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SOME DEFINITIONS

A Psychologist:

Man who goes to a strip show and looks at the
audience

A Psychology:
Study of the id by the odd
A Psychol ogistsdéd greeting e:
AYouore fine; how am | ?0
A Business guru:

Word used by jJournalilsts
charlatan



Three types of jobs

A Technical:

Skills, knowledge, know how
A Supervisory

Managerial skills, EQ, Motivation
A Strategic

Big Picture, visionary



TIG Leaders need to think about

1. The Task
Vision, Strategy, Direction

2. The Individual

Abilities, Motives, Expectations of Each
Key Player Including Self

3. The Group
Morale, Energy, Alignment



The path to leadership

. Recruited and selected for abllity,
knowledge and skill.

2. . Promoted to managerial positions as a
function of effort, progress (and politics).

3. Elected/Selected to board level jobs as a
function of reputation, ambition and history



The primary colours model

STRATEGIC DOMAIN

Setting
Strategic Direction

Creating
Alignment

Leading

Building
and sustaining
Team relationships
Working

Delivering
Results

OPERATIONAL INTERPERSONAL
DOMAIN DOMAIN
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Who gets chosen to lead ?

ne self-confident
ne bold

ne strategic

ne ambitious

ne astute

ne persistent

ne vigilant

ne articulate



A The paradox is that most have had very
successful careers

A For many observers it is a great surprise

A Retrospectively however (hindsight is
20;20) the clues can be seen

A We can learn a lot about success by
studying failure

A Failure or disappointment is more common
that success



(leaders) this emphasises abnormality, atypicality and deviance for the right
or normal type. It has two Themes: both unusualness but also a departure from
acceptable standards. That is, it has statistical and moral side to it.

(leader) this echoes the immoral nature of leaders who can be anti-social
in the way selfish people may be, but more likely the way delinquents are anti-social.

More importantly perhaps it echoes the new term for psychopath: anti-social personality
disorder.

(Triad) (leaders) This is to contrast the bright and the dark; the outside,
the obvious and the straightforward with the inside, the obscure and the devious.
Dark implies evil, dismal and menacing. The triad suggests three separatable
constituents of euvil.

(leader) This emphasises the idea of being thrown off course. Trains on
tracks derail. Leaders set fair in a particular direction deviate from the path unable to
move forward. It is sometimes hyphenated with the next word in the dictionary, namely
deranged which implies not only a breakdown in performance but also insanity.

(leaders) This is taken from the historical literature emphasising the misuse

and abuse of power by oppressive absolutist leaders. It emphasises the autocratic type
or style of leadership.



(leaders) Used by historians in this context to look at the offset of a
particular leadership style, it speaks to the ruining, spoiling or neutralising of a group or
force lead by a particular person.

(leaders) This is used to suggest inadequate, ineffective, unqualified.
It implies the absence of something required rather than, the presence of something not
required. Incompetent leaders are ineffective because they are lacking in particular
qualities.

(leaders) Those are leaders who spread malevolence, the antonym of
benevolence. Malevolence is misconduct, doing harm such as maliciously causing pain
or damage. Malignant leaders like cancer grow fast and are deadly.

(leaders) This refers to the poisonous effect leaders have on all they touch.
Toxic substances kill rather than repel. Again this refers to the consequences of a
particular leadership style.

(leaders) Tyrants show arbitrary, oppressive and unjust behaviour.
Tyrants tend to usurp power and then brutally oppress those they command



Base Rate of Bad Leadership

Table 1.
Esnimated Base Rates for Management Failure

Source Esfimate
Benz, 19833 50%
Sorcher, 1985 33%
White & DeVnes, 1990 50%
Nhlhkm-Davies, 1992 50%
Shipper & Wilson, 1962 60%
Hogan, Curplry, & Hogan, 1994 55%
Sessa, Keiser, Campbell, & Tavlor, 1998 30%
Femandez-Araoz, 1999 4%
Smart, 1999 50%
Lombardo & Eichinger, 1999 40%
Hogan & Hogan, 2001 67%
Charan 2003 40%
47%
50%




Cost of Bad Leadership

A Between $ 500,000.00 - $ 2,700,000.00
A Hidden Costs include:

V Lost intellectual/ social capital

V Disengaged employee

V Missed business opportunities




The essence of selection

GOOD BAD
SELECT A Good Decision B Bad Decision
REJECT C Bad Decision D Good Decision

A simple selection model



Self- esteem

Low Average High gypclinical  NPD

Narcissism

NPD- Narcissistic Personality Disorder



Six major areas of investigation
Topics and associated issues in leadership research

Topic Unit of Analysis  Variables of
Interest
Position power Organisational Influence tactics;
roles and use of power.
positions.
The leaders Individual Leaders. Personality

characteristics;
leader behaviours.

The led Workgroups and Group size;
subordinates. experience of
subordinates.



Topic

Influence process

The situation

Leader
emergence Versus
effectiveness.

Unit of Analysis

Superior/
subordinate
Interface.

Environment or
context in which

leadership occurs.

Individual and/or
groups.

Variables of
Interest

Receptivity to
Influence; nature of
Influence attempts.

Situation effects on
leader behaviour;
factors defining
favourable
situations.

Group dynamics
and individual
characteristics.



Pro-subordinate
behaviour

Supportive Constructive
Disloyal Leadership
Leadership
Pro-organization

Anti-organization behaviour

behaviour

Derailed Tyrannical
leadership Leadership

Anti-subordinate
behaviour

A simple typology of leadership



Susceptible Followers
ConformersColluders

AUnmet needs  Ambition
Aow core self  Similar

evaluations worldiew
A ow maturity  Bad value

Conducive Environments
Anstability

APerceived threat
ACultural values

AlLack of checks &

balancesnd ineffective .

The toxic triangle: elements in three domains related to destructive leadership



A History of Psychological Thinking about
Leadership

A Trait Approach (Great Person, Traits).
A Behavioural Approach (Typological, Style).

A Situational Approach (External, Social,
Contextual).

A Charismatic Approach (Transformational).
A New Ideas:

*Tele T leadership, Servant leadership, Non-
leadership.

*Ethical/Value-Based/Spiritual Leadership



Leadership Roles

A Interpersonal:
Figurehead, leader, liaison

A Informational:
Monitor, Disseminator, Spokesperson

A Decisional:

Entrepreneur, Disturbance Handler,
Resource Allocater, Negotiator.



Themes in the new leadership literature

Less emphasis on
Planning

Allocating responsibility
Controlling & problem-solving
Creating routine & equilibrium
Power retention

Creating compliance

Emphasizing contractual
obligations

Leader detachment & rationality

Reactive environmental approach

Greater emphasis on
Vision/mission

Infusing vision

Motivating & inspiring
Creating change & innovation
Empowerment of others
Creating commitment
Stimulating extra effort

Leader interest in others &
Intuition

Proactive environmental
approach



Why the Early Trait Work Failed |

A The list of traits grew remorselessly leading to
confusion, dispute, and little insight.

AThe O0traitsodéd included a
differences.
height, BMI, energy
education, social status
Intelligence, fluency)
self-confidence, stress tolerance
(assertiveness, EQ)



Why the Early Trait Work Failed |

A Traits were not rank-ordered or shown how they
relate to each other.

A The trait approach was retrospective: were traits
a cause or conseguence of leadership style?

A It was not clear if they were both necessary and
sufficient.

A Trait theory ignored the role of both
subordinates and situational/organizational
factors.



Characteristics of Successful Leaders (2005)
Successful leaders possess many of the traits listed here.

Drive

Honesty and
integrity

Leadership
motivation

Self-Confidence

Cognitive ability

Knowledge of
the business

Creativity
Flexibility

Desire for achievement, ambition, high energy, tenacity
and initiative.

Trustworthy, reliable and open.
Desire to influence others to reach shared goals.

Trust in own abilities.

Intelligence; ability to integrate and interpret large
amounts of information.

Knowledge of industry and relevant technical matters.

Capacity to come up with original ideas.

Ability to adapt to needs of followers and the situation.



Characteristics of superior leaders.

US managers (N = 2,615)

Percentage of
Characteristics Ranking managers selecting

Honest
Competent
Forward-looking
Inspiring
Intelligent
Fair-minded
Broad-minded
Straightforward
Imaginative
Dependable
Supportive
Courageous
Caring
Co-operative
Mature
Ambitious
Determined
Self-controlled
Loyal
Independent

83
67
62
58
43
40
37
34
34
33
32
27
26
25
23
21
20
13
I
10
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Five Dimensions

A Neuroticism: Unstable, Moody, Worrying

A Extraversion: Outgoing, Sociable, Positive

Agpenness: Curious, Imaginative, Divergent

A Agreeableness: Empathic,
Warm

ender-minded,

Agonscientiousness: Diligent, Achievement-

Oriented, Hard Working.



Intelligence: Single Best Predictor
1. General not Multiple

2. Fluid and Crystallized



The talented leader: The Code

IQ +++
N ---
E
O
A -
C

+++



The Behavioural Approach

Managers vs Leaders

A A manager takes care of where you are; a leader
takes you to a new place.

A A manager deals with complexity; a leader deals with
uncertainty.

A A manager is concerned with finding the facts; a
leader makes decisions.

A A manager is concerned with doing things right; a
leader Is concerned with doing the right things.

A Ama n a g entiéalsconcern is efficiency; a leader
focuses on effectiveness.



A A manager creates policies; a leader
establishes principles.

A A manager sees and hears what is going on; a
leader hears when there hears when there is no
sound and sees when there is no light.

A A manager finds answers and solutions; a
leader formulates the questions and identifies
the problems.

A A manager looks for similarities between current
and previous problems; a leader looks for
differences.

A A manager thinks that a successful solution to a
management problem can be used again; a
leader wonders whether the problem in a new
environment might require a different solution.



A comparison between transactional and
transformational leadership.

Creating Agenda
Developing HR
Execution

Outcomes

Transactional
Leadership

(Management)
Planning &
Budgeting
Organising &
Staffing

Collecting &
Solving Problems

Produces degree
of predictability

Tansformational
Leadership

(Leadership)

Establishing
Direction

Aligning People

Motivating &
Inspiring
Produces changes

I often to dramatic
degree.



High Hi Transformational Hi Transformational

Lo Transactional Hi Transactional
Amount
of _ |
change Lo Transformational Lo Transformational
needed Lo Transactional Hi Transactional
Low High

Complexity of organisation



Challenging the Process Management of Risk  Risk Leadership

Inspiring a Shared Management of Focused Leadership

Vision Attention

Enabling Others to Act Management of Communication
Communication Leadership

Modelling the Way Management of Trust  Trust Leadership

Encouraging the Heart Management of Respect Respectful Leadership



REG Theory

Reading the signals

Read markets, demographic trends
Read staff at all levels

Engaging people 5
Build and sustain a healthy team climate |
_Give people a vision
Build self-confidence and morale

Getting things done

Sustain sense of energy/purpose
Set clear goals and expectations
Challenge and support



Support

Low

High

Challenge

Low

Essentially
Unmanaged

Under
Productive

High

Stress




