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ABSTRACT 

This study provides a discussion on the basis of data collected with the help of a survey and a summary of the results of the 

data analysis. It also presents the research questions in context to their respective hypothesis and the analytical techniques 

to arrive at the conclusion. 360-degree leadership style feedback, readiness matrix software, and composite profile were 

used as a statistical analysis by the Centre for Leadership Studies Inc. 
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INTRODUCTION: RESEARCH VARIABLES 

Hersey's and Blanchard's SLT (1996) stated that leadership styles have a major impact on employee performance. A leader 

has the power and ability to influence the subordinate’s bi rating their readiness to do the work from high to low at the 

same time using the appropriate leadership style to assure the readiness of the subordinates. The readiness of the 

subordinate can be regressive because of various factors within the workplace environment; the leader should have 

empathy with their subordinates by being flexible in behaviour and leadership style. For instance, an employee with high 

responsibility and motivation can show depressive attitude whenever they experience a particular work. This example 

represents regression and the leader should include various steps to enhance the supervision at the same time providing the 

necessary instructions so that the subordinates should have the required level of readiness. 

CONCEPTUAL FRAMEWORK 

The research structure of the study is based on the impact of the leadership style on the employees' performance. This is 

outlined in this article that discusses the Situational Leadership Theory reviewed in Chapter II. The variable of manager 

leadership behavior comprises of four leadership styles: 

• S1: high task and no relationship-oriented behavior. 

• S2: high task and high relationship-oriented behavior. 

• S3: low task and high relationship-oriented behavior. 

• S4: low task and low relationship-oriented behavior. 

The intimidating variable based on the situation is the readiness level of the subordinate, which comprises of the 

task and psychological readiness levels (Hersey, Blanchard, & Johnson 2001). There are four levels of readiness: 
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• R1: low readiness. The subordinate is unwilling and unable. 

• R2: low medium readiness. The subordinate is willing but unable. 

• R3: medium-high readiness. The subordinate is unwilling but able. 

• R4: high readiness. The subordinate is willing and able. 

On the basis of the situational leadership theory, the study identifies if there is a significant difference between the 

variables when all the leadership behaviors, as well as readiness levels, are matched, for example, when S1 matches R1, S2 

with R2, and so on (Hersey, Blanchard, & Johnson 2001). The research design analyzes the situational leadership theory, 

questioning if it supports and understands the impact of leadership styles and the levels of readiness on the distribution 

corporation. 

Research Question and Hypotheses 

The following are the research questions along with hypothesis: 

1. Which leadership style is primarily followed in a Distribution Corporation? 

Ho1: There is no primary leadership style in the distribution corporation. Ha1: There is a primary leadership style 

in the distribution corporation. 

2. Which is the secondary leadership style followed in the distribution corporation? 

Ho2: There is no secondary leadership style followed in the distribution corporation. Ha2: There is a secondary 

leadership style followed in the distribution corporation. For the testing of this hypothesis, a K-Means Cluster Analysis 

was utilized. The purpose of this analysis was to identify homogeneous groups in leadership styles. 

3. What is the perception of the leader towards the adaptability of the leadership style in the distribution corporation? 

Ho3: There is no perception of the leader towards the adaptability of the leadership style in the distribution 

corporation. Ha3: There is a significant difference in the perception of the leader towards the adaptability of the leadership 

style in the distribution corporation. For testing of hypothesis, Pearson's correlation coefficient, cluster analysis, and a non-

parametric rank correlation test were performed. Along with this, the calculation of similarities among the variables was 

also done. 

4. Is there a variation among the operations section and the support section in their perception of the entire 

leadership style adaptability in the distribution corporation? 

Ho4: There is no variation among the operations section and the support section in their perception of the entire 

leadership style adaptability in the distribution corporation. 

Ha4: There is a variation among the operations section and the support section in their perception of the entire 

leadership style adaptability in the distribution corporation. 

5. Is there a difference in the leadership style adaptability of the followers among the operations section and support 

section? 

Ho5: There is no difference in the leadership style adaptability of the followers among the operations section and 

support section. Ha5: There is a difference in the leadership style adaptability of the followers among the operations 
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section and support section. For testing this hypothesis, correlation analysis, a comparison test of medians of the two 

sections, and the Kruskal-Wallis test were done. 

DEMOGRAPHIC DATA 

The given demographic information for the research was gathered from the respondents in this study which comprises the 

gender, age, Manager or supervisor, department, and length of service. The purpose of obtaining all this information is to 

test the leadership style. 

INSTRUMENTS 

The measuring instruments utilized in the study are LEAD-Self and LEAD-Other instruments. Both the instruments are 

utilized to know if given leadership style is based on the perception of the leader and the perception of the staff. The 

assessment of the leadership is done by the LEAD-Self and the staff members are done by LEAD-Other which helps to 

validate the leader's perception. The LEAD-Self instrument is available commercially. It presents 12 different 

circumstances involving the immediate subordinates of the leader. All the 12 situations given in the questionnaire 

necessitates the respondent to select one out of the four possible answers. The respondent has to select the best option 

which describes their probable behavior in the specific situation. The items are then scored on the basis of four groups 

where each group represents a different level of readiness for the job. 

The information obtained with the help of LEAD-Self gives an insight into the prevailing strengths as well as 

areas for leadership skill development. It provides information regarding the leadership behavior used and the intensity to 

which the behaviors are matched with the needs of others. The LEAD-Other is an instrument used to compare with the 

instruments of the Lead-self. It represents the perception of the subordinates towards their supervisors or managers' 

leadership style, adaptability, and effectiveness. The information collected with the Lead-Other instrument gives 

information on the perception of the subordinates for the leader's ability to influence. It provides information regarding the 

most appropriate leadership behavior and the intensity to which the behavior fulfil the needs of others. 

LEADERSHIP THEORY 

The basic assumption of the situation and leadership theory is that the task leadership and readiness of the follower 

moderates the relationship behavior. The level of readiness of the follower represents the appropriate level of task 

leadership as well as related behavior. With the change in the level of readiness of the follower, the amount of relationship 

behavior and task leadership should also change. As the task relationship behavior of the leader matches with the readiness 

of the follower, the effectiveness of the behavior will be inculcated in the performance of followers and satisfaction with 

the leader. The theory examines the match between relationship behavior and task leadership. It also examines the 

readiness of the follower in various types of organizations and at various levels. 

RESEARCH DOMAIN 

The researcher collected the relationship data between the leader and follower in various organizations having major 

distribution corporation. The test comprises the stratum of managers and supervisors that took an initiative to participate. 

The study is relevant because it provides the hierarchy of the leader and follower and the knowledge in the setting which 

are not subject to the previous study. 

 



14                                                                                                                                                                                                                           Corinne Bates 

 

Impact Factor (JCC): 5.8487                                                                                                                                                                        NAAS Rating 3.17 

POPULATION AND SAMPLE SIZE 

Between 1998 and 2001, round 220 professional managers and supervisors of distribution corporations from various areas 

of the US participated in the situational leadership training.  All these professionals worked in the warehouse environment 

based on the shifts in the shipping and receiving areas. The sample obtained is from the workers working in the distribution 

corporation of various metropolitan cities of the US. The organisations are categorised in chemical, direct shipment, 

technology, and consumer sectors. 41 supervisors and managers participated in the technology sector in the lead self-

survey. Around 220 managers and supervisors participated in training in the situational leadership theory training given by 

the corporation. The lead others survey was taken by 42 associates, 77 subordinates, and 41 superiors. 

In an attempt to obtain the sampling ratio of 10%, the sampling technique used in the study was stratified random 

sampling. The questionnaires were coded so that the results of workers and managers can be matched. 

DATA GATHERING INSTRUMENT AND TECHNIQUE 

Every participant was told to fill the lead survey and give it back within three weeks. Along with this, each manager was 

also provided with three to five lead other questionnaire for their employees to rate the leadership style and effectiveness. 

The data was collected through interoffice mail. The questionnaire was distributed to various people chosen for the study. 

Email, personal contacts and telephone were used to follow up on the contacts. It was estimated that the information will 

be collected within 8-week time period. There are two implications of the research: utility of the subordinate and associate 

input in the effective evaluation of the leadership and identifying the need for the development of leader with the help of 

360-degree leadership style feedback. 

The validity and reliability of the data gathered were interpreted by the Center for Leadership Studies located in 

Escondido California. The analysis of LEAD data presented in Paul Hersey's (2001), "Situational Leadership: Some 

Aspects of its Influence on Organizational Development," doctoral dissertation at the University of Massachusetts in 1975. 

The analysis of both the lead tests, the information was gathered from the sample of 20000 leadership events in 14 cultures 

(Hersey and Blanchard, 2001). Out of all the respondents, 2000 middle manager was interviewed from the education and 

industry. The interviews comprised the self-perception of the leadership style along with subordinates and peers. 

REFERENCES 

1. Argyris, C. (1957). Personality and organization. New York: Harper & Row.  

2. Argyris, C. (1962). Interpersonal competence and organizational effectiveness. Homewood, IL: Irwin, Dorsey 

Press.  

3. Argyris, C. (1964). Integrating the individual and the organization. New York: John Wiley & Son.  

4. Abdul-Raheem, N. (1994). The relationship between perceived leadership behavior of construction 

superintendents, situational factors, and job satisfaction of their foremen. Thesis (Ph.D.), University of Texas at 

Austin. Blanchard, Ken. (1994). Situational Leadership and The Article. 3.  

5. Blake, R. R., & Mouton, J. S. (1984). The Managerial Grid III. Houston, Texas: Gulf Publishing Company.  

6. Blank, W., Weitzel, J. & Green, S. (1990). A Test of the Situational Leadership Theory. Personnel Psychology, 43, 

3, 579-598. 



Leadership Theory Today                                                                                                                                                                                                        15 

 
www.iaset.us                                                                                                                                                                                                        editor@iaset.us 

7. Bass, B.M. (1990). Bass and Stodgill Handbook of Leadership, 3, New York: The Free Press. 

8. Cairns, Thomas, Hollenback, John, Preziosi, Robert, & Snow, William. (1998). A Study of Hersey and Blanchard 

Situational Leadership Theory. Leadership & Organization Development Journal, 19, 113-116.  

9. Fiedler, Fred. (1967). A Theory of Leadership Effectiveness. New York: McGraw-Hill.  

10. Fiedler, F.E., Chemers, M.M. & Mahar, L. (1977). Improving Leadership effectiveness: The Leader match 

concept. New York: Wiley.  

11. Gibb, C. (1969). Leadership in Lindsey G. and Aronson E. (Eds.). The Handbook of Social Psychology, 2, 4, 

Reading, MA: Addison-Wesley, 205-282.  

12. Goodson, J.R., McGee, G.W., & Cashman, J. F. (1989). Situational Leadership Theory: A test of prescriptions. 

Group and Organizational Studies, 14,4, 446-461.  

13. Graeff, C.L. (1983). The Situational Leadership Theory: A Critical View. Academy of Management Review, 8, 2, 

285-291.  

14. Hambleton, R. K. &Gumpert, R. (1982). The Validity of Hersey and Blanchard’s Theory of Leader Effectiveness. 

Group and Organization Studies, 7, 2, 225-242.  

15. Hemphill, J. & Coons, A. (1957). The Leader and His Group. Journal of Educational Research, 28, 225-246. 

16. Hersey, P.(1997). The Situational Leader, Center for Leadership Studies, Escondido, Ca.  

17. Hersey, P., & Blanchard K. (1969). Life cycle theory of leadership. Training and Development Journal.  

18. Hersey P., & Blanchard K. (1974) So you want to know your leadership style? Training and Development 

Journal.  

19. Hersey, P., Blanchard, K., & Johnson, D.E. (1988). Management of Organizational Behavior: Utilizing Human 

resources, 5, Englewood Cliffs, New Jersey: Prentice Hall.  

20. Hersey, P., Blanchard, K., & Johnson, D.E. (1996). Management of Organizational Behavior: Utilizing Human 

resources, 7, Englewood Cliffs, New Jersey: Prentice Hall.  

21. Hersey, P., Blanchard, K., & Johnson, D.E. (2001). Management of Organizational Behavior: Utilizing Human 

resources, 8, Englewood Cliffs, New Jersey: Prentice Hall.  

22. Hogan, R., Curphy, G. J. & Hogan, J. (1994). What We Know about Leadership: Effectiveness and Personality. 

American Psychologist, 49, 6, 493-504.  

23. House, R. J. & Mitchell, T. R., (1974). Path-Goal Theory of Leadership. Journal of Contemporary Business. 81-

88.  

24. House, R. J. (1971). A Path Goal Theory of Leader Effective. Administrative Science Quarterly, 16, 321-338. 

25. Ireh, Maduakolam, & Bailey, Joe. (1999). A Study of Superintendents Change Leadership Styles Using the 

Situational Leadership Model. American Secondary Education, 27, 4, 22-32.  

 



16                                                                                                                                                                                                                           Corinne Bates 

 

Impact Factor (JCC): 5.8487                                                                                                                                                                        NAAS Rating 3.17 

26. Johnson, Miriam, (1998). Applying a Modified Situational Leadership Model to Residential Group Care Setting. 

Child & Youth Care Forum, 27, 383-405.  

27. Kets de Vries, M. F. R., Loper, M., & Doyle, J. (1994). The Leadership Mystique. Academy of Management 

Executive, 8, 3, 73-92.  

28. Korman, A. (1966). Consideration, initiating structure, and organization criteria: A Review. Personnel 

Psychology, 22, 294-361.  

29. Nadler, D.A. &Tushman, M.L. (1990). Beyond the Charismatic Leader: Leadership and Organizational Change. 

California Management Review, Winter, 77-97.  

30. Norris, W.R. & Vecchio, R.P. (1992). Situational Leadership Theory. Group and Organizational Management, 7, 

3, 331-342. 

31. Podsakoff, P., Niehoff, B., Mackenzie, S., & Williams, M. (1993). Do Substitutes for Leadership really Substitute 

for Leadership? An Empirical Examination of Kerr and Jermier’s Situational Leadership Model. Organizational 

Behavior& Human Decision Process, 54, 1,1. 1-44. 

32. Reddin, W. J. (1970). Managerial Effectiveness. McGraw Hill: New York.  

33. Reddin, W. J. (1967). The 3-D Management Theory. Training and Development Journal, 21, 8-17.  

34. Smith, Mike. (1991). Situational Leadership Training. Journal of Management in Engineering, 7, 365-374.  

35. Vecchio, R. (1987). Situational Leadership Theory: An examination of a prescriptive Theory. Journal of Applied 

Psychology, 72, 444-451.  

36. Vries, Reinout, Roe, Robert, & Taillieu, Tharsi, (1998). Need for Supervision. The Journal of Applied Behavioral 

Science, 34, 486-501.  

37. York, Reginald, (1996). Adherence to Situational Leadership Theory among Social Workers. The Clinical 

Supervisor, 14, 2, 5-24.  

38. Yukl, Gary A. (1989). Leadership in Organization, 2, Englewood Cliffs, New Jersey: Pretice Hall.  

39. Zander, A., Thomas, E.J., &Natsoulas, T. (1960). Personal Goals and the Group’s Goals for the Member. Human 

Relations. 333-344. 


