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PART A: Analysis of Leadership Assessment Tests


a) Leadership Trait Questionnaire


An effective leadership approach regard to a trait model that perceives innate features as the key determinant of the success of a leader. Designed in the 20th century, I consider a trait leadership approach as a useful paradigm to inspire effective leadership because it results in visionary and charismatic leaders (Northouse, 2016). The use of a Leadership Trait Questionnaire is relevant in the contemporary organizations because it quantifies pertinent perceptions, which influences necessary traits for use in the rapidly changing corporate environment (Ibid). Using a Leadership Trait Questionnaire to quantify my score as a natural leader has yielded surprising outcomes.

The average score of 56.3 out of a possible 70 was a surprise outcome because before the test I rated my leadership traits at a superior score. The Leadership Trait Questionnaire is an elaborate approach that utilizes fourteen pre-qualified attributes that influence an effective leader (Northouse, 2016). Therefore, an individual undertakes a personal test by ranking an attribute from 5-scale available. Five external observers also rank a leader and an average score is determined. The aggregate score is the sum of the five observers’ score, average score, and personal test divided by an integer seven (7). The maximum score is 70 and minimum is 14 where the latter depict significant inadequacy of a leader because of the minimum score in the pre-selected leadership traits. 


Therefore, the score of 56.3 has positively influenced my behavior because I have a significant gap to attain the maximum score in the Leadership Trait Questionnaire. Particularly, among the traits that I recorded an average score below three (3) include diligence, persistence, and conscientious. The inadequacy of the three traits has affected negatively the nature of personal and professional relationship because the other parties begin to doubt my commitment to them. On the other hand, a superior score of beyond four (4) in the rest of the leadership traits helps to leverage the weaknesses and inspire an above- average leadership traits from the external parties. 


b) Skill Approach Assessment Test


A skill-based assessment approach focuses on the leader’s skill, abilities, and knowledge that can be acquired using learning as well as experience. The skill approach involves two distinctive categories of skills that include administrative capabilities and skill-model (Northouse, 2016). An administrative parameter incorporates three sets of abilities that determine the technical abilities, human skills, and conceptual capacity (Ibid). Alternatively, a skill-model parameter addresses the caliber of competencies, leadership outcomes, and individual attributes that facilitate a leader to develop strategic problem-solving capabilities. 


Therefore, the six diverse set of abilities and capabilities establishes a skill inventory that an effective leader exudes to facilitate decision-making. An effective leadership-instrument is a Skill Inventory Tool that quantifies the existence of administrative-oriented abilities (Northouse, 2016). The three skills measured include technical, human, and conceptual. A score of 29 for the technical skills, 26 in human skills, and 24 on the conceptual skill have not surprised me because such scores are above the average mark. Particularly, a higher technical capability is dependent on extensive knowledge about the job requirements acquired through on-the-job training and off-the-job experience. 


However, the conceptual skills have surprised me because it has changed the perception of my capability to manage new ideas and inspire creativity among the subordinates. Specifically, a minimal score in working with abstract ideas has negatively affected the relationship with others because it creates an impression of uncooperative. Overall, the score of 29, 26, and 24 in technical, human, as well as conceptual abilities imply that I exude adequate skills to become an effective leader. The technical skill depicts the strength in making things happen in an organization and the human skills imply the success in organizing the human resources. An effective leader should inspire creativity among the subordinate by depicting a high score on the conceptual skill. 

c) Perceived Leader Integrity Scale (PLIS) Assessment 

The leadership ethic concept has gained traction among the current leaders because of the escalating pressure to safeguard stakeholders’ welfare, sustain profitability, and protect the environment. The new paradigm concerns with what a leader does in the public or private sphere of their lives because it scrutinizes behavior, moral ascendancy, and fairness during decision-making processes (Northouse, 2016). The new model also outlines five core principles of leadership ethics that relate to respecting others, service to other, showing justice, exhibiting honesty, and developing a community (ibid). Therefore, an efficient leadership instrument appropriate to ascertain the adherence to the principles of ethics is a Perceived Leader Integrity Scale Tool. 


Therefore, having attained a score of 35 out of 120 maximum implies a moderate ethical leadership. The leaders with a moderate ethical standard are perceived to have the potential to engage in minimal unethical practices on several occasions. The moderate-ethical standard has challenged me as a leader to modify some of the typical practices and behaviors that previously tended to overlook as ordinary. For instance, item 12 relates to a failure by a leader to take interest in tasks that fails to bring out meaningful recognition in the short-run or in the end because I would consider such endeavors as time wasting. Therefore, I will strive to become active with affairs that elicit minimal to zero rewards because doing the contrary translates into unethical practices with potential adverse consequence. 


Besides, failure to take interest in affairs that yielded minimal reward has affected negatively the caliber of relationship with the colleagues. Evidently, colleagues have become reluctant to establish relations and impliedly isolated me because they would prejudge that I am likely to turn down the offer. Further, I remember an incident where I refused to enroll in a voluntary training forum organized by a former employer to improve personal communication because I consider the outcome of the seminar to be minimal. Consequently, a colleague who was active in the said training forum has since been promoted to a senior position. 

PART B: Application of Three Assessment Model in Real-life Scenario

a) Application of Leadership Trait Questionnaire Score

The application of a trait-leadership paradigm is relatively straightforward because significant attention regards to the innate attributes of a leader, which influence success or failure. The trait-leadership model also merits when applied in the real-life scenario because it outlines the ideal leadership profiles, facilitates personal awareness among prospective candidate for a leadership position, and establishes criteria for development among the current leaders (Pless & Maak, 2011). The Leadership Trait Questionnaire is a strategic tool provides an insight to harness the concepts learned in the classroom into a real-life situation. 


Notably, the responsible leadership concept is an emerging issue in the current corporate sector. In week two, an article by Thomas Maak and Nicola Pless titled “Responsible leadership: Pathway to the future” provided an important insight into the role of trait-leadership concept in the current organization. The article perceives a responsible leadership concept as an alternative perspective that manifests application of multiple elements inherent to a Leadership Trait Questionnaire Tool to propose a reliable paradigm (Pless & Maak, 2011). A responsible leadership parameter can be used to alleviate the inadequacies inherent with traditional leadership theory because of its focus on distinctive traits that include trustworthy, dependability, communication capabilities, and a host of items inscribed in a Leadership Trait Questionnaire. 


Evidently, a responsible leader commits to enhance the sustainability of his or her organization. The caliber of decision that a responsible leader makes seek to improve the social well-being, environmental sustainability, and corporate profitability (Pless & Maak, 2011). Therefore, the corporate decisions should aim to achieve triple-fold goals that relate to improving social, environment, and corporate sustainability in the long-term time dimension. However, an irresponsible leader lacks empathy, diligence, and tolerance to the plight of the workers, organization, in addition to the environment. Empathy, diligence, and tolerance are some of the pertinent elements in a Leadership Trait Questionnaire critical toward improving the application and efficacy of a responsible leadership model.

b) Application of Skills Inventory Model in Real-life Scenario

Chapter 2 revealed the significance of a skill-based paradigm toward enhancing effective leadership. An article “Skill-based leadership: The First-line supervisor” outlines approaches to improve the efficiency of the supervisors using frequent and face-to-face training (Drennan & Richey, 2012). Regular training facilitates the first-line supervisors to acquire the expertise necessary to improve overall productivity in an organization. The article also outlines the benefit of harnessing supervisors with another set of skill to facilitate them interact effectively with the operational workers and superiors (Ibid). The latter set of capabilities regard to human skills, which increases the level of skills inventory. 

Consequently, the Drennan and Richey demonstrate the application of skill-based leadership paradigm in a corporate sector. A successful organization commits to increase the skills inventory among the workforce using the two categories of leadership skills critical toward improving the productivity. The administrative caliber of skills includes technical knowledge, human skills, and conceptual capacity (Northouse, 2016). Therefore, subjecting employees to frequent and face-to-face training seminars is a reliable strategy that harnesses the technical skills in an organization. 


Alternatively, a leader should nurture the subordinates’ ability to interrelate in an organization and motivate one another. For instance, a leader should develop and utilize organization teams as a strategy to motivate workers in working together for a common goal (Drennan & Richey, 2012). Equally, item 12 of a Skills Inventory Survey Tool determines a leader’s commitment toward initiating reliable strategies to facilitate an organization growth (Northouse, 2016). An effective leader prides in introducing new practices and strategies to increases the competitiveness of a company, which manifests the endowment of conceptual skills. 


c) Real-life Implementation of Perceived Leader Integrity Scale (PLIS) Model


Several corporations grapple to achieve sustainable profitability because of inadequate organization culture dimensions, which hampers social responsibility, creativity, and productivity. According to Boddy, Ladyshewsky, & Galvin, large corporations have failed to hedge against hiring corporate psychopaths to the senior management role (2010). A corporate psychopath is a detrimental phenomenon characterized by selection and promotion of employees with unsuitable personality (Boddy, 2013). However, the rise in corporate psychopath depicts the lack of leadership ethics among the large organizations. 


For instance, resourceful organizations have failed to identify imposters during the recruitment and selection processes because of inability to implement a PLIS Assessment Paradigm. Unscrupulous candidates successfully accomplish the recruitment and selection processes unnoticed by the interviewing panels, which lead to their promotion into senior position (Boddy, Ladyshewsky, & Galvin, 2010). Consequently, an organization experiences challenges including scandals, turnover, absenteeism, and lack of ethical practices because of the unsuitability of the senior leaders. Therefore, incorporating a Perceived Leader Integrity Scale can enhance an organization to identify corporate psychopaths using the aggregated score for each candidate during the selection and promotion processes. 


Moreover, a PLIS Model is a useful tool to mitigate prominent unethical practices because it outlines new perspectives that enhance morality and leadership values. The new dimension of ethical leadership is applicable at various levels of an organization with a goal to facilitate the attainment of triple goals of sustainable profitability, social welfare, and environmental conservation (Northouse, 2016). The successful organization can instill ethical leadership by utilizing the 30-items inherent in a PLIS Model to formulate training manuals and influence desirable practices. For example, establishing high moral standards can alleviate unethical practices that include unruly attitudes, vindictive behavior, pilferage, and a host of numerous elements enshrined in a PLIS Model. 

PART C: Development Plan

Competitive leaders strive to inspire the subordinates to believe they can accomplish tasks that the latter previously considered impossible. Establishing effective organization goals, regular job-related training seminars, and harnessing power recognition can bolster the establishment of a skill inventory (Drennan & Richey, 2012). Therefore, implementing a skill-inventory assessment model for an organization is a strategic plan because it facilitates continuous improvement of the existing leadership skills and overall competitiveness (Northouse, 2016). Using multiple sources of information and insights recognized in part one also influences the establishment of a competitive skill inventory for an organization.

A SMART implementation plan has been adopted to improve the safety, interpersonal, and creativity skills for the company. The first implementation step is to outline the scope of the skills necessary to improve the technical ability, human relation, and conceptualization capacity of the current caliber of first-line supervisors. A specific technical skill regard to the need to improve the safety leadership among the first-line supervisors to minimize the number of accidents recorded in annually. On the other hand, a unique set of human skill relates to improving the supervisors’ ability to motivate and inspire confidence among the subordinate using reward systems, to facilitate positive reinforcement. The third category of skill necessary for the organization concerns with improving the conceptualization capability among the first-line supervisors by establishing successful performance teams. 


The second step focuses on improving the measurability of the new skills inventory. The measure of the improvement on the technical skills will hinge on the continuous-assessment tests used to track the improvement of safety skills among the supervisors. The supervisors will undertake a test after completing their training and aptitude test to influence the promotion to a senior position (Boddy, 2013). The use of tests has been yielded positive outcomes in academic sectors, which subjects learners to regular and random assessments to determine the level of comprehension. The use of tests also seeks to identify weaknesses and strengths of the regular safety training with an aim to improve the curriculum to accord competitiveness. 


Thirdly, the implementation plan establishes a model to ensure sustainable results. According to Drennan & Richey, achieving leadership status in safety skills requires updating regularly the existing practices and processes to sustain competitiveness in the industry (2012). Upgrading the monthly and annual safety meeting will require the establishment of focused and consultative discussion forums. The forums should occur on a weekly basis and supervisors tasked to coordinate such deliberations. Increasing the level of supervisors’ engagement during the safety meeting can guarantee positive outcomes. 


The fourth step involves setting realist goals achievable within a stipulated timeframe. The aspired technical skill relates to the achieving a higher safety standard by reducing the number of the annual accident by 10%. Subjecting supervisors to regular safety training seminar has an objective to reduce the annually reported accident by 10% in the first year and a 5% in the subsequent fiscal years. Conversely, the human skill aims to increase employees’ motivation by establishing effective reward systems in the organization. Establishing reward systems to facilitate supervisors capitalize on the power of recognition can yield 5% increases in productivity. Therefore, supervisors are tasked to provide verbal praises and gifts to employees who excellences in their duties. Lastly, the caliber of conceptualization skill aspired has a goal to enhance creativity by expanding the product portfolios by 5% in every two successive fiscal years. The performance teams established will bolster creativity using diversity and collaboration capabilities to develop new portfolios.  

PART D: Reflection and Conclusion 

An effective leader is a strategic asset that enhances an organization to achieve sustainable competitiveness. The use of trait-approach, skill-based leadership, and ethical leadership paradigm has been a profound source of effectiveness because they influence the achievement of the core mandates among the corporate leader. Northouse describes the trait and skill-based leadership model as a leader-centric theorem, which benefits modern executives to harness their capabilities (2016). Particularly, a skilled-based approach indicates leadership is an acquired phenomenon that requires extensive training, experiences, and practices to harness an individual ability to lead the subordinates. 


However, from a personal perspective, the most interesting leadership style is the ethical-based model because it entails a broad definition and scopes of a leader. A leader has an obligation to accomplish three-intertwined objectives during the decision-making process. An executive leader has an obligation to sustain corporate profitability, guarantee societal wellbeing, and safeguard environmental parameters. Therefore, the goal formulation process of an organization that utilizes an ethical leadership approach is complex because of the need to accomplish the three broad dimensions as the key indicator of success. 


Overall, reflecting on the role of the three leadership assessment models, leadership is a strategic capability that influences the corporate development and personal growth. From a personal standpoint, I was surprised by the nature of results achieved regarding endowment of appropriate traits, skills, and ethical capabilities. For example, a PLIS outcome of 35 has changed my perception toward typical practices that people tend to overlook including withholding constructive criticism because it results in unethical practices. Alternatively, the respective superior scores on technical, human, and conceptual skills will benefit my quest to become a leader because it indicates I have relevant knowledge, interpersonal, and ability to inspire creativity among the subordinates. 
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