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In classrooms around the world, countless young minds brim with untapped potential, waiting to be discovered and nurtured. Yet, the process of talent discovery in schools and it's potential is... In the age of constant connectivity, adolescents find themselves navigating a complex web of expectations and pressures, both online and offline. Imagine a
high school student, Sarah, who spends hours... Childhood should be a time of carefree exploration and boundless joy, yet for many children, it is overshadowed by the invisible weight of anxiety. Anxiety in children is a growing... As a psychotherapist, part of my job is to provide people with a diagnosis. I see a diagnosis as helpful only if it is a
discernment and not a judgement.... Cases of vision impairment are on the rise, and unfortunately, even children are affected. According to the 2022 American Community Survey, approximately 600,000 children experience vision difficulties in the United... Recently a woman told me that she avoids her teenage niece who suffers from depression. She
avoids her beloved niece because she does not know how to help her. Many... Many struggle with 'black and white' thinking, confusing objective facts with subjective perspectives. This cognitive distortion, often leading to distress, limits our understanding. It's crucial to discern nuances, avoiding dichotomous pitfalls. Read More... Using Cognitive
Behavioral Therapy, Leo transitions from feeling powerless to realizing his inner strength. Through self-awareness, he discovers the connection between thoughts and feelings, gaining authentic empowerment in his relationships and life. Read more... Rediscover why sleeping is truly smart. Dive into REM's role in emotional regulation, real-life
transformation stories, and the undeniable link between sleep health and mental wellbeing. Adolescence is a crucial period of social and emotional development for mental health. Here, your teen is vulnerable to extreme, negative situations and emotional stressors. According to the World Health Organization... Situational Leadership® is an adaptive
style that takes into consideration current circumstances and team composition to determine the right way to lead. Instead of leading from a one-dimensional angle, situational leaders effectively guide their organizations by strategically deploying their leadership qualities. Therefore, they create better outcomes by modifying themselves to positively
influence team members. Situational Leadership results in increased productivity and heightened levels of job satisfaction. According to research published by Scientific & Academic Publishing, “Situational Leadership was proven to be a very effective leadership style to motivate employees in different kinds of sectors. According to the results
obtained . . . task behavior theory . . . is directly related to the improvement of employee’s task productivity.” Simply put, effective leadership isn’t one size fits all—people within an organization differ from one another. While some might need more support and direction, others may need the exact opposite. At various stages in a person’s career, or
even in smaller situations, different types of leadership are needed. As Paul Hersey, co-creator of the Situational Leadership model, wrote: “People differ not only in their ability to do but also in their ‘will to do.”” Regardless of these differences, situational leaders serve in a way that gets everyone working toward a collective vision. Situational
Leadership keeps all this in mind, teaching leaders how to adapt to their team’s needs on an individual level. In this article, find out more about Situational Leadership, its background, the top qualities of situational leaders, and how to grow a cohesive, strong team that achieves your organizational vision.The theory behind Situational Leadership
originated in 1969.Situational Leadership puts team members at the forefront.A situational leader will change their approach based on employees’ Performance Readiness®.The four styles of Situational Leadership are Telling, Selling, Participating, and Delegating.Situational Leadership is best when you need to improve productivity under conditions
that change constantly and require flexibility.Situational Leadership is a flexible, adaptable style of leadership that determines whether a leader is more directive or supportive based on their followers’ individualized needs. For instance, business owners, executives, and managers who practice this type of leadership shift their management style
based on a person’s development.For Situational Leadership to work, the leader must always take into account what their followers require. In this sense, the situational approach puts followers front and center. A situational leader knows they have to be flexible depending on who they’re working with and what the conditions are. As such, Situational
Leadership uses the most effective method at any moment.As referenced above, Paul Hersey co-authored Management of Organizational Behavior with Ken Blanchard in 1969. In this foundational work, the two developed Situational Leadership theory. The concept lays out a business owner’s or manager’s relationship between task behavior and
relationship behavior when interacting with their followers.There are four different leadership styles paired with four levels of team members’ Performance Readiness® or maturity. In chronological order, the leadership styles rank from least ready (requiring the most amount of direction and support) to most ready (requiring the least amount of
direction and support). Followers who have the lowest amount of Performance Readiness require the highest amount of attention. For example, this leadership style is typically used when someone is new to their role, not a self-starter, or failing to meet standards. When an employee cannot make decisions for themselves, a telling leader calls the
shots. They set clearly defined goals and deadlines and also regularly check in on progress.How to practice telling:Explain in detail what the goal of a task or project is.Provide specific information regarding who should be involved.Go into detail about the best practices for getting the job done.Make decisions for the employee as a way to get them to
learn.Do all of the talking (don’t allow for much conversation, if any).Ask additional clarifying questions after giving instructions.Explain where they can get additional help if needed.Selling leaders serve as influential, supportive figures for those who show interest in learning how to execute a job well done. This Situational Leadership style is used
when providing motivation, growing buy-in, and building trust. In essence, a selling leader proves themselves as someone capable of leading their team members. How to practice selling:Still explain in detail everything you need the team member to do.Be the primary decision-maker.Give team members the chance to ask questions as part of the
conversation.Engage in more of a two-way discussion over what must get done.Show recognition for the things the team member does well.Provide correction that leads to steady improvement over time.A participating leader creates a collaborative, encouraging environment where input is welcome. While the employee at hand might be more
experienced and capable than those requiring the telling or selling styles, they still need support. When practicing this style, hands-on leaders let the team member do the decision-making but help as needed.How to practice participating:Ask for input from the team members.Engage in active listening to ensure understanding.Give recognition for
special achievements and accomplishments.Allow team members to make important decisions.Note what skills and abilities team members already excel at.Create an environment where people feel comfortable taking risks and trying something new.Have active conversations with team members about a variety of strategies.This Situational
Leadership style is practiced when dealing with experienced, competent, and motivated team members. With delegation, team members are granted the highest level of autonomy because they’ve proven they can successfully direct themselves. With this type of person, business owners and managers can be more hands-off, yet still offer support if the
person needs it. How to practice delegating:Give primary control to the team members.Take a hands-off approach to all decision-making.Cast an overall vision for what the team should accomplish.Provide resources and guidance only when called upon.Monitor progress without delving into day-to-day tasks.Give praise and recognition when goals are
met.Because Situational Leadership is a leadership model, it is best defined by how it is put into action. For example, business leaders make it applicable in their organizations by exhibiting the following qualities: With Situational Leadership, managers focus on identifying and analyzing team members’ Performance Readiness factors, which helps
them adjust their style of leadership. They aren’t afraid of going into the details and figuring out the best ways to help their team members achieve new levels of excellence.A leader with adaptive qualities can quickly shift out of the four influencing behaviors whenever they want. Even if they’re dealing with more than one person at a time, they can
still seamlessly transition based on the needs of those in the room. Adaptive organizational leadership can determine what needs to be done at any given moment. Leaders with this trait show that they’re in tune with others, and they respond appropriately.Rather than using authority, those practicing Situational Leadership build influence, which
comes from growing trust and a safe work environment. People don’t follow these leaders’ directions because they fear them. Instead, situational managers show a softer approach that others want to follow. Team members feel comfortable around them and don’t need to be convinced beyond the initial instructions.The purpose of Situational
Leadership is to serve others by being flexible with what employees need from the person guiding them. A situational leader is someone who shows dedication to servant leadership. For them, it’s not about the prestige or perks that come from being a leader. Instead, they want to serve others and meet their needs because that’s what is best for the
team members.The primary goal of Situational Leadership is the growth and development of followers. Because of this, these leaders often serve as a coach who guides their team members through learning experiences and opportunities. If people make mistakes, they correct them and help them understand what they did wrong. When people do well,
they receive appropriate recognition.Situational Leadership gives leaders the opportunity to solve problems with their team. These problems might involve how to include a newcomer in the smoothest way possible or how to prepare one team member for future leadership roles. Situational leaders embrace these issues and give their best effort to
come up with effective solutions.Productivity Counts: By working closely with each member of the team, Situational Leadership gets the most out of them. In that sense, you’'re maximizing each team member’s potential. You base what each person can do on their level of skill. Flexibility Is Needed: If you have a team where there are significant
differences in skill level, experience, motivation, and self-confidence, you'll prefer a more flexible strategy. Situational Leadership excels at tailoring your approach for each person.Conditions Change Constantly: If you anticipate notable changes in the near future, Situational Leadership will come in handy. The same strategy with favorable conditions
likely won’t work when things turn sour. By using Situational Leadership, you can adapt to those changes and always pick the best way to tackle problems.People Want to Work on Long-Term Goals: Situational Leadership tends to focus on short-term issues. In many ways, a situational leader will emphasize individual tasks that they need to deal with
right away. While some approaches will have more long-term goals in mind, for the most part, Situational Leadership looks at the here and now. Those team members who prefer more long-term planning may end up becoming frustrated.You Need Input From Everyone: Situational Leadership follows guidelines on how to treat people depending on
their skills, abilities, and experience. In cases where you need input from everyone on the team, you may want to use a democratic leadership style instead. Otherwise, those with less experience may feel left out since they might think they have little to contribute.The Team Needs Uniform Policies: When you use Situational Leadership, some team
members may become confused at seeing you treat others differently. This may breed resentment and, without proper conflict management, can quickly spiral out of control. For teams that expect everyone to be treated the same, Situational Leadership might not be the right choice.The following people serve as great examples of what the situational
model looks like in practice. While understanding the theory is important, it’s equally beneficial for situational leaders to see how the model works. “Plans are worthless, but planning is everything.”Eisenhower is famously known as a highly adaptable situational leader. Dwight D. Eisenhower’s Situational Leadership served him as the Supreme
Commander of the Allied Expeditionary Force in Europe, president of Columbia University, and later the 34th U.S. president. While these positions of power differed, Dwight D. Eisenhower always led by studying people and thinking strategically. For example, during his presidency, he deeply analyzed other political leaders and tried to figure out
what he called their “personal equation.” Eisenhower’s Situational Leadership gave him a greater understanding of those he worked with and helped him realize how he could positively influence them. “The strength of the team is each individual member. The strength of each member is the team.”Jackson coached some of the greatest basketball
players in history: Michael Jordan, Dennis Rodman, Kobe Bryant, and Shaquille O’Neal. He treated each player as an individual, analyzing their strengths and the places they could grow to better the team as a whole. For example, he quickly used the delegating leadership style with Jordan, but O’Neal required a more hands-on approach. Jackson
knew Shaq was a phenomenal player but wasn’t at his optimal performance level when he joined the team. In a speech captured by Lakers Nation, Jackson says he challenged Shaq to play 48 minutes a game. This hands-on leadership approach led to Shaq winning MVP that year. “It doesn’t make sense to hire smart people and tell them what to do;
we hire smart people so they can tell us what to do.”Apple co-founder Steve Jobs was a multi-faceted leader, which is why it’s difficult to categorize his leadership style. Based on the way he guided others, he was most likely to be a situational leader. His behavior and actions truly depended on the situation and individual he was dealing with at the
time. While he was undoubtedly an incredibly inspiring CEO, he also lacked a high level of emotional control. When using the telling leadership style, Jobs could speak with a cutting directness. His example goes to show that even outstanding leaders still have room for improvement. Using these leadership styles is a process that requires dedication
and the constant pursuit of growth and development.You don’t have to wait to learn how to become a situational leader. Here are several ways you can begin practicing Situational Leadership today.Take stock of your team members’ individual talents, skills, qualities, and experience levels.Build connections with other people to increase your
emotional intelligence.Stay neutral during periods of heightened emotions.Look for solutions to problems instead of dwelling on negatives.Manage your expectations carefully, and change them when needed.Ultimately, Situational Leadership is closely connected to strengths-based leadership. Both involve assessing your team members and
understanding the type of leadership that suits them best. As you do this, your whole team will work more effectively together. Name(s): Hersey-Blanchard Situational Leadership Theory Author: Paul Hersey, professor and author of the book Situational Leader, and Ken Blanchard, leadership guru and author of The One Minute Manager Classification:
Contingency Theories Year: 1970s and early 1980s Pro's The simplicity of the theory makes it easy to apply. The theory has simple scales that a leader can use to give a "thumb in the wind" assessment of what leadership style to use. Maturity and competence of the group are often overlooked factors in good leadership and it helps to focus on these.
Con's The theory may not be applicable to managers as administrators or those with limited power but in structurally in a leadership position. There are situations in which the theory may be less applicable such as those involving time constraints and task complexity. Testing of the theory doesn't seem to bear out the predictions [1]. Overview
Situational Leadership Theory is really the short form for "Hersey-Blanchard Situational Leadership Theory" and draws major views from contingency thinking. As the name implies, leadership depends upon each individual situation, and no single leadership style can be considered the best. For Hershey and Blanchard, tasks are different and each
type of task requires a different leadership style. A good leader will be able to adapt her or his leadership to the goals or objectives to be accomplished. Goal setting, capacity to assume responsibility, education, and experience are main factors that make a leader successful. Not only is the leadership style important for a successful leader-led situation
but the ability or maturity of those being led is a critical factor, as well. Leadership techniques fall out of the leader pairing her or his leadership style to the maturity level of the group. Discussion The Hersey-Blanchard Situational Leadership Theory has two pillars: leadership style and the maturity level of those being led. To Hersey and Blanchard,
there leadership styles stem from four basic behaviors, designated with a letter-number combination: S-1 Telling S-2 Selling S-3 Participating S-4 Delegating. The leadership style, itself, manifests itself as behavior related to the task and behavior as to relationship with the group. "Telling" behavior simply is a unidirectional flow of information from
the leader to the group. Do this task in this manner because of [whatever] at this location, and get it finished by [whenever]. Transactional leadership techniques operate here. In the "selling" behavior, the leader attempts to convince the group of that the leader should lead by providing social and emotional support to the individual being convinced.
There is two-way communication, but it is clear that the leader is leading. With "participating" behavior, the leader shares decision making with the group, making the system more democratic. There is less of an emphasis on accomplishing an objective than building human relations. The fourth type of behavior in leadership style, "delegating" is
reflected by parceling out tasks to group members. The leader still is in charge but there is more of an emphasis on monitoring the ones delegated with the tasks. Four maturity levels of the group are posited by Hersey and Blanchard with letter designations: M-1: basic incompetence or unwillingness in doing the task M-2: inability to do the task but
willing to do so M-3: competent to do the task but do not think they can M-4: the group is ready, willing, and able to do the task. Each type of task may involve a different maturity level, so a person with an overall maturity level of M-3 might be only an M-1 with respect to specific work. According to Hersey, ability level and willingness to do work can
be cultivated by a good leader by raising the level of expectations. Blanchard overlays four permutations of competency-commitment, again, with a letter designation: D1 - Low competence and low commitment D2 - Low competence and high commitment D3 - High competence and low/variable commitment D4 - High competence and high
commitment [2] Can one apply the Hersey-Blanchard Situational Leadership Theory to both leaders and managers? If managers are seen merely as those executing a leader's directives and with little authority (an administrator), perhaps not. On the other hand, the theory may be relevant. Each case needs to be evaluated on its own merits and people
need to be aware of the limitations. If the theory is only about getting those following to do work based on competence and willingness, then, there may be some omissions, such as situations in which neither may be relevant. Wartime, emergency situations, survival-type scenarios may need a leader, and that leader may have to do more than simply
look at the willingness and competence. S/he may have to make things happen, regardless of these two factors. If the group already has an agenda, what the leader says or does may be less relevant. This is true when the leader may not have the support of the group or have deficiencies the group has identified, making the leader less powerful to
effect change. There may not be a way of assessing accurately competence or maturity of a group, especially is there is a time limitation. As an indication of this, Goodson et al state, "Unfortunately, no absolute standard of readiness or maturity exists. ... Therefore, standardization is needed in order to clarify which subordinate populations should be
considered 'ready' and which should not." [3]. There always, too, is the misjudgment of the leader, especially when there is urgency or task complexity involved. Another issue is context and dynamism. Willingness to do a task may change, and an initial judgment may be erroneous later. The scales are subjective, and context free. Future of theory
Testing of the Hersey-Blanchard Situational Leadership Theory could be accomplished by quantifying the scales. In any event, in light of what has been done so far with poor test results, more work is needed to show the proof that the theory works. While the suggestion sounds futuristic, the attitudinal factors, as well as competence might be
measured and validated using cognitive neuroscience techniques, as suggested in other articles on this website. We encourage you to expand on the discussion, add to the critique or even share your vision with regards to the future applications of the theory. Other Visitors thoughts Click below to see contributions from other visitors to this page...
Accreditation Would be great if this site listed if the materials are in the public domain or not. And if accreditation is required in using the materials. Limitation on the theory The Leadership Style could not be limited to two factors, like Competency and Commitment there are many other aspects to be look into. Situation Leadership Not rated yetI
have chosen Situation Leadership beacuse I believe when dealing with a lot of different personalities you need to be adaptable how you manage and suppport ... Watching TV Not rated yetl love watching real life TV documentaries such as "The Deadliest Catch", a show about crab fishing in the Bering Sea. Since reading about leadership ... Pros and
Cons of this Style of Leadership Not rated yetPerhaps the first merit of this leadership style is that it addresses each team as unique and each challenge a company may have as unique and to be dealt ... Master Not rated yetThe situational leadership theory focuses more on willingness and ability. So I wish to assert here, is it qualified base on the
willingness and ability ... Dharminder Mato Not rated yetLeaders must have vision, only by having this can they inspire and motivate others. Many Managers roles face and operate at the S1 segment of the Blanchard ... Situational Leadership Not rated yetl believe that situational leadership is probably the most effective form of leadership available.
No two employees are exactly alike. They don't have ...Click here to write your own. The situational leadership style involves changing one’s leadership style to match the needs of the circumstances and the profiles of the team. It’s all about flexibility. As circumstances change and the people on a team can be completely different, using one style of
leadership is going to be ineffective, maybe even disastrous. Therefore, it is best to be flexible and modify one’s leadership style to match the project and people. For example, projects can start out as complex and the team unconfident. So, a leader needs to be directive and a skilled motivator and trainer. However, as the project progresses and the
team becomes more familiar with the tasks, the leader needs to change and become more hands-off. According to Hersey and Blanchard (1969), there are four approaches that leaders should adopt based on the characteristics of the team and situational factors. Each of the following examples can be used by a person with a situational leadership
style: Telling Style: If the task is simple and routine, then the leader should implement a telling style of leadership. This means they provide a lot of direction and oversight. Coaching Style: The coaching style should be used when the team lacks skills and is motivated, so they need training most of all. Participating Style: The participating style is
useful when the team is experienced and knows what they are doing, but perhaps they need some confidence building. Delegating Style: A delegating style is best suited for a team that is self-motivated and highly skilled. They need very little direction or inspiration. Being able to adapt one’s leadership style is like being a bit of a chameleon. Every
situation is different, so it is necessary to change one’s colors to match the environment. In the arena of political campaigns, this usually means modifying political statements to match the voters being spoken to in that moment. Working with the campaign staff brings another set of challenges. Those that work the phones need a direct, telling style of
leadership. Those in charge of soliciting donations from the public may work more efficiently with a delegating approach. The personnel in charge of polling and public affairs may need to be watched more carefully, so implementing a participating style would be wise. With so many demands needed to be juggled simultaneously, it is no wonder that
campaigning is an exhaustive venture that only a few survive. Pat Summitt was the women’s basketball coach at the University of Tennessee for 38 years. During that time, she led her teams to 8 NCAA national championships and coached the US Olympic team in 1984, winning the gold medal. Although she was known for her tough exterior and a
cold stare that would send shivers down anyone’s spine, being able to motivate 10 athletes is no easy feat. Each player is different and will respond to different approaches. Pat Summitt had a unique ability to modify her approach just enough so that it would produce impressive results. In addition, a career spanning nearly 40 years means enduring
many changes: changes in the game, the rules, player characteristics, the fanbase, and of course, university Athletic Directors and Presidents. Being able to survive and excel during all of those changes required a style that was able to analyze and adjust on a continuous basis. The president of a university’s Alumni Foundation plays a multifaceted
and hugely important role at any school. The president needs to form relationships with all alumni, engage in key fundraising efforts, and solicit funding from community leaders and government agencies. Then there’s also the university president and the Advancement Office. The personality profile of each and every individual that make up those
separate groups can be vastly different. Not only do they have distinct personality characteristics, but each group will also have a different set of priorities and agendas. Balancing all of those demands requires someone that is an expert in applying a situational leadership style. The university president will respond to a participating style, while the
Advancement Office may prefer a hands-off, delegating approach. Community leaders and government agencies may be completely satisfied with just being told how the money will be spent, a telling style of leadership. The son of Jamaican immigrants, Colin Powell was a U.S. general in the military and a political statesman. He served as chairman of
the Joint Chiefs of Staff and Secretary of State, being the first African American to hold either position. His career was long and varied. He was known for his calm demeanor and moderate views, even when encircled by hard-liners and volatile personalities. During his service he worked with a wide range of individuals, from soldiers, to commanders,
to diplomats and the leaders of nations from all over the world. In his own words he characterizes his leadership as: “I am a situational leader, and I adjust my style, within limits, to the strengths and weaknesses of my subordinates.” Managing a primary school can be both a joy and a pressure-packed occupation. Teachers of first grade are quite
different from those teaching six-graders. Similarly, biology teachers have completely different personalities from art and music teachers. Balancing government requirements and educational standards, with the wants and needs of a large teaching staff is a continuous balancing act. Throw in the concerns of protective and demanding parents, and it
is now wonder that principals need good medical insurance. It is a job where the circumstances and people that must be dealt with can change on an hourly basis. Some teachers may work best when the principal is a servant leader, while other teachers may actually prefer a more direct, telling autocratic leadership style. At the same time, most
parents want to feel included, so the principal should exercise his participating style of leadership when meeting with them. Phil Jackson will go down in history as one of the greatest NBA coaches of all time and a truly transformational leader. He won a total of 11 national championships with two different teams. During his many years, he coached
some of the greatest basketball players in history: Michael Jordan, Dennis Rodman, Scottie Pippen, Kobe Bryant, and Shaquille O’Neal. Each of those greats were about as different as you could possibly imagine. Their personalities, temperaments, and style of play were all distinct. Yet, he managed to motivate each one. He turned each player into the
best possible version of themselves by utilizing his unique ability to understand each one as an individual. For one player, he utilized a telling style, while for another that he trusted thoroughly, he delegated. At the same time, maybe even in the same huddle, he would adopt a participatory leadership style and seek the input of his most experienced
player. The video game industry is vast and involves huge profits for companies that can produce a great game that really strikes a chord with players. Today’s games can be incredibly realistic and be played simultaneously by different people from around the world. Producing a successful video game is not a matter of luck. It requires multiple teams
of individuals with a wide range of skillsets. Programmers, storyline creators, graphic designers and tech specialists are all very different types of people. Some will need to be dealt with in a coaching style, while others may need more of a delegating approach. Customizing one’s approach to match the personalities and abilities of various members
of the team takes a unique individual. The project manager will have to switch from a coaching style to a participating style, and then later to a delegating style as the project progresses. Professional development helps employees build or refine job-specific skills that are relevant to their career or a particular project. For example, if the situational
leader has determined that his team is highly motivated, but lack the necessary skills to get the job done, they may see to it that the team receives the necessary training (e.g., a coaching style of leadership). The training could be in the area of technology, communication skills, project management, creativity and innovative thinking, or how to utilize
certain software programs. By participating in the training program, the staff will be better able to carry-out the project successfully. The key idea is that it takes a situational leadership mindset to recognize the needs of the project and characteristics of the team to know what is require to complete a successful project. Managing a five-star hotel
seems like it would be one of the most wonderful jobs in the world. The working environment is luxurious, the locations are exotic, the guests sophisticated, and the lunch breaks delicious. But if we take a step back, we see an ecosystem that is quite complex. Head chefs are known to be demanding and meticulous, while the wait staff are people-
oriented and accommodating. The accountant that does the books is quiet and hard to read, while the band that plays nightly is a group of extroverted partiers prone to getting into trouble. The people that work the reception all want your job, and another term for “sophisticated guests” is “unreasonably picky”. Since the hotel is in an exotic location,
it means adjusting to a culture that may take years to understand. Adjusting one’s leadership style is sometimes like playing a never-ending game of management Tetris. Jack Stahl has been CEO of the world’s most respected multinational corporations, at Coca-Cola (1978-2000) and Revlon (2002-2006). Those are two completely different companies
with vastly different customer bases and product lines. As he explains in this interview with Strategy+Business, he has a very clear appreciation of situational leadership, stating that “...management is not a popularity contest...As a leader, once you see that people are doing that (focusing on details) successfully, then you pull back and worry about
things from a more strategic perspective.” Stahl is a firm believer in situational leadership. He goes on to state that in his opinion, a solid leader needs to be “...able to step into any circumstance and recognize whether they need to engage at the strategy level or dive into the nitty-gritty”. Any great leader understands that most projects are complex
and fluid. Circumstances change and the individuals on the team all have unique personalities and skillsets. That is why Hersey and Blachard (1969) developed the situational leadership model, a leadership concept which postulates that there is no single best leadership style example. A good leader should adapt their style to the demands of the
situation and people on their team. Based on that analysis, one of four leadership styles should be exercised: telling, coaching, participating or delegating. Each of these four styles vary in terms of their task or people orientation. Being flexible maximizes results and leads to success. That is why some of the most successful leaders in the world
practice a situational leadership style. References Hersey, P., & Blanchard, K. H. (1969). Life cycle theory of leadership. Training & Development Journal, 23(5), 26-34. Prewitt, M. (2007, September). The situational leader. Strategy+Business. Retrieved from Rabarison, K., Ingram, R. C., & Holsinger, J. W., Jr (2013). Application of situational
leadership to the national voluntary public health accreditation process. Frontiers in Public Health, 1, 26. Sims Jr., H. P., Faraj, S., & Yun, S. (2009). When Should a Leader Be Directive or Empowering? How to Develop Your Own Situational Theory of Leadership. Business Horizons, 52, 149-158. Vroom, V. H., & Jago, A. G. (2007). The role of the
situation in leadership. The American Psychologist, 62(1), 17-47. The Hersey-Blanchard Situational Leadership Theory, is a leadership theory conceived by Paul Hersey, a professor who wrote a well known book Situational Leader and Ken Blanchard, author of The One Minute Manager, while working on the first edition of Management of
Organizational Behavior (now in its 9th edition). The Theory was first introduced as “Life Cycle Theory of Leadership”. During the mid-1970s “Life Cycle Theory of Leadership” was renamed “Situational Leadership theory”. In the late 1970s/early 1980s the authors both developed their own Models using the Situational Leadership theory; Hersey -
Situational Leadership Model and Blanchard et al. Situational Leadership II Model. The fundamental underpinning of the Situational Leadership Theory is that there is no single “best” style of leadership. Effective leadership is task-relevant, and the most successful leaders are those that adapt their leadership style to the Maturity (“the capacity to set
high but attainable goals, willingness and ability to take responsibility for the task, and relevant education and/or experience of an individual or a group for the task”) of the individual or group they are attempting to lead/influence. That effective leadership varies, not only with the person or group that is being influence, but it will also depend on the
task, job or function that needs to be accomplished. The Hersey-Blanchard Situational Leadership Theory rests on two fundamental concepts; Leadership Style and the individual or group’s Maturity level. Leadership styles Hersey and Blanchard characterized leadership style in terms of the amount of Task Behavior and Relationship Behavior that the
leader provides to their followers. They categorized all leadership styles into four behavior types, which they named S1 to S4: S1: Telling - is characterized by one-way communication in which the leader defines the roles of the individual or group and provides the what, how, when, and where to do the task S2: Selling - while the leader is still
providing the direction, he or she is now using two-way communication and providing the socioemotional support that will allow the individual or group being influenced to buy into the process. S3: Participating - this is now shared decision making about aspects of how the task is accomplished and the leader is providing less task behaviors while
maintaining high relationship behavior. S4: Delegating - the leaders is still involved in decisions; however, the process and responsibility has been passed to the individual or group. The leader stays involved to monitor progress. Of these, no one style is considered optimal for all leaders to use all the time. Effective leaders need to be flexible, and
must adapt themselves according to the situation. Maturity Levels The right leadership style will depend on the person or group being led - the follower. The Hersey-Blanchard Situational Leadership Theory identified four levels of Maturity M1 through M4: M1 - They generally lack the specific skills required for the job in hand and are unable and
unwilling to do or to take responsibility for this job or task. M2 - They are still unable to take on responsibility for the task being done; however, they are willing to work at the task. M3 - They are experienced and able to do the task but lack the confidence to take on responsibility. M4 - They are experienced at the task, and comfortable with their own
ability to do it well. They able and willing to not only do the task, but to take responsibility for the task. Maturity Levels are also task specific. A person might be generally skilled, confident and motivated in their job, but would still have a Maturity level M2 when asked to perform a task requiring skills they don’t possess. Where leaders expand and
share their knowledge... Have you always known you were destined to lead, but perhaps due to life circumstances those opportunities have not opened up yet? Being a leader is within your grasp. We will take you through the process of transforming your life, self and experiences into those that are admired and respected to assist you in rising to your
fullest potential. Delving deeper into your leadership skills can take you on some amazing roads. We are here to help you explore how to reach the next level in your journey towards excellence. Leadership-Central.com provides you with articles that will: Increase your Leadership Authority! Improve your Management Skills! Advance your
Communication Skills! Develop your Motivational Influence! Where to Start? We have found in our own leadership journey that our genuine leadership expertise has grown as we have increased our learning and found ways to share what we have learned... As you explore this website we hope you find ample learning opportunities to propel you
forward and help you create the leadership path you are looking for. Welcome fellow leader and we hope you enjoy your leadership journey with us! Here are some "must read" articles: What is a Leader ? What is a Manager ? Employee Motivation Bad Managers - We all have that experience! Read them already? There are plenty more, below. Articles
Leadership Theories - In Chronological Order For decades leadership theories have been the source of numerous studies. In reality as well as in practice, many have tried to define what detaches authentic leaders from the mass! Hence, there as many theories on leadership as there are philosophers, researchers and professors that have studied and
ultimately publish their leadership theory.Leadership Styles There are many different leadership styles. Each leader has his or her own unique style. Effective leaders will vary their methods based on the context, the individuals concerned and the desired outcome. Your ability to adjust your style based on these variables is directly correlated
with....Leadership Articles Benefit from our vast array of leadership articles. Each article is unique and provides you with stimulating and motivating ideas. There is considerable value to be gained in reading the articles offered on leadership. Personally, I continue to find them extremely helpful. They are valuable due to the fact that they are quick to
read and are focused on specific leadership abilities. They are simply the fastest way to expand and refine your leadership skills.Leadership News and Your Commentary Follow the latest Leadership News and have the opportunity to provide your own news commentary.Management Articles - Increase your Management Skills for Free! Benefit from
the array of management articles. In today's society, effective management and organizational skills are critical to keep you on top of your world. Each article will provide you with extremely useful and thought-provoking ideas.Time Management Articles Why spend time reading time management articles? One never stops learning first of all and
secondly, the world we live in changes constantly. Learning new tools and refreshing the old will help you excel above all others and like the saying goes,Communication Articles Benefit from the array of communication articles. Effective communication is the ability to convey your intentions, opinions and to impart your knowledge. Each article will
help you get one step closer to being a leader above leaders.Motivation Theories - Categories of Motivational Theories Motivation theories, in its simplest from, are seeking to explain the driving force (s) that convert our thoughts into behaviors. There are numerous theories of motivation, where each are either explaining the same motivational
concept with a different verbiage or they are offering a new motivational theory. Regardless, attempting to understand them all...Types of Motivation - Intrinsic and Extrinsic Motivation There are two types of motivation, intrinsic and extrinsic motivation. It's important to understand that we are not all the same, thus effectively motivating your
employees requires that you....Motivation Articles - Motivate Yourself to Motivate Others! Benefit from the array of motivation articles. The effective motivator has two tasks at hand, motivating those around you and staying motivated yourself in order to successfully reach your goals. In all reality, motivation is one of the...Self Motivation Quotes Self
motivation quotes are, consciously or subconsciously, an important part of our lives, we don't always realize it, but we continually...Inspirational Quotes Inspirational quotes can be a great source of power; in fact, some use quotes to form their beliefs. We now know that the use of this great source of power will be reflected in your results. Great
leaders have passed before us but have left us their legacy. Those who were the most influential in history have left bits of their wisdom. Make use of them - these quotes contributed to their success -- let them contribute to yours as well.Famous Leadership Quotes - Empower your Motivation Over the years there have been numerous famous leaders.
These leaders have led countries, businesses and even people. There are many things these famous leaders are remembered for; namely one being the Famous Leadership quotes they have coined over the years. When looking at some of these quotes, it's remarkable that even a few spoken words have made such an impact on...Leadership-
Central.com Blog Page The latest of Leadership-Central.com Blog in a one page summary! One great time management technique is to have the information pushed toward you instead of you having to pull the information. Information is your greatest resource available to you and is a "must" for every human activity. Never before have we had the
plethora of amazing information as easily accessible as it is.How to Cite Articles from Leadership-central.com How to cite articles from Leadership-Central.com using MLA, APA citation and HTML links for Leadership-central.comLink Page - Other theme related websites Step up to the proverbial plate and take advantage of this once in a lifetime offer
-- this link page will provide you with other good quality theme-related websites that have been sought out for you as an added bonus. Everything you need to be successful is at your fingertips. The work has all been done for you because WE CARE.Ask a Question - Help your leadership development Every leader would like to think that they have all
the answers; it has always been said that no one has all of the answers, but we can all ask a question. Even the most prominent leaders have encountered questions that have still been left...Post Your Article What's more valuable than having worldwide insight into the world of leadership? This page will offer you a multitude of articles, from various
cultural backgrounds and geographical locations.Quick Feedback Survey We need a few minutes of your time to help us understand how we can make your experience at leadership-central.com a more fulfilling one.Contact Us Just like practice, feedback makes perfect! If we don't know what's broken, we can't fix it. Is there a topic that you would like
to get more information on? Do you have a tip from your own experience that you'd like to share? Therefore we encourage you to provide us positive and constructive feedback! Have you ever wondered how some Leaders can manage different situations and people effectively while others struggle to do so? How do they know what to do and how to do
it in various circumstances? The answer is that they use Situational Leadership, a style of leadership that adapts to the changing needs of the team and the environment. In this blog, you will learn what is Situational Leadership, how it works, and why it is essential for Leaders to master it. Table of Contents 1) Understanding What is Situational
Leadership? 2) What are the Four Situational Leadership Styles? 3) What are the Qualities of a Situational Leader? 4) Understanding the Situational Leadership Model 5) Advantages of Situational Leadership 6) Disadvantages of Situational Leadership 7) When to Use Situational Leadership? 8) 4 Examples of How to Use Situational Leadership 9)
Why is Situational Leadership Effective? 10) Conclusion Understanding What is Situational Leadership? Situational Leadership is a flexible leadership style where leaders change how they lead based on the situation, the task, and the needs of the people they are guiding. Instead of asking, "What is my style?" leaders ask, "What does this person need
from me to succeed?" This idea was created by Ken Blanchard and Paul Hersey in their book Management of Organizational Behavior. It focuses on being adaptable and understanding how to support each person or team to achieve their goals. Key Points 1) Situational Leadership is about adapting your leadership style to fit the needs of the task
involved 2) It prioritises what individuals or teams need to succeed in a specific situation 3) It emphasises flexibility and understanding 4) Leaders use this approach to help others grow and achieve their goals effectively What are the Four Situational Leadership Styles? According to Hersey and Blanchard, there are four types of Situational
Leadership, each with a different combination of directive and supportive behaviours. Directive behaviours provide guidance, direction, and instructions to the followers, while supportive behaviours provide encouragement, feedback, and recognition to the followers. The four types of Situational Leadership are: Telling (S1) This type of leadership is
high on directive and low on supportive behaviours. It is used when the followers are unable and unwilling or insecure to perform the task. The leader tells the followers what to do, how to do it, and when to do it without much explanation or involvement. The Leader makes all the decisions and closely supervises the followers. This type of leadership
is suitable for situations that require quick and accurate results or when the followers are new or inexperienced. Selling (S2) This type of leadership is high in both directive and supportive behaviours. It is used when the followers are unable but willing or confident to perform the task. The leader still provides direction and guidance but also
explains the reasons and rationale behind the task. The leader also encourages and praises the followers for their efforts and involvement. The leader actively solicits input and feedback from the followers yet retains the authority to make final decisions. This type of Leadership is suitable for situations that require learning and development or when
the followers are motivated but lack the skills or knowledge. Participating (S3) This type of leadership is low on directive and high on supportive behaviours. It is used when the followers are unwilling or insecure to perform the task. The leader provides less direction and more support, allowing the followers to take more responsibility and initiative
for the task. The leader facilitates and participates in decision-making but lets the followers have the final say. The leader also provides emotional and social support, such as listening, empathising, and coaching. This type of leadership is suitable for situations requiring commitment and collaboration or when the followers are competent but lack
confidence or motivation. Delegating (S4) This type of leadership is low on both directive and supportive behaviours. It is used when the followers are able and willing or confident to perform the task. The leader delegates the task to the followers, giving them the authority and autonomy to complete it. The leader provides minimal guidance and
support, only intervening when necessary or requested. The leader trusts and respects the followers’ abilities and decisions. This type of leadership is suitable for situations that require empowerment and innovation or when the followers are experienced and self-reliant. Learn about the different models of decision making with our Decision Making
Course - Join today! What are the Qualities of a Situational Leader? Here are the key qualities for this role: Flexibility 1) Can adapt their leadership style to fit situations 2) Open to changing their approach when things don’t go as planned 3) Understand that every person and task may need a different strategy Empathy 1) Listens carefully to
understand what others need 2) Supports team members emotionally and professionally 3) Values individual strengths and challenges Strong Communication Skills 1) Clearly explains tasks and expectations 2) Encourages open and honest feedback 3) Adjusts communication style to suit the audience Decision-making Skills 1) Analyses situations
carefully before deciding 2) Balances short-term needs with long-term goals 3) Involves others when making important decisions, if needed Focus on Development 1) Helps others grow by offering guidance and support 2) Encourages team members to take on new challenges 3) Provides constructive feedback to build skills and confidence
Understanding the Situational Leadership Model The Situational Leadership model is a way for leaders to change their style based on the situation and the people they are leading. It helps leaders decide how much direction and support to give in different scenarios. The model focuses on two main factors: 1) Task Behaviour: How much guidance the
leader gives about what needs to be done. 2) Relationship Behaviour: How much support the leader provides to build confidence and motivation. Leaders use this model to match their approach to the needs of their team. By being flexible, they can help their team perform better and grow in their roles. Advantages of Situational Leadership Here are
some of the benefits of it: 1) Flexibility: Leaders can change how they lead based on the task and team needs. This helps them handle different challenges more easily. 2) Improved Team Growth: By giving the right kind of help, leaders can support people in building their skills and confidence. This helps the team grow and improve. 3) Better Decision-
making: Situational leaders choose the best way to lead for each situation. This leads to smarter and better decisions. 4) Stronger Relationships: Understanding what each person needs helps leaders connect with their team. This builds trust and keeps the team motivated. Disadvantages of Situational Leadership Here are the limitations of it: 1) Time-
consuming: Changing leadership styles for each situation takes more time and effort. This can slow things down, especially when decisions need to be quick. 2) Complex to Apply: It can be hard for leaders to know the best way to lead in every situation. Choosing the wrong approach can cause problems. 3) Relies on Leader's Skill: This style only
works if the leader knows how to read people and situations well. Less experienced leaders might find it difficult. 4) Inconsistency Risks: Changing styles often can confuse team members. It might make them unsure about what to expect. When to Use Situational Leadership? Here are the best situations where Situational Leadership can be highly
effective: Maximising Team Productivity 1) Understand what each team member is good at and where they need help 2) Give clear instructions for tasks based on their skill levels 3) Offer the right amount of support to boost their confidence 4) Help each person improve and reach their full potential Handling Diverse Teams 1) Adjust your leadership
style for team members with different skills or experience 2) Provide extra support to those who need it and more independence to experienced members 3) Motivate team members according to their confidence and energy levels 4) Respect individual strengths and weaknesses while managing the team as a whole Adapting to Change 1) Stay flexible
when tasks or situations change unexpectedly 2) Quickly assess new conditions and decide the best way to lead 3) Guide the team to shift focus or priorities as needed 4) Keep the team calm and focused during uncertain times Customising Leadership 1) Give each person the specific help they need to succeed 2) Be clear about expectations, tailoring
them to individual skills 3) Offer encouragement or advice based on what works best for each team member 4) Build trust by showing you understand and support their personal needs Enhance your leadership skills and become a more effective Leader with our specialised Leadership Skills Course. Register Now! 4 Examples of How to Use
Situational Leadership Here are practical examples of how Situational Leadership can be applied effectively: 1) Training a New Employee When someone is new to the job, they may need clear instructions and close guidance. Use a more hands-on approach to teach them the steps and build their confidence. As they learn, gradually reduce the
support and let them work more independently. 2) Helping a Struggling Team Member If a member is struggling to complete a task, step in to offer support and advice. Break the task into smaller steps and guide them through it. Encourage them to ask questions and provide regular feedback to help them improve. 3) Managing an Experienced Team
Member For someone who is skilled and confident, give them more freedom to handle tasks on their own. Check in occasionally to ensure they have everything they need. Focus on providing motivation and recognising their achievements. 4) Responding to a Crisis In a high-pressure situation, take control and give clear, direct instructions to the
team. Keep everyone focused on solving the problem quickly. Once the crisis is over, review the situation with the team to learn and improve for the future. Why is Situational Leadership Effective? Situational Leadership is effective because it adapts to the needs of each team member and situation. Instead of using one fixed style, leaders change
their approach based on the task, skill level, and confidence of the team. This flexibility helps leaders provide the right level of support and guidance, making it easier for everyone to succeed. Another reason it works well is that it focuses on building trust and relationships. By understanding what each person needs, leaders can motivate their team
and help them grow. This personalised approach not only improves teamwork but also boosts overall productivity and confidence. Transform your leadership approach and drive success in Agile environments with our Agile Leadership Training. Join today! Conclusion Situational Leadership represents a versatile and responsive leadership approach,
allowing leaders to adjust their methods to suit the needs of their team or individual members. This approach is grounded in the understanding that there isn't a singular best method of leadership; rather, the most effective style depends on the specific situation and the individuals involved. Start your journey towards effective leadership with our



Successful People Management and Team Leadership Course. Sign up now! Home » Situational Leadership® Situational Leadership® is the most practical on-the-job tool. The application from the course to the real work environment can begin immediately. - Lead Organizational Development Specialist, Vidant Health The Situational Leadership®
methodology is based on the relationship between leaders and followers and provides a framework to analyze each situation based on the Performance Readiness® Level that a follower exhibits in performing a specific task, function or objective. Then, based on the leader’s diagnosis, the necessary amounts of relationship behavior and task behavior
are applied and communicated to the follower in order to support their needs and advance development. Trainer Certifications Schedule an Onsite Workshop The role of the manager is becoming increasingly complex, and adaptability is the key to organizational resilience. Our new multimodal course enables leaders to overcome misalignment, build
trust, increase engagement and drive results. LEARN MORE Understanding The Situational Leadership® Framework The Situational Leadership Model® is a flexible framework that enables leaders to tailor their approach to the needs of their team or individual members. Developed by Paul Hersey in 1969, this model provides a repeatable process
for matching leadership behaviors to the performance needs of those being influenced. Unlike other leadership models, Situational Leadership® recognizes that there is no one-size-fits-all approach, allowing leaders to adapt their behaviors to suit the unique needs of each situation. The Benefits of the Situational Leadership® Model Creates a
common language of performance Accounts for multi-directional influence Utilizes task specificity as a measure of performance versus typecasting employees Allows leaders to effectively drive behavior change Accelerates the pace and quality of employee development Teaches leaders to accurately interpret and effectively respond to their
environment The Four Core Competencies of the Situational Leadership® Model Situational Leaders learn to demonstrate four core, common and critical leadership competencies: Diagnose an individual’s Performance Readiness® to complete a specific task Adapt leader behavior based on the diagnosis Communicate an influence approach in a
manner that followers can both understand and accept Advance by managing the movement toward higher performance Situational Leadership® Videos Interested in learning more about Situational Leadership®? Check out our videos: From instructor-led and virtual public workshops for personal development and organizational vetting, to private
on-site workshops or certification, we have flexible training solutions designed to meet your needs. Training Events This is how you train your people; this is how you keep your people; this is how you develop your people. - Marty Davis, Director of Global Field Training, American Dairy Queen As founder of The Center for Leadership Studies and co-
developer of the Situational Leadership® Model, Dr. Hersey was internationally recognized as a leading authority on training and development in leadership and management. The author and coauthor of numerous papers, articles, and books, “Management of Organizational Behavior,” is a true reflection of 50 years of the most significant theory and
research developed by thought leaders in the behavioral sciences. This work focuses on the applicability of the Situational Leadership® Model, along with the interaction of people, motivation and leadership. It was Dr. Paul Hersey’s goal to present a practical model that could be leveraged by a diverse spectrum of leaders for the express purpose of
effective influence. When developing the Situational Leadership® Model, Dr. Paul Hersey had two questions: What is the best leadership style? What are the driving forces behind human motivation? From his research, Dr. Paul Hersey found that there is no one best leadership style, as it is dependent upon the individual’s level of ability and
willingness to complete the specific task. From the 1960s to present, the Situational Leadership® framework has remained an effective tool for leaders to match their behaviors with the performance needs of the individual or group that they are attempting to influence. Find A Course *Interested in writing about The Situational Leadership® Model?
Review these guidelines for our Intellectual Property. For more than 50 years, our leadership theory has enabled leaders at all levels of the organization to more effectively influence others. This comprehensive case study examines the core principles of the model and how leaders can apply this leadership approach to navigate any given situation or
interaction. Read the Case Study The Situational Leadership® Model is a flexible framework that enables leaders to tailor their approach to the needs of their team or individual members. Developed by Paul Hersey in 1969, this model provides a repeatable process for matching leadership behaviors to the performance needs of those being influenced.
Unlike other leadership models, the Situational Leadership® Model recognizes that there is no one-size-fits-all approach, allowing leaders to adapt their behaviors to suit the unique needs of each situation. A leader, with a strong ability and natural inclination to influence others through a participative or collaborative approach notices that style has
been relatively ineffective with a member of her team who is working on a high-visibility project with a tight timeline. The leader takes a thoughtful look at the task this team member has been given responsibility to perform and breaks it down into sequential steps. Further, the leader examines the historical task-specific experience and skill this team
member has demonstrated for this type of work and determines it to be low. Given those givens the leader moves out of their personal leadership comfort zone and employs a far more structured approach, which winds up creating necessary movement on the project, and is far better received by the follower. There are three, highly interdependent
skills, imbedded in the Situational Leadership® approach: Diagnose: Leaders are thoughtful people. They think before they do. In the context of the Situational Leadership® Model those leaders actively consider the task that needs to be performed and the relative ability and willingness of the person performing it before taking any action. Adapt:
Leaders recognize it is up to them to adjust to the follower and the leadership circumstance they are attempting to influence. It is not about their personal level of comfort with one approach or another. Communicate: Leaders recognize they have influence related strengths and areas for improvement. As such, they leverage their strengths when the
situation aligns and work with intent to improve their effectiveness with the styles that don’t come naturally. Not unlike mathematics is a language of physics and design, the Situational Leadership® Model is a language of performance and change management with a big impact. Performance management: This helps leaders play an appropriate role
in the process of establishing goals and priorities (i.e., more directive with a novice, more empowering with an expert). Along the same lines, the Situational Leadership® framework also informs the approach the leader should take when providing either formal, or informal, performance feedback. Change management: When change hits, the
readiness of individuals and teams to perform usually shifts with it. Simply stated, leadership can’t stay the same! It has to move and adjust to reflect the circumstances introduced by the change. The Situational Leadership® framework revolves around three, key elements: The work: Situational Leaders initiate with a thoughtful analysis of the work
that needs to be accomplished and, in so doing, break down jobs and roles into incremental tasks that need to be completed. The follower: Situational Leaders gain alignment with the individuals performing those tasks on their task-specific ability (knowledge, experience, skill) and willingness (confidence, commitment, motivation). The leader:
Situational Leaders provide a style or approach that has a high probability of helping the follower deliver the desired results. Suffice to say, the Situational Leadership® Model helps leaders form a relationship with followers around the work. First, Situational Leaders are aware of themselves. They recognize their leadership-related strengths and
weaknesses, and they intentionally make every effort to accentuate and continually improve both. Second, Situational Leaders are aware of others. They possess the ability to accurately discern confidence from insecurity and knowledge/understanding from skill. The resultant effect of that two-tiered awareness is that Situational Leaders consistently
make and implement good decisions that are in the best interests of the organization they work for as well as the people they serve in that capacity. The “best” leadership style is the one that most accurately and objectively responds to the nuances of the situation (defined by the task at hand and the readiness of the person responsible for performing
it). As such, every style “works”—and every style doesn’t! Empowerment is great, but can also be described as abandonment. Guidance can be the right thing at the right time unless it is perceived as micromanagement. The “best” leadership style ... depends! The Situational Leadership® Model features four styles: Directing: The leader makes
decisions and closely supervises execution. This is a short-term approach intended to create movement. Coaching: The leader still makes decisions but provides background and context and engages with the follower to reinforce buy-in and continued progress. Collaborating: The follower makes decisions with support from the leader in an effort to
instill and enhance task mastery. Empowering: The follower is trusted to not only make task-related decisions but to suggest strategies for improvement and identify best practices. Our founder at The Center for Leadership Studies (Dr. Paul Hersey) developed the Situational Leadership® Model. In that capacity he was passionate, consistent, and
crystal clear whenever he was asked about Situational Leadership® Theory: “There is no such thing as Situational Leadership® Theory! A theory gives you something interesting to think about. Situational Leadership® is a model. A model is a repeatable framework that provides you with a roadmap on what to do”. In short, nothing has changed!
For over 50 years, the Situational Leadership® Model has been helping leaders identify specific tasks; assess Performance Readiness®; and implement an approach with the highest probability of success. The Situational Leadership® approach is anchored by Task or Directive Behavior on the horizontal continuum and Relationship or Supportive
Behavior on the vertical continuum. Here are the operational definitions of both: Task/Directive Behavior - The extent to which the leader makes decisions and tells the follower what to do, and how to do it. Relationship/Supportive Behavior - The extent to which the leader allows the follower to participate in or make decisions and engages in two-
way communication and listening. The intersection of these dimensions identifies Four Primary Styles of Leadership (Guiding; Explaining; Collaborating; and Empowering). There are four progressive steps leaders employ when they implement the Situational Leadership® framework: Identifying a specific task or performance target Assessing the
follower’s task specific Ability and Willingness to perform the task: Ability - Knowledge; Experience; and Skill Willingness - Confidence; Commitment; and Motivation Communicating with the follower in a manner that aligns with the assessment (highest probability approach) This includes recognizing there is no such thing as a “good” or “bad”
leadership style (they all “work”...and they all “don’t”) Monitoring progress and calibrating approach Situational Leaders recognize the job (of leadership) is never “over”. They continually reassess readiness and adjust their style as need be. It has to be...right? How else could a model (or any product for that matter) remain relevant for over 50
years? And we wholeheartedly believe the essence of the effectiveness of the Situational Leadership® Model over the years is a function of alignment. The Situational Leadership® Model helps leaders align their approach to the follower performing the task. In that regard it allows the leader and the follower to form a relationship around the work
that needs to be done. The benefits of that aligned relationship are manifested in three, interdependent dimensions: Engagement - Leaders that align their approach to the performance needs of their followers enhance their confidence, commitment, and motivation. Productivity - Confident, committed, and motivated employees consistently deliver
targeted results. Retention - Committed and motivated employees are less likely to seek employment elsewhere. There are hundreds (if not thousands) of documented definitions of leadership. By design, we at The Center for Leadership Studies have adopted one that is all-encompassing: Leadership...is an attempt to influence! So, any time you as a
manger are attempting to influence the behavior of anyone on your team, you are (by definition) leading! In more specific terms a Situational Approach to Leadership will be helpful if: Your team is struggling and needs the benefit of your experience to get on track. Your team is excelling and needs autonomy to continue pursuing mastery. Your team
is learning and needs someone to discuss next steps with. The Situational Leadership® approach is effective because (if properly employed) the approach of the leader is aligned with the performance needs of the follower. That typically take the form of: A follower who doesn’t know what to do (or how to do it), with a leader that provides necessary
direction and close supervision. A follower who can consistently perform a task at a sustained and acceptable standard (and loves to do so), with a leader that provides both space and autonomy. A follower who is developing expertise, with a leader who provides feedback, recognition on progress made, and a sounding board for upcoming decisions.
The success of the Situational Leadership® framework is a function of the communication and trust, between the leader and the follower, that are in the process of forming a relationship around the task to be accomplished. In that regard it is important to note that “people” do not “fit into boxes”. Conversely, they fall into one level or another of
performance readiness, based on the task at hand. Leaders and followers need to be able to transparently discuss the task, along with the ability and willingness of the follower to perform it, in order to align on the approach the leader will employ moving forward. Short answer, yes! And the primary scenario that comes to mind revolves around

the distinction between a “task”, and a “condition of employment”. A task is an element of an employee’s role that they need to learn how to perform at a sustained and acceptable level of proficiency. The process for that development is usually iterative, takes time, and features well-intended setbacks as part of the learning curve. The Situational
Leadership® Model makes so much sense here! On the other hand, a condition of employment...is just that! You are employed “here” on the condition that you comply from day 1 (and moment 1) with rules we have established around things like: stealing company assets; creating or contributing to a hostile workplace; misrepresenting the company
in commercial negotiation; etc. The Situational Leadership® approach does not align here.



