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Preface 

There are  many definitions of leadership but there is little 

consensus as to what makes a go od leader. Is it the charisma, 

or the above average IQ or merely their official position?  

It is observed that A leader  can be the CEO of an 

organization, or a first year employee who leads his or her team 

to success behind the scenes. A leader might lead through 

official authority and power, yet just as often great leaders lead 

through inspiration, persuasion and personal  connections.  In 

fact, a uthority could be bestowed with rank, but leadership is 

always earned. Good leadership is indispensable  to 

organisational  success.  

So, do leaders do different things? Or do they do things 

differently? Letõs find out.  

This structure d training module hopes  to take the 

participants as well as the trainers on a journey of revelation  ð 

about themselves and their co - workers. Without using too much 

of theory  and technicalities , we build on robust foundations of 

research, insights and pract ice of renowned gurus, and have  

attempted to deliver a unique learning  experience.  

There will be games, video shows, at least one movie, lots of 

discussions and some questionnaire for the participants to 

respond from time to time. Lectures and other conve ntional 
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deliveries, though could not be eliminated altogether, have 

been minimised.  

At the end of the five day course  we hope to have made the 

participants  imbue the vital ethos of leadership in an 

interactive and enjoyable module. They will have gained 

in sights that will enable them to be come valued and creative 

members of any  team.  

Regional Training Institute, Kolkata thank the Training 

Division of the O/o the Comptroller and Auditor General of 

India for helping  our faculty members with training, 

infrastr ucture and other resources that enabled us to prepare 

this STM. Moreover , we are most grateful for the confidence they 

ha ve reposed  upon us in asking us to handle  this assignment.  
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Training Structure 

Aim 

The training module is aimed at the promotion of leadership skills of participants. It is 

also aimed to equip the participants with understanding of Group behaviours and how a 

cohesive team could be build. The rationale behind this endeavour is the development of 

effective leaders and participative teams. 

Objectives 

The objective of the training programme is enable the participants understand how good 

teams can be build and how to be a natural leader.  

Methodology 

The methodology consists a mix of the following: 

Lecture-cum-discussion 

Group Discussion 

Management Games 

Case Studies 

Movies and short clips. 

Duration 

5 days 

Participants 

The target participants are the Asst. Audit/Accounts Officers to Sr. Audit/Accounts 

Officers. 

Essential Requirement on part of the Facilitator for the course. 

The course facilitator must have a grasp of the key concepts that will be discussed. He 

must at all-time maintain a positive and encouraging demeanour.  His style should not be 

confrontational or condescending. He will be expected to encourage discussion and 

discovery of the key concepts by the participants themselves. He is not to lecture but to 

facilitate. He must create an atmosphere of trust. 

It is important that the facilitator announces that all questionnaires given to the 

participants will be retained by them, that the facilitator will not ask any participant about 

their results which the participants may share with the class if they feel comfortable. That 

all keys will be given to the participants to make their own assessments. This will 

encourage the participants to respond honestly to the questionnaires without any fear of 

being judged. 

The facilitator must not allow his personal beliefs and biases into the programme.  



Structured Training Module: Leadership, Team Building and Performance Enhancement 

 

P
a

g
e7

 

Course Contents 

Day Key Topic Detailed Contents 

I(F) Leadership and 

Leadership Styles 

Introduction to Leadership, Leadership Styles 

I(A)  Emotional 

Intelligence 

Introduction, Overview, Self- Awareness, Core 

emotions. Self-regulation. Understanding others. 

II(F) Interpersonal 

Relations 

Introduction, Analysis of different ego states,  

Analysis of Transactions, Strokes and Life Position 

Empathy, Trust, Social Skills & Relationship 

Management. 

II(A)  Importance of 

Communication 

Introduction to Communication, Flow of 

Communication, Listening, Barriers of 

Communication, How to overcome barriers of 

communication. 

III(F)  Motivation Introduction to motivation. Types of Motivation, 

How to motivate team members. 

III(A)  Stress 

Management 

Introduction, Understanding Stress, Causes, 

Managing Stress 

IV(F) Time 

Management 

Time as a Resource, Identify Important Time 

Wasters, Individual Time Management Styles, 

Techniques for better Time Management. 

IV(A)  Group Dynamics 

&Team Building 

Importance of groups in organization, Interactions 

in group, Group Decision Taking, Team Building, 

Interaction with the Team, How to build a good 

team? 

V(F) Conflict 

Management 

Acknowledging existence of conflict, Identifying 

conflict response styles, identifying layers of a 

conflict and understanding conflict management 

process. 

V (A) Ethical 

Leadership and 

Other Emerging 

Issues 

Ethical dilemmas, Ethical decision making and 

ethical theories. 

Emerging issues in leadership 
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Day I (Forenoon): Introduction to Leadership and 

Leadership Styles 

Session-at-a-Glance 

Session Plan Session Structure Teaching 

Methods  

Time 

Learning Objective: 

To impart knowledge, sharpen 

skills and orient attitudes of 

participants so that they are 

capable of performing better in 

their roles as leaders based on 

the situation. 

 

Resources required: 

¶ Projector and computer 

¶ Flipcharts, marker pens 

¶ PowerPoint Slides 

¶ Tower Building Materials: 

Drinking straws and 

masking tape. 

 

Leadership concepts 

 

 

Exercise of tower 

building and 

discussion 

 

TP Leadership style 

questionnaire & 

Construction of 

Personal Leadership 

style profiles 

 

Experience sharing  

 

 

Game & 

Discussion 

 

 

Questionnaire 

 

 

Lecture cum 

discussion 

 

 

 

 

Video and 

discussion 

60 min 

 

 

 

20 min 

 

 

40 min 

 

 

 

 

 

30 min 

   150 

 

Instructor Guide 

The tower building exercise, if properly conducted, can be a very powerful tool to bring 

out participantsô leadership styles and even to compare their relative merits and demerits. 

 The TP Leadership Questionnaire should be administered after the exercise of tower 

building. Required instructions are given on the Questionnaire, Score Sheet and 

Leadership style, Profile Sheet. Based on the leadership style of individual participants, 

discussions as to whether any change in their styles is required etc. can be made. 

In the first instance, only the questionnaire will be given to the candidates. The 

Instruction and evaluation sheet may be given after all the participants have completed 

their response to the questionnaire. 

Slides and Lecture: During the initial discussion importance and primacy of leadership 

should be highlighted. The concept of leader and manager should compared and 

contrasted. It should be made clear that while categorization of leadership is based on 

what leaders do or what they are capable of doing best, identification of leadership styles 

is based on how leaders perform the tasks of: 

(1) Making decisions 

(2) Implementing decisions 

Show the video óHon. Former President Shri Abdul Kalamôs inspirational Speech on 

Leadership and Motivationô and discuss what traits of a leader the participants observe 

in this case. 

Now show video Simon Sinek: How great leaders inspire action and end.  
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TOWER BUILDING EXERCISE  

OVERVIEW  

This is an exercise where groups construct a tower made from drinking straws. 

AIM OF EXERCISE  

To help groups open communication channels and build team spirit. It is a good exercise 

to run straight after groups have been formed. 

PROCEDURE 

1 Have members of each group sitting together. 

2 Groups are briefed on the objective of the exercise (i.e. competition to build the tallest 

tower) and the rules (i.e. towers must be free standing). 

3 Groups are issued with materials. 

4 Groups are given 15 minutes to complete the task. Alternatively, groups can be given 5 

minutes to plan their tower and 10 minutes build it. 

5 When finished, towers are brought to the front of the classroom for judging. 

6 The group with the tallest tower is judged the winner. 

7 Debrief students. 

MATERIALS REQUIRED  

Drinking straws: 30 per group. 

Masking tape: 1 roll per group. Rolls can be shared between groups. 

Small prize for winning group if feasible. 

DE-BRIEFING  

By the end of the exercise, most group members will now be talking to each other (and 

hopefully laughing). It is important to point your observations out to the class. Discuss 

how the objective of the exercise was to open communication channels and this has been 

achieved. The aim for groups is to continue to keep the channels open. 

 It is also important to point out that this was an icebreaking game and that all groups 

performed well. Some people donôt like to lose at anything and may be quick to blame 

other members for not winning.  

 If time permits, it is good idea to allow groups to discuss the strengths of their effort. The 

aim here is to help students focus on the ñgood aspectsò of their group and get into the 

habit of providing encouragement and continuous improvement. For example groups 

should discuss: 

ü What aspects of the task they completed most successfully? 

ü When was ñteamworkò evident in the group (e.g. when ideas were 

expanded by other members helped each other, members provided 

encouragement or gave praise for a good idea)? 

ü Which aspects might the group change next time?  
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You might want to write these questions on the board and have a class discussion after 5-

10 minutes. 

THINGS TO CONSIDER 

Some people take longer than others to ñwarm upò to working with new people. It is 

important that this is pointed out to all groups before the exercise begins. Members should 

not only be paying attention to the task, but also to their fellow group members. Groups 

need to make sure that everyone is participating (thatôs the goal of the exercise). If a 

member is sitting back, it is important that the other members encourage this person to 

ñhave a sayò or play an active role (e.g. dispense the masking tape). 
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T-P Leadership Questionnaire 

Dir ections: The following items describe aspects of leadership behaviour. Respond to 

each item according to the way you would most likely act if you were the leader of a work 

group. Check whether you would most likely behave in the described way: always (A), 

frequently (F), occasionally (O), seldom (S), or never (N). 

 A F O S N 

1. I would most likely act as the spokesman of the group.      

2. I would encourage overtime work.      

3. I would allow members complete freedom in their work.      

4. I would encourage the use of uniform procedures.      

5. I would permit the members to use their own judgment in solving problems.      

6. I would stress being ahead of competing groups.      

7. I would speak as a representative of the group.      

8. I would needle members for greater effort.      

9. I would try out my ideas in the group.      

10. I would let the members do their work the way they think best.      

11. I would be working hard for a promotion.      

12. I would tolerate postponement and uncertainty.      

13. I would speak for the group if there were visitors present.      

14. I would keep the work moving at a rapid pace.      

15. I would turn the members loose on a job and let them go to it.      

16. I would settle conflicts when they occur in the group.      

17. I would get swamped by details.      

18. I would represent the group at outside meetings.      

19. I would be reluctant to allow the members any freedom of action.      

20. I would decide what should be done and how it should be done.      

21. I would push for increased production.      

22. I would let some members have authority, which I could keep.      

23. Things would usually turn out as I predicted.      

24. I would allow the group a high degree of initiative.      

25. I would assign group members to particular tasks.      

26. I would be willing to make changes.      

27. I would ask the group members to work harder.      

28. I would trust the group members to exercise good judgment.      

29. I would schedule the work to be done.      

30. I would refuse to explain my actions.      

31. I would persuade others that my ideas are to their advantage.      

32. I would permit the group to set its own pace.      

33. I would urge the group to beat its previous record.      

34. I would act without consulting the group.      

35. I would ask that group members follow standard rules and regulations.      
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Instructions for Scoring the T_P Leadership Questionnaire 

Use the following instructions to determine your score.  

1. Circle the item number for items 8, 12, 17, 18, 19, 30, 34, and 35.  

2. Write the number 1 in front of a circled item number if you responded S (seldom) or N 

(never) to that item.  

3. Also write a number 1 in front of all other item numbers not circled if you responded 

A (always) or F (frequently)  

4. Circle the number 1ôs which you have written in front of the following questions: 3, 4, 

8, 10, 15, 18, 19, 22, 24, 26, 30, 32, 34, and 35.  

5. Count the circled number 1ôs. This is your score for Concern for People. Record the 

score in the blank following the letter P at the bottom of the questionnaire.  

6. Count the uncircled number 1ôs. This is your score for Concern for Task. Record this 

number in the blank following the letter T at the bottom of the questionnaire.  

7. Continue to the Profile Sheet on the next page. 
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T-P Leadership-Style Profile Sheet 

Now, to determine your style of leadership, mark your score on the Concern for Task 

dimension (T) on the left-hand arrow below. Next, move to the right-hand arrow and mark 

your score on the Concern for People dimension (P). Draw a straight line that intersects 

the P and T scores. The point at which that line crosses the shared leadership arrow 

indicates your score on that dimension. 

SHARED LEADERSHIP RESULTS FROM BALA NCING CONCERN FOR 

TASK AND CONCERN FOR PEOPLE 

Autocratic Leadership 

High Productivity  
 

Shared 

Leadership High 

Morale 

 
Laissez-Faire Leadership  

High Morale 
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Reading Material for Facilitator and participants.  

LEADERSHIP  

Leadership is an integral part of management and plays a vital role in managerial 

operations. If there is any single factor that differentiates between successful and 

unsuccessful organizations, it could be considered as dynamic and effective leadership. 

Perhaps, it would be a valid assumption to state that the major cause of most business 

failures would be ineffective leadership. All managers, in a way, are business leaders, 

even though management primarily relies on formal position power to influence people 

whereas leadership stems from a social influence process. However, management is an 

integral component of technical as well as social processes. 

A question which many a novice in Management ask and experts echo is whether 

ñManagerò and ñLeaderò are synonymous terms. Are the functions of the óManagerô the 

same as those of the Leader? Are the two roles the same? Or, are they different? If they 

are ï are there or rather arenôt there areas of functional similarities? To what extent do 

they differ in direction and/or magnitude? 

Before attempting to answer the million dollar question ñAre all leaders managers or are 

all managers leaders? It will be prudent to clarify the concepts of leadership and 

management. 

An extremely simplistic yet profoundly meaningful definition of leadership states it as 

the ñPhenomenon of one person influencing the thinking or action or both of another 

person or groups of personsò. 

Management has been defined in various ways by different authors. In fact, there exists 

almost as many definitions for management as there are authors on the topic. There is 

neither the scope nor the need to examine the various definitions of management in this 

discussion. However, two of them may be considered. One of the earliest universally 

accepted definitions of management considered it as the ñprocess of getting things done 

through and by peopleò. One of the modern definitions of management describes it as 

ñthe process of ensuring effectiveness and efficiency in achieving goals or objectivesò. 

From the above discussion, it is clear that whenever one influences the thinking or action 

or both of another person or a group, he/she is a leader and the phenomenon of leadership 

exists. This is so irrespective of what the ñinfluenceò aims or achieves. Even if the 

followers are ñinfluencedò for some antisocial activities, the phenomenon involved is 

leadership and the one exhibiting it is a leader. Managers have to influence their ñpeopleò 

for achieving organizational objectives, which, we assume, to be morally right and legally 

straight. 

So, all managers have a leadership role to play. But all that every leader does may not be 

very ñManagerialò. In short, all managers are leaders, but all leaders need not necessarily 

be managers. It should be remembered that this statement is made considering the roles 

of ñleadersò and ñmanagersò and not with reference to any individual with a managerial 

title or acceptance as a leader. 

Categories of leaders: Based on the functions they perform, leaders can be classified into: 

(i) Entrepreneurial 

(ii) Administrative and 

(iii) Political 
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(i) Entrepreneurial Leaders: As the term indicates, these are leaders who build 

organizations, these institution builders perform the tasks of initiation and structuring. 

They organize the required resources and put them in to effective and efficient use to 

create institutions of various sizes, nature and scope eg. Trade unions, hospitals, schools, 

colleges, places of worship, cultural organizations etc. 

Entrepreneurial leaders are highly motivated self-starters who can get along reasonably 

well with a wide range of people with whom they can co-operate and from whom they 

can get co-operation. They will not be dispirited with setbacks and will not take ñnoò for 

an answer. 

(ii ) Administrative leaders: These are leaders whose performance will be at its peak when 

they are put in charge of running organizations they work for the maintenance and growth 

of the organizations, they plan, organize, staff, direct and control the organizations which 

may be expected to ñsafeò in their hands. They ensure that right men occupy right 

positions and that tasks are carried out effective and efficiently. They undertake 

environmental scanning and do SWOT (Strengths, Weaknesses, Opportunities and 

Threats) analysis, based on which they define and redefine the mission of their 

organizations, set targets and objectives and formulate policies and strategies. They have 

a clear idea of what the organization should be at present and where it should be in the 

future. 

(iii) Political leaders: By ñpolitical leadersò are meant those who act as representatives 

or spokesmen of their groups and strive for the redressal of the grievances of their groups 

in general and its members in particular. Many of them act on an óad hocô basis not being 

very visible normally but appearing on the scene all of a sudden when a problem crops 

up, the tackling of which requires their attention. They may even leave the scene once the 

issue has been settled. 

Discussion on Leader Categories: 

In every individual, all kinds of leadership skills may be present but their relative 

concentrations vary. The implication for the top management is that organizational 

success depends on allocating tasks and responsibilities to individuals based on their 

talents and capabilities. The message for the individual is that one should identify where 

his/her predominant leadership skills lie and as far as possible try to seek tasks which are 

in tune with them. When there is little scope for choosing tasks in accordance with ones 

leadership endowments, developing skills required for the tasks at hand become 

imperative. 

Leadership Styles 

Based on ñhowò a leader performs his/her tasks, various leadership styles can be 

identified, viz. 

authoritarian 

(i) - autocratic 

paternalistic 

(ii) - democratic 

(iii) - laissez faire (free rein) 

The basis for the above classification is two fold, viz., 
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(i) - mode of decision making 

(ii) - manner of implementation 

(i) Autocratic leadership style : As the term suggests, this is a leader-centred style where 

followers are reduced to insignificance. The autocratic leadership style itself has two 

variations, viz., authoritarian and paternalistic. 

(a) Authoritarian Leadership Style : The authoritarian leader takes all decisions by 

himself/herself and will try to implement them even resorting to the use of force or 

coercion. The authoritarian leader is only concerned about the ñtasksò but not the 

ñpeopleò with whom the tasks have to be achieved. If his/her followers/subordinates 

approach him/her with a problem, they face in implementing the leaders decisions or 

carrying out his/her orders, the leader takes the stand, I am not bothered about your 

problems. You ééééé expedite and reportò. 

(b) Paternalistic leadership style: Leaders who exhibit this style assume the parental role 

for themselves. They also take all decisions like the authoritarian leaders, but when it 

comes to implementation they resort to tact and diplomacy rather than force and coercion. 

The paternalistic leader considers his followers as immature children incapable of making 

decision and needing about the task as well as the people. If subordinates approach a 

paternalistic leader with their problems, they can expect empathic understanding and 

consideration. The paternalistic leader may be expected to sit with the subordinates to sort 

out their proablems and help them reach or identify solutions. 

(ii) Democratic leadership style: The style of leadership which recognises and respects 

every member of the group or team as an individual with capabilities, rights and 

responsibilities and a potential contributor to the group processes including task 

achievements, is called democratic leadership style. Where democratic leadership style is 

followed, decision making and implementation are consultative and participative 

processes. It should be appreciated that the situation is not akin to one, where say, in a 

group of 100, what 51 people suggest is accepted and the opinions and suggestions of the 

remaining 49 are rejected mercilessly. That at best be termed majocracy. Where 

democratic leadership style is practised, one is free to express his/her opinions as 

everybodyôs opinions and their right to express them are respected. A member gets an 

opportunity to understand why his/her suggestions are not accepted as the groupôs 

decision, even when that is the case. The ultimate group decision is everybodyôs. When 

one had a say in the making of a decision, a high level of commitment may be expected 

to be exhibited by the group members for its achievement. 

(iii) Laissez faire or free rein leadership style: Whether one follows autocracy or 

democracy as a leadership style, the leader will be performing the basic functions of 

providing direction and control to the group. The autocratic and democratic leaders differ 

only in the manner in which they perform the direction and control functions. Apart from 

this, there are leaders who follow a policy of ñno interventionò in group processes. Their 

style is called ñLaissez faireò or ñfree reinò. There are behavioural scientists who even 

object to considering this as ñleadershipò as the ñleaderò does not discharge the basic 

functions of direction and control. However, one may find many in leadership positions 

practising this style. 

Discussion on Leadership Styles 

To decide on the ñbest leadership styleò one has to enumerate the merits and demerits of 

each, evaluate their effectiveness and efficiency and more than anything else, see whether 
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they deliver the goodsò. Analysis of the various leadership styles conclusively proves that 

there does not exist something as the ñbestò leadership style. If there existed one, it should 

have proved successful under all circumstances. It can be observed that different 

leadership styles produce the best results under different conditions and circumstances. 

That which results in the most favourable and desirable outcome under any particular 

circumstances is the ñrightò leadership style in that context. The success of the manager 

depends on his/her ability to identify the ñrightò leadership style in that context. The 

success of the manager depends on his/her ability to identify the ñrightò leadership style 

in any given situation and then exhibit enough flexibility and adaptability to practice that 

style. 

Sources of Leader Influence on Followers 

What provides a leader with the capacity to influence followers? Why will subordinates 

respond to the influence attempts of a leader by doing that the leader intends or wishes 

them to do? In other words, what is the source of the leaderôs power over subordinates? 

Five distinct sources of leader power or influence have 

been identified. Any particular leader may have at his or her disposal any combination of 

these different sources of power. 

1. Reward Power refers to the leaderôs capacity to reward followers. To the extent that a 

leader possesses and controls rewards that are valued by subordinates, the leaderôs power 

increases. Rewards at a leaderôs disposal fall into two categories. Rewards such as praise, 

recognition and attention are sources of personal power possessed by the leader as an 

individual. In addition, a leader also usually controls certain organizational rewards, such 

as pay raises, promotions and other perquisites. These are sources of power that depend 

upon the leaderôs position in the organization. 

2. Coercive power is the flip side of reward power and refers to the leaderôs capacity to 

coerce or punish followers. Sources of coercive power also break down into personal and 

positional components. Leaders personally possess coercive power to the extent that 

followers experience criticism or lack of recognition from their leader as unpleasant or 

punishing. In addition, leaders possess coercive power to the extent that their position 

permits them to administer organizational sources of punishment (such as demotion, with 

holding of pay increases or firing) to followers. 

3. Legitimate power refer to the power a leader possesses as a result of occupying a 

particular position or role in the organization. In every organization, certain types of 

requests and directions issued by leaders to subordinates are viewed to be legitimate and 

valid. Subordinates are obligated to comply with such requests because of the norms, 

policies, and procedures accepted as legitimate by all members of the organization. 

Legitimate power is clearly a function of the leaderôs position in the organization and is 

completely independent of any of the leaderôs personal characteristics. 

4. Expert power refers to power that a leader possesses as a result of his or her knowledge 

and expertise regarding the tasks to be performed by subordinates. Subordinates are most 

likely to respond positively to a leaderôs attempts to influence their behaviour if they view 

the leader as a competent and in possession of knowledge and information regarding 

effective task performance that they themselves lack. The possession of expert power by 

a leader obviously depends upon the personal characteristics of the leader (ie., his or her 

personal expertise) and is not determined by the formal position that the leader occupies 

in the organization. 
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5. Referent power is dependent upon the extent to which subordinates identify with, look 

up to and wish to emulate the leader. The more that subordinates admire and identify with 

the leaders, the greater the leaderôs referent power over subordinates. Referent power, 

like expert power, is totally dependent upon the personal characteristics of the leader and 

does not depend directly upon the leaderôs formal organizational position.  

Current Issues in Leadership 

In addition to focusing on the different powers discussed above, leadership researchers 

have also recently identified a number of new and important issues that deserve our 

attention. 

Leadership as Mutual Influence 

The very term leadership naturally serves to draw our attention to leaders themselves and 

focuses our interest on the ways in which leaders influence their followers. As a result, 

research on leadership has tried to understand how different types of leaders and different 

types of leader behaviours cause follower to react in different ways. An important 

contribution of recent research on leadership has been to point out the short-sightedness 

of this view of leader-follower relations. While it is no doubt true that leaders can and do 

influence their followers, it is also true that leaders and followers engage in interaction 

with one another, which necessarily implies the existence of mutual influence. In other 

words, not only is it true that leaders influence followers, but it is equally true that 

followers influence leaders. 

Constraints on Leadership Behaviour 

In thinking about leadership as mutual influence process we are taking in to account the 

fact that the behaviour of subordinates has a casual influence upon the behaviour of the 

leader. In other words, leaders do not decide how they are going to behave in total 

isolation from their subordinates. Leader must select and adjust their leadership style in 

light of how their subordinates are performing and responding. But acknowledging that 

the behaviour of subordinates can influence how leaders behave raises the question of 

what other factors may be influencing and constraining what leaders do. In fact, it turns 

out that leaders are far from totally free and unencumbered in choosing their leadership 

style. 

Subordinate Behaviour 

As was pointed out in our discussion of leadership as a mutual influence process, the 

evidence is quite clear that the performance of subordinates has a critical casual impact 

upon that a leader does and how he or she behaves toward followers. 

Characteristics of Subordinates 

In addition to what subordinates do and how they perform, other identifiable traits, or 

characteristics, of subordinates may influence the leaderôs behaviour as well as the 

behaviour of the subordinates themselves. For example, a leader may behave differently 

toward males and females, older and younger people, and those with similar as opposed 

to different personal backgrounds from his or her own. 

Characteristics of the Leader 

The leaderôs abilities and personal characteristics obviously influence and constrain what 

the leader does and how he or she behaves toward subordinates. On the ability side, task 

relevant knowledge and skill, as well as supervisory skills and sensitivities, will have an 
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important impact. In terms of trait, personality characteristics such as assertiveness, 

dominance, and self-confidence all have an influence on leadership behaviour. 

Leaders Superiors 

How leaders treat their subordinates is strongly influenced by how the leaders themselves 

are treated by their own immediate superiors. Superiors serve both as role models for the 

leadership behaviour of individuals toward their own subordinates and as sources of 

rewards and punishments. Leaders with immediate superiors who preach, practice, and 

reward a participative management style, for example, are unlikely to treat their 

subordinates in a directive and authoritarian fashion. 

Leaders Peers 

As in almost all thing, peers have an important influence upon how leaders behave. Peer 

pressure has a potent homogenizing impact upon leadership behaviour in an organization. 

Other managers in an organisation ar likely to exert both direct and indirect pressure on 

individual leaders to behave toward their subordinates in a fashion that is consistent with 

that practised by other managers at that level in the organisation. 

Organizational Policies, Norms and Climate 

Some organizations are characterised by a very open, democratic, and participative 

management style. Such an organizational climate and policy ill obviously influence a 

leader to behave as a participative manager. Very different leadership behaviours would 

be expected in an organization characterised by a very closed and authoritarian policy of 

management. 

Nature of Subordinates ï Tasks 

The nature of the tasks that subordinates are performing also influences the behaviour of 

leaders toward subordinates. A very vague and ambiguous task such as developing the 

design of a new product from scratch is bound to elicit different types of leadership 

behaviour than is a highly structured and routine task such as producing a particular 

number of units on an assembly line. 
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SLIDES 

Slides have been prepared based on the above material.  
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Day I (Afternoon) Introduction to Emotional Intelligence 

Session-at-a-Glance 

Session Plan Session Structure Teaching 

Methods  

Time 

Learning Objective: 

To enable participants to 

become more sensitive to their 

own needs and needs of others. 

It will deepen participantôs 

knowledge of how emotions 

affect behaviour and using 

these knowledge in 

developing effective natural 

leadership skills. 

 

Resources required: 

¶ Projector and computer 

¶ Flipcharts, marker pens 

¶ PowerPoint Slides 

 

 Exercise  

 

Lecture 

 

Questionnaire 1 

 

Distribute 

Article 1&2 

 

Questionnaire 2 

 

Video Clip 1&2 

 

Movie 

 

 

5 min 

 

20 min 

 

10 min 

 

 

5 min 

 

10 min 

 

20 min 

 

110 min. 

   180 min 

 

Instructor Guide 

Begin by distributing the óHOW DO YOU FEEL NOWô questionnaire and ask the 

participants to circle their choice. Ask if the participants found it difficult to map their 

exact feeling in the exercise sheet. 

Now ask the participants if they have had a day when nothing seem to go right or that 

everything seem to go right. How did they feel about those days? Why did they thing their 

day went in that particular way? 

Has it ever happened that someone at work treats you bad, you become angry or irritated 

and when you reach home you lash out at your spouse or some other family member? 

Alternately, you were irritated at home but got angry and scolded a subordinate? 

Explain different type of Intelligence and introduce the concepts of Emotional 

Intelligence using the slides. 

Give the Questionnaire 1 and ask the participants to complete it. Ask them to share their 

findings only if they so wishes. 

Distribute ARTICLE ï 1, 2 & 3 

Tell class that throughout the 5 days we will be doing several 

Questionnaires/exercises/games etc. most of which will help us in self-awareness process. 

However, improving ourselves is really in our hands. Interestingly, while cognitive 

intelligence remains at the same level during our life time EI could be developed over 

time and retained. 

Give the Questionnaire 2 and ask the participants to complete it. Tell them that this is 

part of exercise in self-awareness. Ask them to share their findings only if they so wishes. 
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Now tell the participants that we will see some short clips that will enable us to understand 

others. Show the video clips 1 and 2. The video clip 1 tells us about our Gestures and 

Body Language and what they convey. The video clip 2 is about Human Emotions and 

Facial Expressions and how to recognise them. Also mention that there are 4 additional 

Videos that they may watch on their own time. 

1. Additional Video 1 - Gestures and Body Language Tutorial 

2. Additional Video 2 - Get People to Like you - How to Win Friends Influence 

3. Additional video 3 - How to Win an Argument 

4. Additional Video 4 -Daniel Goleman Explains Emotional Intelligence 

After the video clips, announce now we would be seeing the movie. Mention that the 

purpose of the movies is to help the participants get an insight as to how natural leaders 

achieve objectives by persuasion, logic and by controlling their own emotions. Also 

mention that the participants may try to understand how our emotions often drive their 

behaviour. 

After movie distribute the material óCharacters analysis: ek-ruka-hua-faislaô. 

Distribute ñPATH TO IMPROVEMENTò  
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Exercise: How are you feeling now? 
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SLIDES 
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Questionnaire 1 

Emotional intelligence questionnaire 

This self-assessment questionnaire is designed to get you thinking about the various 

competences of emotional intelligence as they apply to you. 

Daniel Goleman first brought óemotional intelligenceô to a wide audience with his 1995 

book of that name. He found that while the qualities traditionally associated with 

leadership such as intelligence, toughness, determination and vision are required for 

success, they are insufficient. Truly effective leaders are also distinguished by a high 

degree of emotional intelligence, which includes: 

ǐ Self-awareness 

The ability to recognise what you are feeling, to understand your habitual emotional 

responses to events and to recognise how your emotions affect your behaviour and 

performance. 

When you are self-aware, you see yourself as others see you, and have a good sense of 

your own abilities and current limitations. 

ǐ Managing emotions 

The ability to stay focused and think clearly even when experiencing powerful emotions. 

Being able to manage your own emotional state is essential for taking responsibility for 

your actions, and can save you from hasty decisions that you later regret. 

ǐ Motivating oneself 

The ability to use your deepest emotions to move and guide you towards your goals. This 

ability enables you to take the initiative and to persevere in the face of obstacles and 

setbacks. 

ǐ Empathy 

The ability to sense, understand and respond to what other people are feeling. 

Self-awareness is essential to having empathy with others. If you are not aware of your 

own emotions, you will not be able to read the emotions of others. 

ǐ Social Skill 

The ability to manage, influence and inspire emotions in others. 

Being able to handle emotions in relationships and being able to influence and inspire 

others are essential foundation skills for successful teamwork and leadership. 

What to do 

1. Assess and score each of the questionnaire's statements. 

Score your assessment, using a scale where 

ǐ 1 indicates that the statement does NOT apply at all 

ǐ 3 indicates that the statement applies about half the time 

ǐ 5 indicates that the statement ALWAYS applies to you 

2. Total and interpret your results 

ǐ Transfer your scores to the calculation table and total your results. 
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Remember, this tool is not a validated psychometric test - the answers you give are likely 

to vary depending on your mood when you take it. 

3. Consider your results and identify one or two actions you can take immediately to 

strengthen your emotional intelligence. 

  




