














Deputy Director of Children's and
Preschool Services Job Description

Definition

Under general direction, plans, organizes, and directs the delivery of all social
service programs. Has specific responsibility for county-wide training, policy
development, and operations of designated social service programs, delivery of
the program or components thereof; performs related duties as required.
Positions in this class are characterized by responsibility to administer and
direct through subordinates, either department-wide administrative functions,
or early education programming, and all the departmental social services
programs and operations in several offices.

Examples of Duties:

1. Plan, organize and direct the delivery of all social services programs relating
to Children's and Preschool Services.

2. Write operational policies and procedures; develop and recommend program
goals.

3. Ensure compliance with federal and state laws as well as the quality and
effectiveness of programs.

4. Interface and coordinate with other agencies and county departments to
develop and/or maintain relevant social services programs.

5. Supervise and train subordinate management and supervisory staff;
evaluate performance, achievement of goals, compliance with procedures,

and effectiveness of operations.

6. Identify subordinate training needs and make recommendations with regard
to personnel matters.

7. Participate and provide leadership in planning activities with the Policy
Council, delegate agencies, County departments and regional Early -
Education agencies.

8. Investigate and resolve complaints from employees, agents of participants or
representatives of other governmental agencies.

9. Prepare reports and correspondence as required.
10.Act for the Director during absences.

Provide vacation and temporary relief as required.
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Department of Children

And Preschool Services

Department Description and Objectives

The Children's and Preschool Services Department seeks to
provide comprehensive child development programs, including:
education, increasing social competence, case management,
diagnosis and treatment services for children from low
income families or for those who need special assistance

due to a handicap or potential handicap.

This department strives to deliver comprehensive, high
quality customer service in order to encourage healthy
development in children in our community. It is the desire
of this department to be responsive and supportive to each
child and their family, while remaining sensitive to

developmental, ethnic, and cultural backgrounds.

Services provided to recipients include medical, dental and
behavioral health; financial supplements and parent
counseling. The Early Education program is an example of one
of the programs offered through the department to help
improve the child's social and educational development.
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a su,mmary of Employees

* Children’s & Pré_svchooISéryi.ces‘

Position
Director- - .

Deputy Director
Personnel Officer
Personnel Technician
Executive Secretary
Counselor
Eligibility Worker II
Eligibility Worker I
Eligibility Worker I
Clerk III

Clerk II

Fiscal Clerk

Early Education Manager

Early Education Teacher

Early Education Teacher

Incumbent

. Karen Nova‘k

Chris Schuller (You)
Margie Smith
Kathy Elliot

Diane Shar[;

Erin Cole

Joe Gattone

Mark Dyér

Ruth Sanchez

Liz Turner

Alan Nazarian
Michelle Rénendez
Rachel Dennis

Lee Mercer

Andy Mueller
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Memo
To: Administrative Group

From:Parking Services

Re: Parking Permits

May 12, 1999

Please be advised that a number of new employees do not
have parking passes. There are a limited number of
temporary passes available, but all employees should be
displaying permanent parking passes by June 1, or they will
start receiviné tickets for parking in employee stalls.

Please get in your requests for permanent passes ASAP.

Dean Howard

Parking Services

66



Early Education Program

Dexter County

May 06, 1999

Dear Chris:

As you know I have recently turned in my regretful resignation as Manager of the Early
Education program to take a position in another County. I appreciate all of the
opportunities I have had here and will surely miss working with the great staff employed in
this County.

I'would like to take this opportunity to recommend Lee Mercer as my replacement. I have
worked closely with Lee for over seven years and have always been satisfied with Lee’s work
in our department. Lee is dependable, conscientious and has been a good friend to all. The
imitial performance was not representative of Lee’s ability. In your review of Lee’s
performance histofy, I think you will find that Lee gave an effort in all assigned tasks and has
continued to improve throughout the past years.

Sincerely,

Rachel Dennis
Early Education Manager
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PHONE MESSAGE

Margie Smith called and wants you to call her regarding the Early Education Manager position.
She needs your recommendation by Monday for the interim manager.

D.S.
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Department of Children and Preschool Services

May 04, 1999

Chris,

Here is the updated list of employees coming over from Preschool services to

our office:

Rachel Dennis
Lee Mercer

Andy Mueller
Kathy Elliot

Mark Dyer

Ruth Sanchez
Michelle Renendez

Alan Nazarian

Early Education Manager
Early Education Teacher
Early Education Teacher
Personnel Technician
Eligibility Worker |
Eligibility Worker |

Fiscal Clerk

Clerk Il
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Date: 05/12/ 99
To: Chris Schuller
From: Andy Mueller

RE: Early Education Manager

Dear Chris,

I know that Rachel Dennis has turned in her resignation and that you now are looking for
an Barly Education manager.

I would like to take this opportunity to nominate myself as possible candidate for the
manager position. I believe that my experience working with Rachel has more than
prepared me for the position. I have some great ideas for improving and expanding the
program to meet the needs of our customers.

I know that some of my more risky project ideas have not worked out. However, some
of my risk taking has resulted in innovative ideas, such as the “Give a Bear” drive, that
have contributed to the success of the Early Education program.

I truly would appreciate an opportunity to talk with you.

Thank you — Andy
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Departmenf of Children and Preschool Services

May 14, 1999

Here is a list of the suggestions we have received from our internal and external
customers regarding issues they think we should address in order to achieve our
organizational objectives. - DS

Suggestions

Increase technology

Increasing productivity

Hire more qualified staff

Reduce aid to recipients

Personal growth

Teamwork

Increasing program awareness to the public
Customer Service

Reduce number of recipients

Employee Training
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:RequeSt'for'New Pefsonnel

Department: Children's and Preschool Services

P

Requested By: Joe Géttone

Position to be filled: Eligibility Worker I.

Number of Positions to be filled: Two

Date Needed: ASAP by June 1, 1999

Today’s Date: May 13, 1999

Signature: _Joe Gattone

Authorized By:

Comments:

With the merging of Children's and Preschool Services, our
ellglblllty workload has increased significantly. We are
in desperate need to f£ill these positions and immediate
response on part of Human Resources to accommodate us would
be greatly appreciated.
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PHONE MESSAGE

Erin Cole called to confirm your lunch meeting on Tuesday when you return.

D.S.
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Memo

Date: 5/10/99

To: Chris Schuller
From: Liz Turner

RE: Early Bees Fund Raiser

It's that time for our yearly fundraiser and spring party. Once again we will put
together the spring pageant.

Would you be willing to wear the bee-costume again? Please let me know as soon
as possible - Liz
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Memo

Date: 5/13/99
To: Chris Schuller
From: Karen Novak

RE: Mission/ Objectives

The Board of Supervisors has requested that we draft a
Mission Statement for the new Department. In an effort to
include everyone in the process, we have requested input
from our internal and external customers. See the list of
suggestions and use your judgment as to which organizational
objectives we should include in our Mission Statement.

-KN

75



Dexter County School District

Interoffice Memorandum

to: Karen Novak
from: Susan Nunn, Director
subject: Children’s Conference in Florida

cc: Chris Schuller

Karen,

| know we have talked about this before, but | need to know if you will come with
us to the conference. My assistant is getting ready to book the flights and make
room reservations. Please let her know what your plans are.

Also, | had the pleasure to work with one of your employees, Andy Mueller, last

week at the workshop. | was very impressed with Andy’s ideas and enthusiasm
about the Early Education Program. You are fortunate to have such employees

in your department.

Susan
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FAX

To: Chris Schuller ' From: Anton Stewart,

Personnel Clerk

Company: Children's & Date: 05/13/99

Preschool Services Dept.

Fax number: 555-8000 Total no. of pages including
cover: 1

Phone number: 555-8001 RE: Lee Mercer

0 URGENT X FOR REVIEW [0 PLEASE COMMENT

[0 PLEASE REPLY [0 PLEASE RECYCLE

Notes/Comments:

Chris,

As per Margie's request I am sending over Lee Mercer's
employment history to your office Monday 5-17-99. I think
you will find the record satisfactory. There have been no
disciplinary incidents or write ups of any kind. Lee has
performed to the expectation of the supervisors, but

without exceptional or excellent comments.

-Anton
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Interoffice Memo

Date: 05/12/ 99

To: Chris Schuller

From: Mark Dyer

RE: Duplicate paperwork

Having observed the flow of paperwork in the eligibility
department, it has come to my attention that there are
numerous forms we are required by the department to complete
for each case. In particular, the background information is
duplicated three times on different forms. I do not quite
understand why that is necessary. This duplication wastes
time and effort, neither of which we have. It would be much
easier to make copies of one document.

It is not my intention to cause a problem or ~“go over'' Joe
Gattone's head, but I feel that my voice is not being heard

as constructive, but rather disruptive. - Mark
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PHONE MESSAGE

Margie Smith is sending over a personnel request for new Eligibility Workers. 1t needs your
immediate attention.

D.S.
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Department of Children and Preschool Services

May 12, 1999

Dear Chris,
Regarding our conversation on Tuesday, i1t seems that Mark
Dyer and Ruth Sanchez are still reporting difficulty in
transitioning from Preschool Services. They seem to be
having problems following proper procedures in our
department and the situation is becoming frustrating for
their supervisors and coworkers. Please advise me on how
you wish to proceed with this situation; I understand it is
a challenging transition for all of us.
Second, the County Administrators Office has approved the
appointing of a new Early Education Manager. Considering
our urgency and the recent hiring freeze, we are being
allowed to bypass the recruitment process. I need your
decision soon!

Sincerely,

Margie Smith

Personnel Officer
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Date: 05/10/ 99
To: Chris Schuller
From: Karen Novak

RE: Sick leave policy

Chris,

We need to get together on this issue of the employees’ excessive use of sick leave.
Since the merger was announced, sudden requests for vacation, administrative and sick-
leave have increased drarnatically. | believe that there is some degree of job insecurity
that they are experiencing and we need to address the issue before it gets out of hand
and we start losing good people to other departments. Schedule a meeting for
Wednesday of next week in tHe conference room, a few others from personnel will be

attending also.

Thank You

Karen
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APPENDIX C

MULTIFACTOR LEADERSHIP QUESTIONNAIRE
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MLQ Multifactor Leadership Questionnaire
Rater Form ( 5x - Short)

Name of Leader: Date:

Organization ID #: Leader ID #:

This questionnaire is to describe the leadership style of the above-mentioned individual as
you perceive it. Please answer all items. on this answer sheet. If an item is irrelevant, or if
you are unsure or do not know the answer, leave the answer blank. Please answer this
questionnaire anonymously.

IMPORTANT (necessary for processing): Which best describes you?

____ lam at a higher organizational level than the person | am rating.
____ The person | am rating is at my organizational level.
| am at a lower organizational level than the person | am rating.
1 do not wish my organizational level to be known.

Forty-five descriptive statements are listed on the following pages. Judge how frequently
each statement fits the person you are describing.
Use the following rating scale:

Not at all Onceinawhile  Sometimes Fairly often  Frequently, if not always
0 1 2 3 4

The Person | am Rating... .
1. Provides me with assistance in exchange for my efforts... 01 2 3 4
2. Re-examines critical assumptions to question whether they are
appropriate... 01 2 3 4
3. Fails to interfere until problems become serious... 01 2 3 4
4. Focuses attention on irregularities, mistakes, exceptions and deviations
from standards... 01 2 3 4
5. Avoids getting involved when important issues arise... 01 2 3 4
6. Talks about their most important values and beliefs... 01 2 3 4
7. ls absent when needed... ' 01 2 3 4
8. Seeks differing perspectives when solving problems... 01 2 3 4
9. Talks optimistically about the future... 01 2 3 4
10. Instills pride in me for being associated with him/her. .. 01t 2 3 4
11. Discusses in specific terms who is responsible for achieving performance
targets... 01 2 3 4
12. Waits for things to go wrong before taking action... 01 2 3 4
13. Talks enthusiastically about what needs to be accomplished... 01 2 3 4
14. Specifies the importance of having a strong sense of purpose... 01 2-3 4
15. Spends time teaching and coaching... 01 2 3 4
Copyright © 1995 by Bernard M. Bass and Bruce J. Avolio. All rights reserved. Continued =>

Distributed by Mind Garden, Inc. 1690 Woodside Road Suite 202, Redwood City, California 94061 (650) 261-
3500
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0 1 2 3

4

Not at all Oricein awhile  Sometimes  Fairly often  Frequently, if not always

16. Makes clear what one can expect to receive when performance goals
are achieved...

17. Shows that he/she is a firm believer in "If it ain't broke, don't fix it."...
18. Goes beyond self-interest for the good of tr‘me group...
19. Treats me as an individual rather than just as a member of the group...

20. Demonstrates that problems must become chronic before taking action...

21. Acts in a way that builds my respect...

22. Concentrates his/her full attention on dealing with mistakes, complaints,
and failures...

23. Considers the moral and ethical consequences of decisions...

24. Keeps track of all mistakes...

25. Displays a sense of power and confidence...

26. Articulates a compelling vision of the future...

27. Directs my attention toward failures to meet standards...

28. Avoids making decisions...

29. Considers me as having different needs, abilities and aspirations from
others...

30. Gets me to look at problems from many different angles...

31. Helps me develop my strengths...

32. Suggests new ways of looking at how to complete assignments...

33. Delays responding to urgent questions...

34. Emphasizes the importance of having a collective sense of mission...
35. Expresses satisfaction when | meet expectations...

36. Expresses confidence that goals will be achieved...

37. Is effective in meeting my job-related needs...

38. Uses methods of leadership that are satisfying...

39. Gets me to do more than | expected to do...

40. Is effective in representing me to higher authority. ..

41. Works with me in satisfactory way...

42. Heightens my desire to succeed...

43. |s effective in meeting organizational requirements....

44, Increases my willingness to try harder...

45, Leads a group that is effective...
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APPENDIX D

LEADERSHIP IN BASKET TEST
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Before You Begin

Be sure to provide the following information:

Name

Social Security. Number:

Envelope Number:

Thank You
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In-Basket Instructions

Please mark all of your answers on this document - Only

mark one answer per question.

Based ONLY on the information you have read in this packet,
please rate the priority/ importance of each of the
following issues or pieces of information.

Key:

a. Highest Priority, address immediately before leaving.

b. Important, should plan action prior to leaving.

c. Not High Priority, can be addressed when you return.

d. Information, no action necessary.

1. Parking permit memo from Dean Howard.

2. Resignation letter from Rachel Dennis.

3. Appointing an Early Education Manager.

4. Margie Smith’s request that you send her your
recommendation for Early Education Manager.

5. List of updated employees.

6. Andy Mueller’s request for consideration as Early
Education Manager.

7. List of suggestions for organizational objectives.

8. Joe Gattone’s request for new personnel.

9. Phone message from Erin Cole.
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10. Early Bees Fund Raiser memo.

11. Memo from Karen Novak requesting you to review the
Mission Statement suggestions.

12. Memo from Susan Nunn, Children’s Conference in Florida.

13. Fax from Anton Stewart, regarding Lee Mercer.

14. Memo from Mark Dyer regarding duplicate paperwork.

15. Phone message frpm Margie Smith, regarding personnel
request for Eligibility Workers.

16. Letter from Margie Smith regarding Ruth Sanchez and Mark
Dyer.

Based on the overall goals of the Preschool and Children’s

Services Department,‘identify what you think are the three

most important issues, in order of importance, to include

in the Mission Statement.

17. Which of the following suggestions would you choose as

the most important goal for the mission of the Department?

Suggestions:

a. Teamwork f. Increase productivity

b. Personal growth g. Reduce aid to recipients

c. Customer sérvice h. Hire more qualified staff
d. Employee training i. 1Increase program awareness
e. Improve technology J. Reduce number of recipiehts
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18. Which of thetfollowing suggeétions‘would you choose as

the second most important goal for the mission of the

Department?
Suggestions:

a. Teamwork

b. Personal growth

c. Customer service
d. Fnployee training
e. Improve technology

Increase productivity
Reduce aid to recipients
Hire more qualified staff
Increase program awareness

Reduce number of recipients

19. Which of the following suggestions would you choose as

the third most important goal for the mission of the

Department?
Suggestions:

a. Teamwork

b. Personal growth

c. Customer service
d. Fmployee training
e. Improve technology
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In the following three questions, identify the most
important goals suggested,. to include in‘your Personal
Mission Sfatemént as’'a leéder for the Preschool and
Children’s Services Departments.

20. Which of the foliowing suggestions would you choose as

the most important goal for a leader working within the

department?

a. Teamwork f. Increase productivity

b. Personal growth g. Reduce aid to recipients

c. Customer service h. Hire more qualified staff
d. Fmployee training i. Increase program awareness
e. Improve technology j. Reduce number of recipients

21. Which of the following suggestions would you choose as
the second most important goal for a leader working within

the department?

a. Teamwork f. Increase productivity

b. Personal growth g. Reduce aid to recipients

o Customer service h. Hire more qualified staff
d. Employee training i. Increase program awareness
e. Improve technology Jj. Reduce number of recipients
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22. Which of the following suggestions would you choose as

the third most important goal for a leader working within

the department?

a. Teamwork f. 1Increase productivity

b. Personal growth g. Reduce aid to recipients

c. Customer service h. Hire more qualified staff
d. Employee training i. 1Increase program awareness
e. Improve technology J. Reduce number of recipients

23. Of the options listed below, what do you believe i1s the

most effective way to communicate the Department Mission to

your employees?

a. Use yourself as a model for them to follow.

b. Hand out copies of the Mission Statement for each
employee to post in their office.

c. Communicate the importance of the goals in relation to
the success of the department.

d. Remind employees to refer to their Mission Statement

daily, as a reminder of our goals.
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24, In the letter from Margie Smith, regarding Mark and

Ruth, how would you characterize the behavior of these two

employees?

a. Defiant.

b. Expected.

c. Unacceptable.

d. Unrelated to their work.

e. A result of poor management.

f. A result of misunderstanding.

25. In a situation such as the one mentioned above, where a

potential conflict exists, which of the following options

would most closely match your reasoning in dealing with the

situation?

a. Steps to prevent potential problems should be taken
immediately.

b. Personal conflicts at work are common and should be
allowed to work themselves out over time.

26. To further assess the situation, how would you address

the possible conflict with Mark, Ruth and their coworkers?
a. Refer to Karen Novak.
b. No action necessary at this time.

c. Interview Ruth and Mark to get their input.
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27.

. Allow their lead supervisor to handle the situation at

that level.

. Request a meeting with the entire staff to discuss

problems in that department.

In reference to Mark and Ruth, which of the following

courses of action would most closely match what you would

recommend?

a

b

d.

28.

. Training on department standards and goals.

. Provide them with a mentor to facilitate their

transition.

. Transfer to a different department where they would

feel more familiar to their previous working
conditions.

Wait it out, give theﬁ time to get used to their
surroundings and follow up at a later date to ensure
there are no mofe problems.

How would you handle the memo received from Mark Dyer?

. Implement the change in the department.

. Meet with Joe and Mark to discuss the issue.

. Forward the memo to Joe for him to review.

. Meet with Mark to find out more, then talk to Joe.

. Encourage Joe to consider implementing the change in

the department.
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29. Mark Dyers suggestion about reducing paperwork was a
bold move on his'part because he bypassed his supervisor in
the process. Would you:
a. Encourage him to continue taking the initiative.
b. Ask that he continue to do his job the way it has been
done in the past.
c. Discipline this behavior so as not to set an example
of insubordination to other employees.
30. How should you respond to the request made by Joe
Gattone to hire two more eligibility workers to handle the
increased workload?
a. Forward to Human Resources for immediate action.
b. Show support for Joe’'s initiative and sign the
request.
c. Encourage Joe to generate a list of possible
alternative solutions for handling the workload.
d. Place the request on hold until July 1, 1999 and then
process through Human Resources.
e. Set the request aside until after July 1, and
encourage Joe to come to you before making decisions

about hiring for his department.
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31. Do you perceive any problems with the action taken by
Joe Gattone ip solving the workload problem in the
Eligibility Department by’contacting Human Resources to
hire additional staff?
a. Yes, he should have cleared the request with you.
b. Yes, he should have tried to implement other
alternatives first.
c. No, he identified a problem and tried to remedy it.
d. No, he should be able to hire as many people as he
needs.
32. As the Director over the Eligibility Department, would
you prefer that the supervisors when faced with this
workload problem:
a. Consult you immediately to avoid future problems.
b. Generate their won solutions and consult you before
implementing them.
c. Generate their own solutions and implement them, as
long as they abide by departmental policy.
d. Refer to departmental policy manual on structuring
workloads for guidance before consulting you.
33, Based on the information provided about Lee Mercer’s

job performance and history with the County, how likely
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would it before you to recommend Lee as Manager for the
Early Education Program?

a. Very likely.

b. Likely.

c. Somewhat likely.

d. Not likely at all.
34. Based on the information provided about Andy Mueller,
how likely would it be for you to recommend Andy as Manager
for the Early Education Program?

e. Very likely.

f. Likely.

g. Somewhat likeiy.

h. Not likely at all.
35. Do you believe Lee’s performance comments and
recommendations would provide enough support to appoint Lee
under time sensitive conditions?

a. Yes, Lee has enough experience to be able tQ do a

satisfactory job.

b. Yes, since the outgoing manager recommended Lee.

c. No.
36. What would be your next step when deciding whom to
appoint as Manager of the Early Education Program?

a. No further steps, I will appoint Lee.
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b. No further steps/ I will appoint Andy.

c. Refer the matter to Karen Novak.

37. Karen Novak has asked you to attend a meeting regarding
thé excessive use of sick, vacation and administrative
leave in the department. From the options listed below,
what do you feel would most closely match how you would
handle this situation?

a. Allow the vacations and develop an intervention to
increase morale;

b. Schedule a meeting with staff to remind them of the
department’s policy on taking leave.

c. Allow employees to adjust to the merger and see if
this problem can alleviate itself without unnecessary
intervention.

d. Route a sign up sheet and have everyone indicate when
he or she will be planning to be away in order to
ensure you have adequate coverage.

38. With regard to the sick leave issues, would you most
likely:

a. Expect that there will be some changes among the
staff’s attitude and simply wait it out.

b. Accept the situation as long as there are not any

negative repercussions to the workload.
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c. Intervene only when problems have started to affect
the service to your customers in the department.

d. Implement some method to communicate the wvalue of your
emﬁloyees to the department before they start to
leave.

39. In the meeting you will be attending next Wednesday
regarding the sick leave problem, what issue would you most
likely address most?

a. Strengthening leave policies.

b. Increasing employee commitment.

c. Ensuring that customer service is not affected by the
absences.

d. Preparing to recruit new employees to replace those
who will mosf likeiy be leaving.

40. In considering the effects of the merging Childfen’s
and Preschool Serﬁices, how likely would it be that you
would want to participate in this changing departmental
structure®

a. Very likely.

b. Somewhat likely.

c. Not at all.
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41. Of the options listed below, which would most closely
match your reasoning for the éhswer you gave in the
question above?

a. This would be a good opportunity to try new ideas, but
it would require a great deal of energy.

b.This merger would be a bad idea because it would cause
too much confusion for the employees and the
customers.

c. This would be an exciting opportunity to develop and
implement changes that would benefit the departments
customers.

d. This would.require a great deal of energy and would
most likely result with few changes and little

improvement to services.

End of Questions
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APPENDIX E

LEADERSHIP IN BASKET SCORING GUIDE
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LEADERSHIP IN BASKET SCORING GUIDE

Points Awarded Based on Response (s)

Optimal Suboptimal
Question Number (2 points) (1 point)
1 C or D B
2 E Cor D
3 B A
4 A B
5 E Cor D
6 c B
7 c B
8 B c
9 . E Cor D
10 Cor D B
11 C or D B
12 CorD B
13 C or D B
14 C or D B
15 B c
16 B A
17 C, ForI A, B or D
18 C, For I A, B or D
19 C, ForI A, Bor D
20 A, Bor D C, ForI
21 A, Bor D C, ForlI
22 A, BorD C, ForI
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Points Awarded Based on Response(s)

Optimal Suboptimal
Question Number (2 points) (1 point)
23 A c
24 B o
25 A c
- 26 c D
27 B A
28 D E
29 A B
30 c B
31 B c
32 C B
33 c B
34 A B
35 c A
36 B A
37 A D
38 D c
39 B c
40 A B
41 c A
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APPENDIX F

LEADERSHIP IN BASKET CORRECTED ITEM CORRELATIONS
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Leadership In Basket item Means, Standard Deviation,

Corrected Total Item Correlations and Alpha if Deleted

Subscale

SD

ITtem # IM SD | Total Ttem Corr. | Alpha of Deleted
Priority Task (alpha = .4354)
1 1.5 .71 L1622 .4139
2 .9 | .98 .1516 .4303
5 1.8 .47 .1380 .4229
8 | 1.3[.76 .2713 .3643
10 1.8 .5 .1750 .4121
12 1.0 .92 .2242 .3861
13 .6 | .49 .0968 .4340
15 .9 | .91 .2998 .3421
Charisma (alpha = .6735)
40 1.9 .22 .5336 -
41 1.9 .31 .5336 -
Individual Consideration {( alpha = .4353)
25 1.9] .29 .3705 -
27 1.5 .6 .3705 -
Intellectual Stimulation
30 1.5¢ .81 .2792 -
31 .94 | .88 .2792 -
Contingent Reward (alpha = .4554)
33 ;.l .76 2285 .4458
34 .51 | .68 3272 .2893
35 1.1 .85 2941 .33438
Management by Exception (alpha = .3995)
‘ 32 | .96 .64 2508 .3067
36 1.1(.79 1793 .3756
37 .51 ] .68 2937 .2580
38 .96 | .85 1723 .3951
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APPENDIX G

MULTIFACTOR LEADERSHIP QUESTIONNAIRE SCORING GUIDE
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MLQ Multifactor Leadership Questionnaire

Rater Form ( 5x - Short)

Name of Leader:

Organization ID #:

Leader ID #:

Date:

Scoring: The MLQ scale scores are average scores for the items on the scale. The score can
be derived by summing the items and dividing by the number of items that make up the scale.
All of the leadership style scales have four items. Extra Effort ahs three items. Effectiveness
has four items, and Satisfaction has two items.

0 1 2

Not at all Oncein awhile Sometimes

Fairly often Frequently, if not always
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Idealized Influence (Attributed) total/4=
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Inspirational Motivation total/4=
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Management-by-Exception (Active) total/4=
Management-by-Exception (Passive) total/4=

Laissez-faire Leadership total/4=
Extra Effort total/3=
Effectiveness total/4=
Satisfaction tota/2=
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24.
25.
26.
27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
4.
42
43.
44,
45,

Management-by-Exception (Active)...
Idealized Influence (Attributed)...
Inspirational Motivation...
Management-by-Exception (Active)...
Laissez-faire Leadership...
Individual Consideration...
Intellectual Stimulation...
Individual Consideration...
Intellectual Stimulation...
Laissez-faire Leadership
Idealized Influence (Behavior)...
Contingent Reward...
Inspirational Motivation...
Effectiveness...

Satisfaction...

Extra Effort

Effectiveness...

Satisfaction...

Extra Effort...

Effectiveness...

Extra Effort...

Effectiveness...
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