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Major Leadership/Management Concepts Discussed:
· Managers should work for their people.

· The employee’s job is to be responsible, and the manager’s job is to be responsive to their people, providing them with the resources and working conditions they need to accomplish the goals you’ve agreed upon.  

· If they win, you win.  When the best leader’s work is done, the people say ‘we did it ourselves’.

· Situational Leaders change leadership styles (the way you coach or work with someone) depending on the person they are working with and the situation.  People tend to be at different development levels depending upon the specific task assigned. There are four basic leadership styles employing different combinations of directive and supportive behaviors.  Leadership styles (S1-S4) need to be matched to employee development levels (D1-D4)

· Style 1-Development level 1

· Directing (S1)– Structure, organize, teach, supervise

· Enthusiastic beginners (D1) – Low competence, high commitment 

· Style 2-Development level 2

· Coaching (S2)– Direct and support

· Disillusioned learners (D2) – Some/low competence, low commitment

· Style 3-Development level 3

· Supporting (S3)– Praise, listen, and facilitate

· Reluctant/cautious contributors (D3) – Moderate/high competence, variable commitment

· Style 4-Development level 4

· Delegating (S4)– Turn over responsibility for day-to-day decision-making

· Self-reliant achievers (D4) – High competence, high commitment 

· Five steps to develop a person’s competence and commitment

· Tell what to do

· Show what to do 

· Let them try

· Observe performance “you can expect more if you inspect more”  

· Praise progress

· Three secrets of One Minute Management

· Goal setting- start performance in right direction, permit manager to analyze competence and performance.  There are three parts to a performance review.

· Performance planning (set 3-5 goals) 

· Each goal should be SMART  (specific/measurable, motivating, attainable, relevant, track able) 

· Agree upon performance standards for 3-6 month intervals in relation to each goal

· Day-to-day coaching

· Performance evaluation 

· Praising – foster improvements, gradually change leadership style to match higher development level

· Reprimands- stop poor performance, may need to gradually move back in leadership style to match a lower development level

·   Situational Leaders need 3 skills

· Flexibility – learn to use a variety of leadership styles

· Diagnosis – diagnose the needs of the people you work for, and do what the people you supervise can’t do for themselves at the present moment

· Partnering – learn to come to agreement with people about the leadership style they need from you.  Situational leadership is not something that you do to people, it is something that you do with people.

Significance of the Book’s Concepts to My Experience and Learning:

This book is written in an interesting, engaging style and is packed with ideas that will be useful to me as I develop as a leader and manager.  One quote that made a big impact on me was “When I slow down I go faster”.  In the past I often felt that I did not have much time to manage others because I had so much work of my own to accomplish.  This book (along with other experiences in my ongoing emerging leader training) has taught me the importance of taking the time to diagnose the situation so I can provide the type of leadership that is needed.  I am already seeing the benefits of delegating, increasing communication, and giving direction.  My group now works more efficiently towards common goals.  My next leadership goal is to become a better situational leader, partnering with each team member so that they reach their full performance potential.   In order to do this, I need to explain what I am doing and why, and I also need to become more open and direct when I evaluate performance.

