















































































































































































































































































































































































































































































































































































































































































































































APPENDIX C

1) FINAL DEVELOPED LEAD QUESTIONAIRE & RESULTS




DEVELOPED LEADERSHIP QUESTIONNAIRE

INTRODUCTION

This second questionnaire has been developed by G Cocotos to
assist him in evaluating the effectiveness of the extended
"Situational Leadership Model'.

The responses to it will provide useful feedback in
formulating possible adaptions to the 'Extended Situational
Leadership Model'.

INSTRUCTIONS

(A)
(B)

Mark each question with an

Please answer all questions.

X ]

that best fits your opinion.

Eg

in the appropriate block

All workers should become members of Trade Unions

0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif- Slightly| Strongly Strongly
disagree| disagree| disagree| ferent agree agree agree

(c)

be treated confidentially.

070AAB

Your cooperation and sincerity will ensure the
collection of useful information.

All responses will




DEVELOPED LEADERSHIP QUESTIONNAIRE

NAME .........'...................l....... IIIIII *® 5 8 0 8 5 0 00 0 s e 0
COMPANY ..'......Ol........I-.............. lllll ® & & o % ¢ 0 000 0895 00

POSITION HELD ......c00eunu.. tecectatsenscesenas S

NO OF YEARS EMPLOYED/OR DIRECTOR OF COMPANY ceeertcnssescsctanas

NO OF YEARS INVOLVED IN THE CONSTRUCTION INDUSTRY cteecescenes




When answering questions (1-8) consider the workers to be

situated at Readiness Level 1,
unwilling to perform a task.

Question 1

Workers must always be told exactly what to do.

ie a worker who is unable and

0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif- Slightly| Strongly Strongly
disagree| disagree disagree| ferent agree agree agree
Question 2
Unskilled workers are generally lazy and unproductive.
0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif- Slightly| Strongly Strongly
disagree| disagree disagree| ferent agree agree agree

Question 3

Most workers avoid extra responsibility passed on to thenm

0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly} Strongly] Slightly| Indif- Slightly| Strongly Strongly,
disagree| disagree disagree| ferent agree agree agree




Question

4

Managers have to use threats to

tasks properly.

get workers to perform their

0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif- Slightly| Strongly Strongly
disagree| disagree disagree| ferent agree agree agree

Question 5

Higher wages are the only motivating force for workers.

0
Y
-3 -2 -1 0] +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif- Slightly| Strongly Strongly
disagree| disagree| disagree| ferent agree agree agree
Question 6
Job security should not be used to motivate workers.
0
-3 -2 -1 0] +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif- Slightly| Strongly Strongly
disagree| disagree disagree| ferent agree agree agree




Question 7

Misunderstandings and disputes between managers and workers
are seldom caused by poor communication on the part of the
manager.

0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif~ Slightly| Strongly Strongly
disagree| disagree| disagree| ferent agree agree agree

Question 8

Managers should spend time with new employees to help them
get acquainted with their new environment.

0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif- Slightly| Strongly Strongly
disagree| disagree| disagree| ferent agree agree agree

When answering questiona (9-14) consider the workers to be
situated at Readiness Level 2, ie a worker who is willing and
unable to perform a task.

Question 9

Social events (eg a company soccer team) which stimulate
interaction between workers are unnecessary.

0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif- Slightly| Strongly| Strongly
disagree| disagree| disagree| ferent agree agree agree




Question 10

Workers are Keen to know how they are progressing.

0
-3 -2 -1 0] +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif- Slightly| Strongly, Strongly
disagree| disagree disagree| ferent agrea agree agree

Question 11

Managers do not need to show res

cultural,

traditional and religious beliefs of their
subordinates.

pect and recognition for

0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly} Strongly| Slightly| Indif- Slightly| Strongly Strongly
disagree| disagree disagree| ferent agree agree agree

Question 12

Managers should show interest and care when workers have
personal problems.

o
-3 -2 -1 0 +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif- Slightly| Strongly, Strongly
disagree| disagree| disagree| ferent agree agree agree




(Question 13

The quality of work produced relates directly to the amount
of supervision given.

0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif- Slightly| Strongly| Strongly
disagree| disagree| disagree| ferent agree agree agree

Question 14

Workers prefer workin

given task.

g in teams or groups to accomplish a

0]

-3 -2 -1 0 +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif- Slightly| Strongly| Strongly
disagree| disagree| disagree| ferent agree agree agree

When answering questions (15-21) consider the workers to be

situated at Readiness Level 3,
unwilling to perform a task.

Question 15

ie a worker who is able but

When a worker performs well (eg early completion of a
contract/job) a manager should reward him, for example, with
special rights/privileges, such as longer 1lunch breaks, etc.

0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif- Slightly| Strongly| Strongly
disagree| disagree| disagree| ferent agree agree agree




Question

16

Workers often take the initiative ¢

feel suit them best.

O use methods that they

0
-3 -2 -1 0 +1 +2 +3
Very ) Very
strongly| Strongly| Slightly| Indif- Slightly| Strongly| Strongly
disagree| disagree| disagree| ferent agree agree agree

Question 17

Workers query uncertain aspects about instructions given.

0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly| Strongly| Slightly] Indif- Slightly| Strongly Strongly
disagree| disagree| disagree| ferent agree agree agree

Question 18

Workers maintain high productivity standards when the rewards
offered are suitable.

0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly| Strongly| Slightly] Indif- Slightly| Strongly| Strongly
disagree| disagree| disagree| ferent agree agree agree




Question

19

Workers enjoy competing with each other to show who is better
at performing a given task.

0
-3 -2 -1 o) +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif- Slightly| Strongly| Strongly
disagree| disagree| disagree| ferent agree agree agree

Question 20

Managers should discuss and

jointly come to an agreement on

solutions when their subordinates' work begins to fall behind.
0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly] Strongly| Slightly| Indif- Slightly| Strongly Strongly
disagree| disagree| disagree| ferent agree agree agree

Question 21

Workers generally do not mind staying on for an extra half an
hour to complete a task without demanding overtime pay.

0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly] Strongly| Slightly] Indif- Slightly| Strongly Stronglyj
disagree| disagree| disagree| ferent agree agree agree




10

When answering question (22-27) consider the workers to be

situated at Readiness Level 4,

willing to peform a task.

Question 2

2

ie a worker who is able and

Most workers prefer to be left alone to complete their tasks.

0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif~ Slightly| Strongly Strongly
disagree| disagree disagree| ferent agree agree agree

Question 2

3

Monitoring daily progress of workers is generally disliked.

0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif- Slightly| Strongly Strongly
disagree| disagree disagree| ferent agree agree agree

Question 2

4

Workers are content with their

to improve their abilities.

performance and do not strive

0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly} Strongly| Slightly| Indif- Slightly Strongly| Strongly
disagree{ disagree disagree| ferent agree agree agree




Question 253

11

Workers are able to set their own goals when given a job to

do.
0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly} Strongly| Slightly| Indif-| Slightly Strongly| Strongly
disagree| disagree| disagree| ferent agree agree agree
Question 26
Workers often develop their own innovations for performing
given tasks.
0
-3 -2 ~1 0 +1 +2 +3
Very Very
strongly| Strongly| Slightly| Indif-| Slightly| Strongly Strongly
disagree| disagree| disagree| ferent agree agree agree

Question 27

Offering workers better rights, respect and recognition
stimulates them to a greater extent than a wage increase

could.
0
-3 -2 -1 0 +1 +2 +3
Very Very
strongly] Strongly| Slightly| Indif-| Slightly Strongly} Strongly
disagree| disagree| disagree| ferent agree agree agree




FINAL DEVELOPED LEAD
QUSTIONAIRE RESULTS

( SHOWING THE PERCENTAGE OPINIONS EXPRESSED BY THE RESPONDENTS )

INDECIES -3 -2 -1 0 1 2 3
QU 1 0 0] 0 0 o) 40 60
QU 2 14.29 7.14 14.29 7.14 14.29 21.43 21.43
QU 3 7.14 14.29 0 7.14 7.14 42.9 21.43
QU 4 42.9 21.43 21.43 0 0 0 14.29
QU 5 0 13.33 0 20 6.7 20 40
QU 6 26.7 33.33 6.7 13.33 0 13.33 6.7
QU 7 7.14 21.43 14.29 7.14  7.14 7.14 35.71
QU 8 0 0 6.7 0 6.7 46.7 40
QU 8 14.29 42.9 21.43 0 7.14 14.28 0
QU 10 0 0 7.14 0 0 64.3 28.6
QU 11 35.71 28.6 14.29 0 21.43 0 0
QU 12 6.7 0 0 0 6.7 33.33 53.33
QU 13 7.14 7.14 7.14 0 0 42.3 35.71
QU 14 6.7 6.7 0 6.7 13.33 33.33 33.33
QU 15 14.29 35.71 0 0 7.14 14.29 28.6
QU 16 0 0 0 7.14 21.43 21.43 50
QU 17 0 7.7 15.4 7 23.8 30.7 - 15.4
QU 18 ) 6.7 6.7 0 0 20 66.7
QU 18 0 0 0 7.14 21.43 14.29 57.14
QU 20 0 0 0 0 7.14 42.9 50
QU 21 33.33 40 13.33 0 6.7 0 6.7
QU 22 0 7.14 0 0 0 14.29 78.6
QU 23 21.43 7.14 7.14 7.14 0 356.71 14.29
QU 24 6.7 40 13.33 13.33 0 20 6.7
QU 25 0 6.7 6.7 0 6.7 40 40
QU 26 0 14.29 7.14 0 14.29 50 14.29

QU 27 7.14 "o "0 7.14 21.43 28.6 35.71




APPENDIX D

1) FACTORS CONSIDERED WHEN TESTING FOR SUBSTANTIATIVE
FAIRNESS

2) DEVELOPED STEPS FOR THE MORE EFFECTIVE USE
OF THE SITUATIONAL LEADERSHIP MODEL

(BY HERSEY & BLANCHARD)

O




CHECK BEFORE YOU DISMISS !

The cnus is always on the employer (management) to show that dismissals are
justified, i.e. FAIR. It is no longer sufficient to show that a dismissal is
legal and lawful; IT MUST ALSO BE FAIR.

(A) To ensure that there is SUBSTANTIVE FAIRNESS, check that there is:

1.

Acceptable reason

There are only three acceptable reasons for a fair dismissal and they
all have a COMMERCIAL RATIONALE:

* Dismissal for MISCONDUCT

* Dismissal for INCAPACITY

* Dismissal because of OPERATIONAL RECUIREMENTS (e.g. new technology,
econamic recession)

Dismissals for reasons other than the above don't have a commercial
rationale and are not acceptable.

Proven reason

It must be TRUE. The employer must be REASONABRLY SURE. (Beware of
subjectivity: you can't be reasonably sure "because the foreman told

you so.")

Sufficient reason

Single instance misconduct is misconduct which makes the continuation of
the employer-employee relationship impossible. (Theft, fraud, gross
negligence, serious assault usually fall in this category). Other forms
of misconduct may only become serious enough to warrant dismissal after
being repeated persistently. For example, ocoming late once is an
acceptable reason (misconduct), but by itself is not a sufficient reason
for dismissal. If the employee persists in coming late, it may become
so.

Consider the following:

Nature of the jcb

The actual or potential prejudice to the employer
The persistence of the misconduct

The employee's intent

* * *

Consister_xcx

Take all the facts and circumstances into account but you must be able
to justify any difference in treatment of similar offences.

(B) In addition to substantive fairmess, there must also be PROCEDURAL FAIRNESS:

1.

The employee must be GIVEN REASONS.

The employee must be given A CHANCE TO REPLY to charges, allegations.
The employee must be allowed REPRESENTATION if he chooses it.

There should be provision for APPEAL. Justice must not only be done,

but must be seen to be done. Hence the DISCIPLINARY ENQUIRY in our
Disciplinary Procedure.



How to Use the Situational Model

(HIGH)

SITUATIONAL LEADERSHIP
STYLE OF LEADER

High
Relationship

and /\\QG

Low Task

High

(Supportive Behavior)
RELATIONSHIP BEHAVIOR

Relationship and I
and Low I
Low Task Relationshipj'

i

|

i

:

I Low High Task
[

[

I

[

{

(LOW) < TASK BEHAVIOR ———— (HIGH)
(Directive Behavior)
el HIGH MODERATE LOW I§
N Bl £
L. M4 | M3 | M2 [ M1 |¢

MATURITY OF FOLLOWER(S)

t PAUL HERSEY 'KENNETH BLANCHARD, 1877

HOW TO USE THE SITUATIONAL LEADERSHIP MODEL

FIRST

SECOND

THIRD

Determine what you want 1o accomplish through your follower(s).
ASK: “What is the task or goal?"

Determine the maturity level of the follower or group thal is relevant to the task.

MATURITY IS:

ACHIEVEMENT MOTIVATION
"Is the individual or group able to set high but realkstic goals?"

RESPONSIBILITY
“Willingness o assume responsibility?”
“Ability 1o assume responsibility ?"

EDUCATION/EXPERIENCE
“Does the individual or group have the education and/or expenence thal is
necessary to accomplish the task?"

MARK THE MATURITY LEVEL OF THE FOLLOWER OR GROUP
M2, . M27. ..., M37... .. M47.

Draw a line trom the malurity level up to the leadership style curve. The point where the
Knes hit is the MOST EFFECTIVE LEADERSHIP STYLE that is appropriate for that
follower or group.

S17... .. §27..... $37... .S47.....
Give the follower or 910up the appropriate combination of task behavior and relationship
behavior.
TASK BEHAVIOR IS:
The extent that a leader engages in speling out the role of an individual or group.
The extent that a leader felis an individual or group what, when, where, and how
to do the task.
RELATIONSHIP BEHAVIOR IS:

The extent that a leader engages in two-way communication, kistening,
supporting, facilitating, and giving psychological strokes.

KEY WORDS FOR APPROPRIATE LEADERSHIP STYLES

TELLING: high task/low relationship
SELLING: high task/high relationship
PARTICIPATING: high relationship/low task
DELEGATING: low relationship/iow task

Additional copies may be ordered from:
Center Cor Leadership Studies
California American Universiy

17283 Caminito Canasto

Kancho Bernardo, San Diego, CA 92127

¢ PAUL HERSEY KENNETH BLANCHARD, 1977

(Front of Card)

(Back of Card)
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