith.

You can't energize people or earn their support unless the organization they are committing to has soul (R. Haas, Levi Strauss & Company). Trust and respect are built around shared values so the process is to get people to similar values. 

In chapter twelve of Bolman & Deal's book, Reframing Organizations, symbols, rituals, and ceremony are credited to successful organizational culture. Culture is both a product and a process for managers to participate in. Symbols define for members who they are and how they are to do things. Symbolic activities provide direction in new and uncertain circumstances and situations. Expressive events such as rituals and ceremonies provide order and meaning and bind an organization, society, or group together. Ceremonies keep team spirits high. Managers can use these as mediums to communicate organizational culture and values, uniting people together. Managers who understand the power of symbols are much better equipped to understand and influence their organizations.

I remember working for Starbucks and how they emphasized the value of the "coffee experience".  As partners of Starbucks we all bought into that philosophy, and it showed in our actions and our business decisions. We also had a lot of community involvement. All of the speakers that came to our class were involved in the community and recommended being involved in the community.

I included goal setting in this area of core values. After all the information I have gained on leadership, one point that is very important is goal setting. Dan Brown provided this quote by James McGregor Burns, "Leadership is leaders inducing followers to act for certain goals that represent the values and the motivations - the wants and needs, the aspirations and expectations - of both leaders and followers. And the genius of leadership lies in the manner in which leaders see and act on their own and their followers' values and motivations."

Feedback has to do with external communication. If done consistently, it will, over time, show you where your strengths lie. Then you can work on improving your strengths and analyze where you need to improve skills or acquire new ones (Drucker, p.66).

I have always known the importance of communication skills. That is why I got my BA in Communication. Everything a leader does has to do with communication. Open communication was a variable in my initial model. Leaders must empathize with others and assess their understanding of situations to be able to influence them. Open discussion helps everyone feel included.

According to the most well-known model of managerial behavior, the Leadership Grid, leaders help organizations to reach their purposes through two factors: concern for production and concern for people. On page 39, Northouse explains that concern for production involves achieving organizational tasks, and concern for people involves how the leader attends to the people within the organization trying to reach its goals. Communication aligns followers to the plan of action by providing the direction and vision especially to those whose cooperation is needed most.

Active listening was a point brought up by Craig Cole as a way to keep on top of what is going on in the organization. If you are not listening, things can fall apart around you without you being able to see it coming. 

Craig Cole made another important point about diversity. He wants his workforce in the organization to be a reflection of his customer base. I liked that point. We are a diverse nation, and I believe in equal opportunity. I also learned how important diversity is when building teams. It is invaluable to get different perspective when problem solving. Diversity adds to creativity and brings richness and depth to corporate culture.

The addition of motivation came after hearing Dan Brown speak to our class. He came across as an extremely motivated person. I remember Craig Cole talking about having to keep motivated. Craig also mentioned how lonely it is at the top. That is why I added independence to motivation. As a leader you have no one but yourself to keep you motivated. You have to be able to work independently and think independently to some degree. I remember this from my own personal experience as a project manager. Dale Henley of Haagan also spoke about the necessary ability of being able to stand alone.

Surveys done on the Leadership Trait Approach have identified traits that were positively associated with leadership. It included drive for responsibility, task completion, vigor, and persistence in pursuit of goals.

Each of our speakers mentioned being able to take risks. That to me has something to do with the adventuresome spirit of entrepreneurs. I like to call it entrepreneurial spirit. Mintzberg's ten working roles of a manager include the entrepreneur role. As entrepreneur the manager initiates and designs much of the controlled change in his organization. He continually searches for problems and opportunities. When a situation requiring improvement is found, the manager initiates an "improvement project" - a series of related decisions and other activities, sequenced after a period of time, that leads to the actual improvement (Mintzberg, p. 98).

Craig Cole brought us a quote by Peter Drucker that captured the risk-taking, entrepreneurial spirit for me, "Aim high. Aim for something that will make a difference, rather than for something that is ‘safe’ and ‘easy to do’."

Each one of our speakers had well-rounded backgrounds. It seems that more variety of experience contributes to a leader’s ability to lead. It may be the range of expertise they develop, or being able to see the bigger picture, or just having more wisdom that is the important aspect behind the benefit of different backgrounds. After a class discussion pointing out that common variable, I decided to add it to my model. I know from my personal experience that my diverse background has given me a great amount of insight and acceptance of people as well as situations.

The last change I made was the addition of power. This idea was not new in our readings. Chapter nine and thirteen of Reframing Organizations spoke about power. 

Position Power refers to the amount of authority a leader has to reward or punish followers. It includes the legitimate power individuals acquire as a result of the position they hold in an organization. Position power is strong if an individual has authority to hire and fire, or gives raises in rank or pay.

But the understanding of how important power is came from another project in my Managerial Skills class on developing power. Employees like to work for powerful bosses. The use of power and influence gets resources to the right people and gets things done. “It is so important that many authorities argue that the effective use of power is the most critical element of management” (Whetten & Cameron, p. 229).

Each of our speakers were powerful people in their industry and in the community because of their position and because of their knowledge and influence.

Priority of Independent Variables 

For my final leadership model development these are the selected variables in order of priority. I prioritized the variables based on how often each came up for me during this course as well as on how strongly I felt about it based on my own personal experience. 

 1.  Self-Awareness/Emotional Intelligence. 

Emotional Intelligence begins with the capacity for recognizing our own feelings (self-awareness) and those of others. With heightened awareness, leaders can then develop their abilities for managing emotions effectively in themselves and others. Those who are self-aware/emotionally intelligent find it easier to create trust in relationships, harness energy under pressure, and sharpen their ability to make sound decisions. In my opinion this variable is the foundation of leadership. 

2. Interpersonal Skills/Sociability. Leading is working with people. It is all about building relationships. A leader needs to be an expert in dealing with people. There is no way around it. Friendliness and respect all work toward the objective of building trust, cohesiveness, and loyalty. 

3. Power. The leader needs this in order to have the respect of followers as well as from people that need to be influenced and brought on board to help achieve the goal. Powerful leaders attract followers. They provide the resources necessary to get things done. 

4. Core Values/Soul. This is something for people to believe in. It is what brings fulfillment and staying power. The task of leadership is to help groups develop a shared sense of direction and commitment. Otherwise, a group becomes rudderless or moves in directions that no one supports (Bolman & Deal, p. 157). Without this variable there is no common goal to unify people. 

5. Passion/Energy. A characteristic mentioned in many studies on good leadership is commitment or passion (Bolman & deal, p. 297). This is what keeps people moving and working toward the shared outcome. It gets them excited. This is the goal of leadership. 

6. Professional Knowledge/Expertise. Caring only about your followers will not achieve goals. There must be knowledge. Knowledge of the end result of the goal is imperative to influence the behavior of a follower in a specific situation or activity. 

7. Integrity/Honesty. This is a strong foundation and builds trust. Trust opens doors of communication and influence. 

8. Listening/Communication Skills. Effective communication provides the information necessary to accomplish goals. It also is part of bonding and caring for followers. Active listening is important to be able to gain valuable information. Effective leaders need a wide repertoire of communication skills to monitor and take action appropriately (Northouse, p. 171). 

9. Support/Encouragement. This is the aspect of acceptance, mentoring, and balancing out the demands of the challenge of achieving a goal. It is important because it provides the backbone behind the followers, and it provides a positive work climate. 

10. Flexibility/Adaptability. To be an effective leader, one needs to respond with the action that is required of the situation (Northouse, p. 172). A leader needs to be able to adapt to changing circumstance and to unexpected events. A leader must also be able to adapt their leading style to work most effectively with each follower. 

11. Decisiveness/Intuition. A leader needs to develop their inner wisdom and trust it to guide them in decisions. Leaders are faced with so many decisions every day that they need to be able to be decisive, particularly in difficult situations. 

12. Motivation/Independence. Leaders needs to be able to drive themselves and keep going without being dependent on anyone else. If they can't do this, they will eventually fail to be able to lead. 

13. Investing in People/ Empowerment. When a leader exhibits respect to subordinates, subordinates can feel competent about their work. Respect includes giving credence to others' ideas and confirming them as human beings. It means treating them in ways that confirm their beliefs, attitudes, and values (Northouse, p. 259). 

14. Slightly Structured Environment.  Some structure provides guidelines for people to work within. It has been linked to high morale. 

15. Teambuilding. This is an important skill for a leader to have. Teams can be more effective than just a single effort. It unites employees to strive for the common goal. 

16. Feedback. This variable provides information that allows for growth and change. Proper feedback can detect problems before they turn into disaster. 

17. Training/Self Improvement. Leaders need to keep educated and continue to improve themselves in order to stay competitive and be able to make wise decisions. They, in turn, can pass this training on to their followers. 

18. Diversity. This variable enriches the other variables. Studies have shown that women and people of color are major sources of untapped value that can enhance an organization's creativity, change efforts, teamwork, and financial performance (Apold, Siengthai, & Kasarda, 1998; Flynn, 1994; Shrader, Blackburn, & Iles, 1997; Thompson, 1999). 

19. Well-Rounded Background. The more expertise leaders have, the more power they have. It takes away from specialization and brings more balance. 

20. Entrepreneurial Spirit/Risk Taking. A leader with an adventuresome spirit is always looking for new ideas and new ways of dong old things. They are willing to take risks. Without this element an environment can become stagnant. 














