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PART 1
An LPC instrument (least-preferred coworker) it is used to identify whether individual leadership style is either relationship-oriented or task-oriented. A high score of LPC indicates that individual leadership is relationship-oriented and a low LPC score indicates that the individual leadership is task-oriented. In this context after conducting LPC, it is found that the score for this is a high score since it is individual leadership relationship-oriented. The leader has to assess the followers, their tasks and do everything as much as possible to make them comfortable to perform their tasks efficiently.
 
Path-Goal theory is based on the leadership trait that best suits employee and the environment is in. Where the leader can do anything to suit the employee and change even the environment for the comfortability of the employee to perform then there is a high score of path-goal theory and with low score the opposite of it. From this context here is high score path-goal theory. This is whereby by giving care and support, the chair helps the junior faculty member gain a sense of confidence about his or her ability to perform the work (Bess & Goldman, 2001). It is also proof of high score where the leader offer guidance, coaching to followers helping them in carrying out their goals. This shows the leader is willing to be flexible for the best outcome of the employee.
 
Leader-Member Exchange theory. This is an instrument of leadership where it focuses majorly on the relationships between managers and their subordinates for the benefit of the organization and its success. For a high score and betterment of the organization, they should focus on communication as a medium through which leaders and subordinates help in growing the organization and with lack of communication and good relationship between the leads and the subordinates it leads to low scores.  
From this context we learn that the Leader-Member Exchange has very many limitations thus it can contribute as a good leadership way of leading people this because of the idea first has not been developed well like it does not fully explain how high-quality leader-member exchanges are created (Anand et al., 2011). It also has a limitation for which it does not address other fairness issues, such as followers’ perceptions of the fairness of pay increases and promotion opportunities (distributive justice), decision-making rules (procedural justice), or communication of issues within the organization (interactional justice) (Scandura,1999). 
 
From the studied instruments, we get to see that relationship-oriented method between the leader and employee is the best way to carry out tasks and achieve the goals in an organization. This relationship should be based on good communication and feedback. From the three instruments, it had one thing in common and was well done, that is there was relationship orientation between the leader and the employees. I would regard myself also as a relationship-oriented person. I would like to be a relationship-oriented type of leader. For this to be achieved, a relationship-oriented leader I have to be good in building relationships with all sorts of people a good listener and offer plenty of feedbacks to carrying out tasks. Also, been involved with the people or employees at that time so as to understand the type of environment they will need to achieve their tasks and organization goals.
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