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Introduction

The Multifactor Leadership Questionnaire (MLQ) measures a broad range of leadership types
passive leaders, to leaders who give contingent rewards to followers, to leaders who transform
followers into becoming leaders themselves. The MLQ identifies the characteristics of vgri

provides feedback on how you and those who have rated you perceive
behaviors you exhibit.

This MLQ Leader's Workbook is a tool to help you develop your T
leadership style. Use your MLQ scores to guide you on which g S

Leader's Report is the best guide to identifying areas to dex @ huse it oBtains rater/follower
feedback, however the MLQ Actual/Ought can also provid&IWid’guidance based on your self-
perception. Consider completing one or more of the astidoRaires and then review your report
before choosing which areas of leadership to develg

st J
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Developing My Leadership

Leadership Development: The Personal Side

leader exhibits a willingness to receive and use feedback, a willingness to change and ads
contingencies arise, and the ability to learn from both his/her successes and failurg

schedule for each individual. Some have begun their journey, while othérg have yet tG

direction to take, or to even consider that a direction should be c ted.

t you do, by what you fail to do, by who you are, by
what you believe and by h vey these beliefs to associates. Developing associates must be part

of your own personal

more effective leaders in their own right. Moreover, once developed, associates also have a

itive effect on your development. The best associates are capable of doing their own job, and are
also able to influence their leaders as needed. The associates' perspectives, perseverance, individual
capabilities and beliefs can influence their leaders, just as the leaders can influence their associates. It is

not a one-way process— it is reciprocal.

Copyright © 1998, 2007, 2011, 2015 by Bernard M. Bass and Bruce J. Avolio. All rights reserved. Published by Mind Garden, Inc., 3

www.mindgarden.com. Permission to reproduce for individual personal development and not for commercial use.



MLQ Leaders Workbook

Do's and Don'ts

e Do accept the ratings as revealing how others perceive your leadership.
e Do carefully examine how much your supervisor, direct reports, and associates 4
disagree with your self-ratings. A difference of less than .5 may be a matte
differences greater than .5.
e Do explore the reasons for these differences in discussions with your supéa gct reports,
and associates.
e Do look for your strong points as others see you. Strong points may be finding that your

transformational ratings are above 2.5 and your passive nt-by-exception ratings are

that differ(s) significantly from the other
result make sense? Do you have control aver thes& &xceptional items or are they something you can't

do anything about?

Don't
e Don't be surprised i tings differ considerably from your associates’ ratings of you.

e Don'tstart hy you think you aren't being perceived as you really are.
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Possible Reactions to 360 Feedback

We typically use the following acronym to represent the phases people go through when they g
feedback. We will refer to it as the SARAH model.
S Some people are shocked by their ratings because they are lower than they exp

discrepant from their own perceptions, extremely varied across raters, etc.
A Shock sometimes turns to anger and disappointment because you though
better than you were rated.
R While you are angry, you may search for ways to reject the messages th
the survey and its process, think "this is all meaningless," etc.

A As you work past rejection, you usually get to a point whe n accept some of the ratings,
for whatever they are worth.
H The next phase is hope. You find things you can a understarid and then determine a

course for action. Once you have some course fora here is always hope.

Development Plan Stéps

to work on within the scale (refer to your MLQ item scores to
ed least desirably).
for your chosen objective(s) and select the behaviors you are willing
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Builds Trust
Idealized Influence (Attributes)

Among the things the leader does to earn credit with followers is to consider follower
own needs. The leader shares risks with followers and is consistent in conduct with unde

principles, and values.

1. I will instill pride in others for being associated h me.

Changing myself

d Become the "best" representative for my associates \eering rojects at every opportunity.

X
L Develop a more relaxed, less intense, more attentive\g xCh, so that my associates will not be
repressed by my strong opinions on issues.

O Recall an individual from my past, a supervisg ,Yteacher, athletic coach, cultural hero or fictional
character, who has acted admirably i hicONs ysyances. Behave as that person would in my
situation.

sociates' good qualities rather than on their deficiencies.

small opportunities to build acquaintances with associates, whether it be through small talk at

the coffée machine or an informal lunch invitation.

ognize my associates on significant dates such as birthdays, promotions, years of service, or successful
completion of projects, understanding that personal acknowledgment by others is a reward and a
motivator.
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2. I will go beyond self-interest for the good of the group.

Changing myself

Q

O 00

O0000O0

Q

Avoid judging others, remembering that each of us, and each of our ideas, has value.

Be more open to hearing all sides of an issue.

Be willing to compromise.

Demonstrate a cooperative spirit by offering to help an associate

Express my desire for a resolution that is acceptable to all o

| do not use information unfairly to gain an advantag
Look at the other side of an issue before defepdings

Think of people | know who go beyond self{i

do in this regard.

When | feel tempted to judge anofher, | ask gayself, "How would | feel if | were in that person's shoes?"

Changing how I relate to oghers

O

mally with my associates and my supervisor to identify their concerns and goals. This allows me

to respond effectively to their needs. It also helps my associates to identify with my mission, as well as

ease my understanding of theirs.

When working with a group, | emphasize what is the "right thing to do" in terms of the interest of the
entire group.
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