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Situational Leadership Model II
Question 1
[bookmark: _GoBack]The style of leadership Jim is using to run the seminar is a selling style according to the SL II model. The selling style is also referred to as a high-relationship, high-task style whereby a leader makes effort to sell their ideas to a group of highly skilled members of the company by explaining directions in a convincing way (Nawaz & Khan, 2016). In this case, Jim organizes an in-house training program that focuses on improving communication and learning skills to encourage effective management in the company. Jim tries to sell the above ideas to the middle-level managers who are experienced with their work based on their accomplishments, but in return, the managers were unwilling to go through the training because they were used to it. 
Question 2
The managers were in the M3 maturity level, whereby the followers have high skills but with low dedication. They were highly skilled with advanced degrees and very experienced but showed little commitment to the in-house training Jim was trying to advocate. They were not willing to go for the training since they believed it does not bear fruits due to the numerous previous training they have been through over the years. As a result, by the time Jim was in the third session of training, most of the managers had stopped attending the training, some came in late, and others left the seminar to go back to their work station (Learning, 2015). 
Question 3
From a leadership perspective, Jim did not include any management department member when he decided to design an in-house training for the middle-level managers. He also did not offer incentives such as allowances or day-offs to boost the managers' motivation to attend the seminar (Michael et al., 2016). From the moment the workshop began, the managers lacked the morale of attending the training sessions since they knew nothing good would come out of the meeting. Notably, Jim was too friendly with the managers, given his leadership state. He overlooked the restrictions on participation and attendance by not setting clear boundaries because they were experienced, thus contributing to the training session's failure. He also chose an inappropriate topic to train the managers. Lastly, he did not identify the maturity level of the managers before beginning the seminar. 
For Jim to improve future seminars, he should include some of the members he plans on training in a decision-making process so that they can decide whether the training will be useful or not in the long run. In turn, the next training session will include topics that are relevant to the managers since they will be learning new ways of managing the company or combating issues. An incentive such as a day off or allowances will motivate the managers to attend the seminars and also offering bite-sized training that is easy to employ (Evilevitch et al., 2018). Since Jim was trying to be friendly with the managers, he should have enforced boundaries so that they could not take advantage of him by leaving before training is over or arriving late to the meeting. Besides, to improve the seminar's effectiveness after training, the senior management needs to approve the change by being committed to minimizing barriers that advocate for change, such as creating an integrated corporation. Identifying the maturity level of managers will improve the next training sessions. The selling leadership style could not work for the managers since they were highly skilled and had a lot of working experience. Primarily, the selling leadership style Jim used works well for employees whose maturity level is at M2; they have low skills but are highly motivated. Instead, he should have used the participating leadership style to train the managers by motivating them into doing the tasks assigned to them confidently while emphasizing on the shared decisions and ideas (Thompson & Glasø, 2018). 
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