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Case Study: Why Aren’t They Listening?
Human resource department in any organization is very crucial due to the various roles that it plays. From the case of Jim Anderson, a training specialist designing a 6-week training program on listening and communication skills for effective management proves that indeed, Human Resource Management play crucial roles within organizations. The two goals are participants to learn new communication behaviour and for them to enjoy the seminar so that they develop an interest to want to attend future seminars.
Jim uses the supportive leadership style to run the seminar. The supportive leadership style accommodates low directive behavior and high supportive behavior. By Jim not giving any direction on the seminars shows that he is utilizing supportive leadership style. He is not focusing directly on the goals at hand but instead encourage the subordinate staff, supports them and tries to be as friendly as possible.
The managers fall in the D2 level of development because they have some competence but lack commitment. All the managers in the seminar are not ready to learn what is offered through the seminar although they are able and adequately qualified. Most of the managers arrive at the seminar late, do not show up at all to the seminar, leave early and show lack of commitment despite the fact that they are highly educated.
From a leadership perspective, Jim is not utilizing the coaching leadership. The situational approach comes from the idea that employees move forward and backward along the developmental continuum. Therefore, Jim has to find out the developmental continuum where his employees fall and adopt the appropriate leadership style. With that Jim should integrate the coaching leadership style in order to be more direct and get more commitment from the middle-level managers. This will bring a one-on-one relationship between the leader’s style and the development of the level of the subordinates.
Implementing the S2 leadership style is one of the changes that will improve the seminar. The success of the seminar will be fueled by the high-directive support offered by the S2 leadership style. Adopting such an approach will help Jim to meet both the managers’ socio-emotional needs and achieving goals. In addition, the S2 leadership style provides close supervision, control and structure to the people one is working with. On the other hand, Jim should communicate the participation expectations and the importance of attending the seminar. With this, Jim will be able to address all the matters of reporting to the seminar late and leaving early. Secondly, the structure of the seminar can be based more on the substantive and innovative content instead of on the variety of the presentations methods. Although Jim questioned himself about his own tactics and whether he treated the managers in the wrong way, he failed to stress the importance of the content.
In summation, the 6-week training program faced twists and turns because Jim adopted the wrong leadership style. On the other hand, Jim should stress much on the importance of the seminar for the managers to have both commitment and competence. For that reason, Jim should adopt coaching leadership style to offer more directions to the middle-level managers. Consequently, Jim should implement S2 leadership style to focus on meeting the socio-emotional needs and achieving the seminar goals.
