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Desired Learning Objectives 
This Leadership Workshop for DEOs and other Education Department officials is built 
around the following objectives: 

 Understand self to be better prepared for their leadership developmental journey. 
 Comprehend the power of influence and emotional intelligence (EQ) in the 

functioning of leadership. 
 Relate to the traits and behaviours associated with leadership. 
 Emphasize understanding of program content and ability to transfer and apply it in 

the district education networks. 
 

Program Outcomes: 
 Enhance self-awareness level 
 Increase personal leadership impact 
 Gain insights into leaders and leadership development 
 Enhance awareness on giving and receiving feedback as a developmental tool 
 Develop a structured goal setting and action planning process for translating 

learning into sustainable development 
 

Facilitators for the two Groups and their Pairings 
 Group # 1 Pair: Shri Sanjay Bahadur, Shri Nikhil Gupta, Shri Akun Sabharwal, Ms 

Priyanka Basu (not confirmed) 
 Group # 2 Pair: Shri Praveen K Sinha, Shri Amit K Jain, Shri Ram Kumar Kakani, 

Shri Sonal Agnihotri (not confirmed) 

 Full Class Trainers: Ms. Ranjana Chopra and Shri Sanjeev Chopra 

 

 Schedule Topic Leadership Tool 
Day 1 
morning 

Introduction & Ice-Breaking 
Understanding Self 
Leadership Models 

Leader-Manager Sociogram 
River of Life 
DAC-ACS (using Rajesh Khanna case) 

Day 1 
afternoon 

Leadership Energizer-1 
Leading Self 
Leadership Energizer-2 

4-Chairs / Bingo (Yahoo) Activity 
Workplace Big Five Profile 
Human Knots 

Summarizing Lecture by RC (both groups) 
Day 2 
morning 

Emotional Intelligence 
Influencing Skills 
EQ & Influencing Skills in Practice 

EQ Lecture by SC (both groups) 
Gary Yukl Influence Inventory 
Twelve Angry Men Movie 

Day 2 
afternoon 

Situational Leadership 
Visioning & Co-creating 
Valediction 

Situational Leadership Model 
Vision Mandala 
 

   
 

 



Two Day Leadership Workshop – Tentative Schedule, Module  

 

Time Module and Objectives 

DAY # 1 
09:00-10:15 
 
75 minutes 

Module: Program Introduction 
Organizational leaders opening remarks; 

 Introduction to the program & Leader-Manager Sociogram 
Participant introductions 

10:15-11:30 
75 minutes 

Module: Understanding Self  

Using River of Life 

11:30-11:50 
20 minutes 

Break 
 

11:50-13:15 
85 minutes 

Module: Leadership Models 

Direction-Alignment-Commitment or DAC Model  

The ACS Model and the Learning Curve Model 

Rajesh Khanna Case 

13:15-14:15 
60 minutes 

Lunch  

14:15–14:35 
20 minutes 

Module: Leadership Energizers # 1 & 2 

4-Chairs 
Bingo (Yahoo) Activity 

14:35–16:15 
100 minutes 

Module: Leading Self 

Workplace Big Five Profile 

16:15-16:30 
15 minutes 

Break 
 

16:30–16:50 
20 minutes 

Module: Leadership Energizers # 3 

Human Knots 

16:50–17:30 
40 minutes 

Module:  Common Session by Ms Ranjana Chopra  

Summarize the Learning’s of the Day 
To allow participants share one thing that stood out for them during the day and help 
participants reflect on the day’s learning / progression. 
To reinforce why we are at this workshop in the first place:  to learn new things about 
ourselves, the topic of leadership, and the application of this information. 

DAY # 2 
Time Module and Objectives 

08:30-09:20 
50 minutes 

Module: Influencing Tactics and Inventory 

Gary Yukl Influence Inventory 

09:20–10:00 
40 minutes 

Module:  Common Session by Shri Sanjeev Chopra  

Emotional Intelligence 

10:00-10:20 
20 minutes 

Break 
 

10:20–12:00 
100 minutes 

Module: Watch Video 

Twelve Angry Men Movie 

12:00-12:10 
10 minutes 

Break 
 

12:10–13:15 
65 minutes 

Module:  Debrief the video Twelve Angry Men 

EQ & Influencing Skills in Practice 

13:15-14:15 
60 minutes 

Lunch  
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14:15–14:50 
35 minutes 

Module: Situational Leadership 

Situational Leadership Model 

14:50–15:40  
50 minutes 

Module: Visioning and Co-Creating 

Vision Mandala 

15:40–16:00  
20 minutes 

Module: Share the Learnings of the Day 

Review the Learning’s of the Day 

16:00-16:15 
15 minutes 

Module: Valediction + Complete Program Evaluations and Close 

Valediction 

 
 Day Leadership Workshop – Tentative Schedule, Module and Objectives 
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• On the next page, draw a river on your paper from the bottom left hand corner to the top right
corner.
»» Label the bottom left corner, birth
»» Label the upper right, present

• Be creative, create your river and make it reflect the turns in your life. Include, images, symbols,
words, etc., that mark out key events in your life. Draw islands in the river that represent places
you have lived, key people, or anything else you want.

• Along each side of the river, add tributaries representing  challenging and affirming moments. Try
to think of these moments as those that taught you something – be it decisions,  choices or events.
Draw the positive affirming ones in green on the left and those more challenging on the right,
in red.

1
1
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Explore your river and write down insights you gain when you reflect:

• What patterns do you see? What stands out for you?

• What experiences or what people are significant?

2
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• How do you imagine your river extending over the next 5 years?

• Do your leadership values differ to your personal values?

• What will need to change in your future if you live by your leadership values?

• What impact will this have in your professional life?

3
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Effective Leadership: DAC Model

4
4
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Direction: How will we decide on a shared direction?
Alignment: How will we coordinate our work so that it fits together in support of the direction?
Commitment: How will we maintain commitment to the collective group?

While the role of developing Direction, Alignment and Commitment may fall on a leader or small group of 
leaders, leadership is a process rather than a person.

The process of leadership calls for shared agreement on all three dimensions.

An Effective Leadership Model: DAC

Distinguishing Leaders from Leadership

5
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D A C

D A C

D D DD A C

+ +

+ +
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=

=

=

DIRECTIONLESS

INCONSISTENT

STRUGGLING

When Any One of These is Missing ... Leadership Gets...
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Notes



The situations depicting DAC as source of success or failure 

Dr. Prem Singh Bogzi1 

 

1. The public sector has been not very successful in implementing projects and programs; however 

one of the projects which caught attention of people in recent times id Delhi Metro. What are the 

reasons for success of Delhi Metro from the point of view of Leadership? (DAC all present) 

2. Why many innovative initiatives in Govt. fail after the transfer of protagonist.  (the C is missing 

from many of the stakeholders) 

3. Why India is not able to make a dent in poverty in spite of reasonable growth? (the A of resources 

is missing although D and C are there to a great extent) 

 

== 

 

Instructors may add the following aside to the above discussion: 

 

DAC Illustration Using timelines on Aam Aadmi Party: 

~ Created in 2012 

~ DAC fully aligned from November 2012 to December 2013 (till it won majority of seats in the 

elections of Delhi State Assembly)  

~ Direction started missing around February 2014 (after it came to power in Delhi State)  

~ Alignment started missing around April-May 2014 (during the election campaigning for Lok 

Sabha elections … large resources were spent unnecessarily)  

~ Commitment started missing around July 2014 (as it started stating that they will only contest 

the Delhi assembly elections – and give a miss to all others)  

 

                                                             
1 This case has been developed by Prem Singh Bogzi, an IAS officer of 2000 batch, solely to provide material for 
class room discussion. It does not intend to illustrate either effective or ineffective handling of the situation. 

8
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Leaders Development Framework: ACS

Assessment

Results

Support Challenge

A developmental experience 
with lasting impact

Data concerning the individual and 
their context

The Process of developing and 
gaining knowledge, skills, and 

abilities to meet the new challenge.
Information affirming the 

individual and their actions

• Evaluates one’s current level
of competence, expertise, or
behavioral impact

• Provides a benchmark...
• It unfreezes one’s present

perceptions
• Optimally it should be

continuous

• From others, instruments, etc.

Assessment

• New skills and competencies are
acquired and new behaviors are
developed

• One moves beyond their current
reality to a higher plane

• Disequilibrium is created and
comfort zones are stretched.

• New capacities to influence are
developed

Challenge
• Others provide encouragement,

confirmation & accountability
• Resources are provided;

educational, emotional, etc.
• Obstacles and constraints are

removed
• Milestones are set; progress is

monitored

Support
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Leaders Development Framework: ACS

Three Keys to Development: Assessment, Challenge & Support Have you ever experienced an intense 
period of learning and growth in your career? Perhaps it was your first “real” job out of college. Or when 
you stepped up to lead a critical project with a make-or-break deadline. Maybe it was learning to manage 
the various needs, styles and temperaments in your department. What sets these times apart from the 
remainder of your work life? At the Center for Creative Leadership, our research and experience shows 
there are here are three key elements that make the difference between an average experience and one 
that drives leadership development. Experiences that combine assessment, challenge and support are 
more likely to be key, developmental times.

Assessment:  Assessment is information that describes your current strengths and level of effectiveness, 
as well as areas that need improvement. Assessment and feedback from others is critical for a clear, honest 
evaluation. Our personal self-assessments are often out of line with how others see us, so relying on that 
view alone can be deceptive and even dangerous.

Challenge:  A challenging situation is one that is viewed as difficult, a hurdle to jump. Typically, to meet 
a challenge you are stretched out of your comfort zone and are asked to try new things. Challenge 
encourages your growth as a leader, helps you contribute to the organization and keeps you creatively 
engaged in your work.

Support:  Support is an often-overlooked element of professional development. Support is a means of 
enhancing your self-confidence, affirming your strengths, and guiding your acquisition of skills needed 
to meet new challenges. When faced with tough assessments or difficult challenges, support can make 
the difference between an overall positive experience and one that leads to frustration or failure. Support 
can come from spouses, significant others, bosses, peers or work colleagues, your direct reports, friends, 
coaches, mentors, community volunteers, religious leaders or anyone else.
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Leader Development Framework: The Learning Curve



Travails of Rajesh Khanna, IAS 

Sanjeev Chopra1 

 

It was a cold January morning in Nasarathpur when Rajesh Khanna, an IAS officer of the 2002 

batch, received the news that he had been posted as Additional Secretary, Rural Development 

Department in the State Secretariat. He felt that he had been stagnating in his present position 

as District Magistrate and wanted to challenge himself by painting on a bigger canvas. However, 

in his interaction with seniors, he was sounded about the issues with regard to physical facilities 

in the state capital, things which he had usually taken for granted in Nasarathpur. Besides, the 

common refrain of his colleagues related to the “different” work culture in the state 

government. After availing joining time, Rajesh joined in the Department of Rural Development. 

Rajesh spent the first couple of months in the state capital in settling down. He was allotted 

government accommodation after two months during which time he felt lucky to have 

managed school admission for his two daughters. Three months in his new job, he felt that he 

had done little other than settling his domestic affairs. He was determined to make up for the 

lost time.  A couple of days later, the Secretary called him to his chamber and said, “Rajesh, we 

have a very important job at hand. You may be aware that the government had promised to the 

delegation of Confederation of Indian Industry that we will bring out a new policy to kick-start 

the rural infrastructure sector and encourage private sector participation in PURA (Provision of 

Urban Amenities in Rural Areas). While you were on leave last week, we have firmed up the 

contours of the proposed policy. The Minister wants to announce it during the conclave of 

business captains scheduled after 10 days. This means that we have to get the clearance in the 

next cabinet meeting which is just a week away. Please put up a cabinet note in the next three 

days”.  

Though for a moment Rajesh felt apprehensive since he could not attend the related training 

program for newly posted Directors/Deputy Secretaries due to his pre-occupation, he felt 

confident that he could refer to the extant instructions, go through the old files, speak to 

colleagues and do a good job. He immediately got to work and worked tirelessly for the next 

three days. The secretary seemed pleased with the outcome and fixed up a meeting to brief the 

minister the very next day. The briefing too went well and his hard work was appreciated. 

The Secretary advised him to convey the note to the Parliamentary Affairs Department for 

placing in the cabinet meeting the next day. In the evening, as Rajesh was preparing to go to 

                                                             
1 This case has been developed by Sanjeev Chopra, an IAS officer of 1990 batch, solely to provide material for class 
room discussion. It does not intend to illustrate either effective or ineffective handling of the situation. 

12



bed, he received a call from the Under Secretary, Parliamentary Affairs Department that the 

note could not be placed in the cabinet meeting as the proposal had not been vetted by the 

Finance Department. Rajesh had a sleepless night though he felt sure that he had covered all 

the issues mentioned in the manual on cabinet note-writing to the minutest detail. 

Early next morning he received a call that Minister has scheduled a meeting on the subject at 9 

a.m. Rajesh reached office well in time to refer to the Manual only to find that he had indeed 

messed up and forgotten to obtain the approval of Finance Department.   He felt blood drain 

from his face and limbs go numb.  Minister went ballistic in the meeting castigating the 

departmental officials for the lapse and how he had let down the Chief Minister. The Secretary 

apologized profusely and assured the minister that this was an aberration and he will fix 

responsibility to ensure that it does not happen again. Minister nodded but didn’t seem 

convinced. 

After the meeting, Rajesh trudged back to his room and slumped into the chair. He was woken 

up from his slumber by a call from his PA that the Secretary wishes to see him. It was with great 

trepidation that Rajesh walked into the chamber of the Secretary.  

 

13
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Leaders Development Framework: ACS



16 ©2014 Center for Creative Leadership,  

LAL BAHADUR SHASHTRI NATIONAL ACADEMY OF ADMINISTRATION. All Rights Reserved. 



17©2014 Center for Creative Leadership,  

LAL BAHADUR SHASHTRI NATIONAL ACADEMY OF ADMINISTRATION. All Rights Reserved. 



18 ©2014 Center for Creative Leadership,  

LAL BAHADUR SHASHTRI NATIONAL ACADEMY OF ADMINISTRATION. All Rights Reserved. 



19©2014 Center for Creative Leadership,  

LAL BAHADUR SHASHTRI NATIONAL ACADEMY OF ADMINISTRATION. All Rights Reserved. 



20 ©2014 Center for Creative Leadership,  

LAL BAHADUR SHASHTRI NATIONAL ACADEMY OF ADMINISTRATION. All Rights Reserved. 
00



21©2014 Center for Creative Leadership,  

LAL BAHADUR SHASHTRI NATIONAL ACADEMY OF ADMINISTRATION. All Rights Reserved. 

WorkPlace Big Five Profile™ Worksheet

Listen to the verbal descriptions of the Five Supertraits.  Mark an “X” on the continuum where you 
believe there is a “best fit” between the trait and the demands of your job. 

Descriptors for the continuum are below.  (+) indicates At Your Best and (-) indicates At Your Worst. Also, 
add your own self-descriptions that come to mind.

N: Need for Stability (N1: Worry, N2: Intensity, N3: Interpretation, N4: Rebound Time)

E: Extraversion (E1: Warmth, E2: Sociability, E3: Activity Mode, E4: Taking Charge, E5: Trust of Others, E6: Tact)

O: Originality (O1: Imagination, O2: Complexity, O3: Change, O4: Scope)

A: Accommodation (A1: Others’ Needs, A2: Agreement, A3: Humility, A4: Reserve)

C: Consolidation (C1: Perfectionism, C2: Organization, C3: Drive, C4: Concentration, C5: Methodicalness)

Responsive

Ambivert

Moderate

Negotiator

Balanced

Resilient Reactive

Introvert Extravert

Preserver Explorer

Challenger Adapter

Flexible Focused

Calm, rational, at ease, optimistic, rapid 
rebound time

Unsympathetic, insensitive, under-reactive, 
uncaring, impersonal

Alert, concerned, sensitive, expressive, 
conscience for the group

Tense, over-reactive, pessimistic, longer 
rebound time, take things too personally

Quiet, works well independently, reflective, 
allows space and time for others to 
participate, little need for “spotlight”

Loner, enigmatic, low energy, avoids taking 
charge or leading others, cool  
and aloof

Enthusiastic, shares emotions, people-
oriented, comfortable with a lot of  
“action”, high energy

Overbearing, aggressive, center-of-
attention, outspoken to the point of 
dominating conversation

Attentive to details, likes implementation, 
possesses expert knowledge (knows what 
works based on experience and tradition), 
practical, efficient, down-to-earth

Conservative, narrow perspective, resists 
change

Open to change, future-oriented, 
imaginative, curious, strategic, inventive, 
prefers complexity

Impractical, easily bored, out-of-touch 
with reality, change for the sake of  
change

Tough, competitive, persistent, challenges 
status quo, independent, willing to go it 
alone

Self-centered, aggressive, win at all costs, 
skeptical, hard-headed, not a team player

Tolerant, agreeable, accepting,  
promotes harmony, team player

Naïve, acquiescent, submissive, 
conflict averse, dependent

Flexible, multi-tasker, spontaneous, 
comfortable with ambiguity, able to “make 
do” with less, rules=guidelines

Distractible, (and distracting to others), 
disorganized, irresponsible, unproductive

Focused, planful, disciplined, sequential, 
dependable, rules=rules

Stubborn, demanding, rigid, compulsive, 
over-driven/ambitious

+

-

+

-

+

-

+

-

+

-

+

-

+

-

+

-

+

-

+

-
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This worksheet helps you explore the strengths and challenges of your unique personality at work, at 
either your current job or a future position. Using what you have learned about your traits and personality, 
assess your overall effectiveness and how you might choose to develop with respect to the five traits. 
Select strategies if they are not too much of a stretch or challenge for you. 

Your Case Study Worksheet

How does your level of  
this trait help you perform  
your job?

How does your level of this 
trait cause problems or 
concerns in your job?

What development 
strategies could you use?

N

E

O

A

C
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Some Key Terms

• Personality is the sum total of the habitual ways in which we think, feel, and 

act in most situations

• It reflects the pattern of qualities and traits that is specific to that person

©2014 Center for Creative Leadership. All rights reserved.

Some Key Terms

• Behaviour is the term used to describe what we do or say – in sum, the only 

part of our personality that can be observed by others directly

24
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Some Key Terms

• Traits are the enduring behaviour patterns in an individual that are normally 

seen in most situations

• They are either inborn or are formed through very early experiences

• They are present in everyone in greater or smaller measure

©2014 Center for Creative Leadership. All rights reserved.

Some Key Terms

• Our personality – more specifically, our behaviour – largely determines the 

kind of leadership we exercise and how others perceive us as leaders

• Knowing our traits can help us determine what we need to do to become the 

kind of leaders we want to become!

25



Based on work of Gordon Allport

The BigFive logo and WorkPlace BigFive ProFile are trademarks owned by the Center for Applied Cognitive Studies. Used with permission..
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Created by:

Pierce J. Howard, Ph.D.
Jane Mitchell Howard, M.B.A.
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Personality Assessment
• Provides a picture of preferences & tendencies

• Finite data points

IQ

Skills
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38%

24% 24%
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0       35      45         55      65     100
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14%

34% 34%
14%

2%

Low Range High RangeMid Range
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Underlying Structure for WorkPlace BigFive ProFile

Stress

People

Novelty

Power

Goals

The BigFive logo and WorkPlace BigFive ProFile are trademarks owned by the Center for Applied Cognitive Studies. Used with permission..
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WorkPlace Big Five Traits

= (38%) + (24%)- (24%) ++ (7%)- - (7%)

N : Need for Stability
The degree to which we respond to stress

E : Extraversion
The degree to which we tolerate sensory stimulation from people/situations

O : Originality
The degree to which we are open to new experiences/new ways of doing things

A : Accommodation
The degree to which we defer to others

C : Consolidation
The degree to which we push towards goals

+ + +-- - =

Resilient ( N - ) Responsive ( N = ) Reactive ( N + )

Introvert ( E - ) Ambivert ( E = ) Extravert ( E + )

Preserver ( O - ) Moderate ( O = ) Explorer ( O + )

Challeneger ( A - ) Negotiator ( A = ) Adapter ( A + )

Flexible ( C - ) Balanced ( C = ) Focused ( C + )

45350 10055 65
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Your
score
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Trait
Report

Narrator
Report
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WorkPlace
Big Five

5 Super Traits

23 Sub-traits
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+ Calm, rational, at ease, 
optimistic, rapid rebound time

- Unsympathetic, insensitive, 
under-reactive, careless, tunnel-
vision, impersonal

+ Alert, concerned, sensitive, 
expressive, conscience for the 
group

- Tense, over-reactive, pessimistic, 
longer rebound time, take things 
too personally

N1 : Worry, 

N2 : Intensity

N3 : Interpretation

N4 : Rebound Time

30
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+ Quiet, works well 
independently,  reflective, allows 
space and time for others to 
participate, little need for “spotlight”

- Loner, enigmatic, low energy, avoids 
taking charge or leading others, 
cool and aloof

+ Enthusiastic, shares emotions, 
people-oriented, comfortable with 
a lot of “action”, high energy

- Overbearing, aggressive, center-
of-attention, outspoken to the 
point of dominating conversation 

E1 : Warmth

E2 : Sociability

E3 : Activity Mode

E4 : Taking Charge

E5 : Trust of Others

E6 : Tact
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+ Attentive to detail, likes 
implementation, possesses expert 
knowledge (knows what works 
based on experience and 
tradition), practical, efficient, 
down-to-earth

- Conservative, narrow perspective, 
resists change 

+ Open to change, future-oriented, 
imaginative, curious, strategic,
inventive, prefers complexity

- Impractical, easily bored, out-of-
touch with reality, change for the 
sake of change

O1 : Imagination 

O2 : Complexity

O3 : Change

O4 : Scope

31
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+ Tough, competitive, persistent, 
challenges status quo, independent, 
willing to go it alone

- Self-centered, aggressive, win at all 
costs, skeptical, hard-headed, not a
team player

+ Tolerant, agreeable, accepting, 
promotes harmony, team player

- Naive, acquiescent, submissive, 
conflict averse, dependent

A1 : Others’ Needs

A2 : Agreement

A3 : Humility

A4 : Reserve

©2014 Center for Creative Leadership. All rights reserved.

+ Flexible, multi-tasker, 
spontaneous, comfortable with 
ambiguity, able to “make do” with 
less, rules=guidelines

- Distractible (and distracting to 
others), disorganized, 
irresponsible, unproductive

+ Focused, planful, disciplined, 
sequential, dependable, rules=rules

- Stubborn, demanding, rigid, 
compulsive, over-driven/ambitious

C1 : Perfectionism 

C2 : Organization

C3 : Drive

C4 : Concentration

C5 : Methodicalness
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TRAITS: Balancing the Two                   

“Fuel Tanks”

©2014 Center for Creative Leadership. All rights reserved.

What size are your “fuel tanks”?

Score

of 50 on

Need

for

Stability

After a severe

reprimand

Calm              Stress Calm              Stress

Before a severe

reprimand
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Before a subway ride

Score

of

25

on

Extraversion

Quiet              Loud Quiet              Loud

After a subway ride

What size are your “fuel tanks”?

©2014 Center for Creative Leadership. All rights reserved.

Score

of

75

on

Originality

Before proof-reading

Detail            Creative Detail           Creative

After proof-reading

What size are your “fuel tanks”?
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Score

Of

40

on

Accommodation

Before performance 
appraisals

After performance 
appraisals

Defy              Submit Defy               Submit

What size are your “fuel tanks”?

©2014 Center for Creative Leadership. All rights reserved.

Score

Of

60

on

Consolidation

Before unstructured 
weekend

No Plan               Plans

After unstructured weekend

No Plan            Plans 

What size are your “fuel tanks”?
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“Without learning there can be no application.” -- Maxine Dalton, Ph.D. 
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Day Two 
Influence 
 
 

Influence 
 Influence is the ability to affect the behaviour of others in a particular direction. 

 Influence is also the use or expression of power. 

 Influence tactics are specific types of behaviour used to exert or “spend” power. 

 Power = the capacity or potential to exert influence and implement change. 

 Positional Power: influencing others through your power based on your formal status, authority, 

and control of resources, punishments, or rewards. 

 Personal Power: influencing others through your power based on your relational skills, 

trustworthiness, expertise, special skills, credibility, personality traits, charisma, personal status 

and so on. 

 
Think of a time that someone got you to do something you weren’t sure you wanted to do, yet later 

you were glad you did. 

 
What did the person do or say to convince you to change? What was the impact on you? 
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Day Two 
Definitions of Proactive Influence Tactics by Dr. Gary Yukl 

 

 
 

Rational Persuasion: The agent uses logical arguments and factual evidence to show that request or 

proposal is feasible and relevant for important task objectives. 

 
Apprising: The agent explains how carrying out a request or supporting a proposal will benefit the 

target personally or will help to advance the target’s career and future. 

 
Inspirational Appeals: The agent appeals to the target’s values and ideals or seeks to arouse the 

target person’s emotions to gain commitment for a request or proposal. 

 
Consultation: The agent asks the target to suggest improvements or help plan a proposed activity 

or change for which the target person’s support is desired. 

 
Collaboration: The agent offers to provide relevant resources or assistance if the target will carry 

out a request or approve a proposed change. 

 
Ingratiation: The agent uses praise and flattery when attempting to influence the target person to 

carry out a request or support a proposal. 

 
Personal Appeals: The agent asks the target to carry out a request or support a proposal out of 

friendship, or asks for a personal favour before saying what it is. 
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Day Two 
Definitions of Proactive Influence Tactics by Dr. Gary Yukl 
 

 

Exchange: The agent offers something the target person wants, or offers to reciprocate at a later 

time, if the target will do what the agent requests. 

 
Coalition Tactics: The agent enlists the aid of others, or uses the support of others, as a way to 

influence the target to do something. 

 
Legitimating Tactics: The agent seeks to establish the legitimacy of a request or to verify that 

he/ she has the authority to make it. 

 
Pressure: The agent uses demands, threats, frequent checking, or persistent reminders to 

influence the target to do something. 

 
Emotional intelligence (EQ) is the ability to identify, assess, and control the emotions of oneself, of 

others, and of groups. The model introduced by Daniel Goleman focuses on EQ as a wide array of 

competencies and skills that drive leadership performance. Goleman’s model outlines several main 

EQ constructs (for more details see “What Makes A Leader” by Daniel Goleman, best of Harvard 

Business Review 1998): 

 
1. Self-awareness – the ability to know one’s emotions, strengths, weaknesses, drives, values and 

goals and recognize their impact on others while using gut feelings to guide decisions. 

 
2. Self-regulation – involves controlling or redirecting one’s disruptive emotions and impulses and 

adapting to changing circumstances. 

 
3. Social skill – managing relationships to move people in the desired direction. 

 
4. Empathy - considering other people’s feelings especially when making decisions. 

 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

42



 
 
 
 

  

Day Two 
Influence Tactics Scale 

 
Your Use of Influence Tactics: A Self-Guided Worksheet 

 

Part 1 

Respond to the statements below, which describe typical actions taken to influence another person to take an action or 

perform a task. As you respond to the statements, don’t be too concerned at this point about whether the person is a direct 

report, peer, boss, or other key stakeholder. Although your choice of influence tactics can depend on who, why, where, and 

when you influence, in this exercise you are only reporting how often you use certain tactics. 

 

Using the scale below, please rate each statement by darkening the appropriate number. 

 

     1= Almost never 

     2= Seldom 

     3= Sometimes 

     4= Often 

     5= Almost always 

 

Q1 I logically explain to the person the reason for the requested          
action. 
 

1       2       3       4       5 
 

Q2 I explain how my request, which may require additional 
work from another person, can have long-term benefits to the 
person’s Career.  
 

1       2       3       4       5 
 

Q3 I show the person how the requested action meets his or her 
individual goals and values. 
 

1       2       3       4       5 
 

Q4 I provide the necessary resource (time, staff, materials, and 
technical support, for example) the person needs to 
accomplish the task. 
 

1       2       3       4       5 
 

Q5 I link my request to the organization’s strategic intent. 1       2       3       4       5 
 

Q6 I offer factual and detailed evidence that the proposal is 
feasible. 
 

1       2       3       4       5 
 

Q7 I present my request in terms of a favor, which I promise to 
reply. 
 

1       2       3       4       5 
 

Q8 I describe the task with enthusiasm and express confidence in 
the person’s ability to accomplish it. 
 

1       2       3       4       5 
 

Q9 I reduce the difficulty of carrying out the request by 
removing barriers to success 
 

1       2       3       4       5 
 

Q10 I ask the person for ideas about how to carry out the 
requested action and incorporate those ideas into the process. 
 

1       2       3       4       5 
 

Q11 I tell the person that without his or her help, I will have to 
appeal to his or her boss. 
 

1       2       3       4       5 
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Q13 I link my request to a clear and appealing vision the person 
can fully support. 
 

1       2       3       4       5 
 

Q14 I agree to assist the person with one of his or her future 
projects. 
 

1       2       3       4       5 
 

Q15 I thoughtfully respond to the person’s concerns and 
suggestions. 
 

1       2       3       4       5 
 

Q16 I involve credible people to help me influence the person. 1       2       3       4       5 
 

Q17 I explain that my position in the organization makes me 
responsible for making the request. 
 

1       2       3       4       5 
 

Q18 I check in often with the person to make sure he or she is 
carrying out my request. 
 

1       2       3       4       5 
 

Q19 I appeal to the person’s self-image. 1       2       3       4       5 
 

Q20 I offer to help the person with his or her regular work. 1       2       3       4       5 
 

Q21 Ì depend on my working relationships with the person to 
support my request. 
 

1       2       3       4       5 
 

Q22 I develop strategic alliances by networking with key 
stakeholders who will help me in developing my influence 
strategy. 
 

1       2       3       4       5 
 

 

 

Part 2 

Add up the points for all your responses using the formulas below. The score for each scale will be from 2 to 10 points. 

 

Q1 + Q6 =   ______________  This is your rational persuasion score. 

Q10 + Q 15=      ______________ This is your consultation score. 

Q3 + Q13=   ______________  This is your inspirational appeals score. 

Q4 + Q 9=      ______________  This is your collaboration score. 

Q2 + Q12=    ______________  This is your apprising score. 

Q8 + Q 19=    ______________ This is your ingratiation score. 

Q14 + Q20=    ______________ This is your exchange score. 

Q7 + Q 21=    ______________ This is your personal appeals score. 

Q17 + Q5=    ______________ This is your legitimating score. 

Q18 + Q11=    ______________ This is your pressure score. 

Q16 + Q22=    ______________ This is your coalition score. 
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Part 3 

Plot each of your scores on the following graph and then connect the dots. This will show which influence tactics you can 

develop or use more often, either alone or in combination with other tactics. 

 

If you prefer, or if you want an additional graph to mark your progress in using different influence tactics, you can download 

a copy at www.ccl.org/influence. 

 

  

 CORE TACTICS 
(most often used by leaders and most effective in getting 

results) 

SUPPLEMENTAL TACTICS 
(often combined with other tactics) 
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Day Two 
Twelve Angry Men 

This movie drama depicts a jury forced to consider a homicide 

trial. At the beginning, they have a nearly unanimous decision 

of guilty, with a single dissenter of not guilty, who, throughout 

the play sows a seed of reasonable doubt. The story begins 

after closing arguments have been presented in the homicide 

case, as the judge is giving his instructions to the jury. As in 

most American criminal cases, the twelve men must 

unanimously decide on a verdict of “guilty” or “not guilty”. (In 

the justice systems of nearly all American states, failure to 

reach a unanimous verdict, a so-called “hung jury”, results in a 

mistrial.) 

The case at hand pertains to whether a young Hispanic man murdered his own father. The jury 

is further instructed that a guilty verdict will be accompanied by a mandatory death sentence. 

These twelve then move to the jury room, where they begin to become acquainted with the 

personalities of their peers. Throughout their deliberation, not a single juror calls another by his 

name because the names are unknown by the jurors. Several of the jurors have different reasons 

for discriminating against the witness: his race, his background, and the troubled relationship 

between one juror and his own son. Nominated for 3 Oscars in 1957; had sixteen other wins and six 

other nominations. 

Questions: 

 
1. How did Henry Fonda, juror #8 - whose name was Davis in the movie - influence the other jury members? 

 
2. How would you assess Henry Fonda’s emotional intelligence (EQ) and listening skills? 

 
3. How would you assess the leadership of the jury’s foreman? 

 
4. What in this film stood out to you about influence, emotional intelligence (EQ), and communication and their 

relevance to effective leadership? 
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Day Two 
Vision Mandal 
 
 

Notes 
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Day Two 
Notes 
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Influence:  Gaining Commitment, Getting Results

“Influence is the essence of leadership. It is necessary to sell your ideas, to gain 
acceptance of your policies or plans, and to motivate others to support and 
implement your decisions.”	   —Yukl, 1998

Influence

Influence Is ... •	 … the ability to affect the behavior of others in a particular direction,
• and the use or expression of power.

Influence tactics are specific types of behaviors used to exert or “spend” power

• Commitment:  Enthusiastic response with high-level effort
• Compliance:  Moderate response with minimal effort
• Resistance:  Minimal, if any, response with delayed effort

Commitment

Compliance

Resistance

Influence Tactics
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Influence Tactics and Potential Outcomes

• Commitment:  Enthusiastic response with high-level effort
• Compliance:  Moderate response with minimal effort
• Resistance:  Minimal, if any, response with delayed effort

Proactive Influence Tactics:  Most Effective

Proactive Influence Tactics:  Moderately Effective

Proactive Influence Tactics:  Less Effective

• Rational persuasion:   Using logical arguments and factual evidence
• Consultation:   Seeking participationand support
• Inspirational appeals:   Making a requestor proposal that arouses the person’s enthusiasm
• Collaboration:   Offering to provide assistance or resources

• Apprising:   Explaining the personal benefits
• Ingratiation:   Using praise and flattery and friendly, helpful behavior
• Exchange:   Exchanging favors, sharing benefits, establishing reciprocity
• Personal appeal:   Appealing to feelingsof loyalty or friendship

Influence Tactics

• Legitimating:  Claiming authority or consistency with organizational policy
• Pressure:  Demanding, threatening, persistence
• Coalition Building:  Seeking the aid and support of others to persuade

How Do You Influence Others? 
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The Situational Leadership Model 
(Adapted from the model by Ken Blanchard and Paul Hersey in Management of Organizational Behavior, ’96) 

 

The Situational Leadership Model suggests that there is no “one size fits all” approach 
to leadership. Depending on the situation, varying levels of “leadership” and 
“management” are necessary. However, leaders must first identify their most important 
tasks or priorities. Second, leaders must consider the readiness level of their followers 
by analyzing the group’s ability  and willingness. Depending on the level of these 
variables, leaders must apply the most appropriate leadership style to fit the given 
situation. The four different types of situational leadership are:  
 

Directing 

Coaching 

Supporting 

Delegating 

 
 

The Three Steps of the Situational Leadership Model 
 

Step 1: Identify the Most Important Tasks or Priorities 

 

Step 2: Diagnose the Readiness Level of the Followers 

 

Step 3: Decide the Matching Leadership Style 
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Step 1: Identify the Most Important Tasks or Priorities 
 

Suggestions to consider when deciding your three most important tasks or priorities: 
1. Focus your three priorities or tasks on big picture items that will require participation and 

commitment from the entire chapter. This doesn’t mean you should eliminate a possible 
priority just because you fear the chapter won’t go along with it; it simply means that your 
priorities should be big enough that executing them will require the chapter’s involvement. 

2. Your three priorities should be fundamental to the success of the chapter. For example, 
“Creating a new recruitment slogan” is not as important as “Creating a working Kai 
Committee.” 

3. Whenever possible, be specific! For example, “Recruitment” is a vague priority, but “Create 
and execute a year round recruitment model resulting in a 25 man pledge class next fall” is 
specific. 

4. Sometimes our best priorities are things we should STOP doing. For example, if your chapter 
has high-risk social practices (i.e. providing hard alcohol to underage guests), it is a worthy 
priority to “Eliminate high-risk social factors and create a new culture of social conduct in the 
chapter.” 

5. Don’t hesitate to go after bold tasks such as winning the “Top Chapter” award on campus, 
achieving a 3.0 chapter GPA, or increasing your membership size to 75 men. All of these will 
require participation and commitment from the rest of the chapter. 

6. Don’t worry about how you will achieve the priorities just yet. Decide what they should be 
first! 

7. You may need to brainstorm a list of 5-10 priorities and then narrow the list to your top three. 

 

What are the three most important tasks or priorities that your executive committee will 
lead the chapter through this year? 

 
1. ______________________________________________ 

 
 
 

2. ______________________________________________ 
 
 
 

3. ______________________________________________ 
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The Four Types of Situational Leadership 
 

Directing – This leadership approach is most appropriate when the followers have low 
willingness and low ability for the task at hand. When the followers cannot do the job and 
are unwilling or afraid to try, then the leader must take a highly directive role. Directing 
requires those in charge to define the roles and tasks of the followers, and supervise them 

closely. Decisions are made by those in charge and communication is one-way. If the leader focused 
more on the relationship in this situation, the followers would become confused about what must be 
done and what is optional. Directing is often used when the issue is serious or comes with drastic 
consequences if not successful. The leader maintains a directive position to ensure all required actions 
are completed. 

 
Coaching – This leadership approach is most appropriate when the followers 
have high willingness but low ability for the task at hand. Like Directing, 
Coaching still requires leaders to define roles and tasks clearly, but the leader 
seeks ideas and suggestions from the follower. Decisions remain the leader's 
prerogative, but communication is much more two-way. Followers needing 
coaching require direction and supervision because they are still relatively 
inexperienced, but they also need support and praise to build their self-esteem, and 

involvement in decision-making to restore their commitment. While Coaching, the leader spends time 
listening, advising, and helping the follower gain necessary skills in order to do the task autonomously 
next time. 

 
Supporting – This leadership approach is most appropriate when the followers have 
low willingness but high ability for the task at hand. Supportive leadership works when 
the follower can do the job, but is refusing to do it or showing a lack of commitment. The 
leader need not worry about showing them what to do, but instead should be concerned 
with finding out why the followers are refusing and work to persuade them to cooperate. 
The key to supportive leadership is motivating and building confidence in people! Clarification on the 
details of the process won’t matter, as the follower already knows what to do but lacks the motivation 
to act. Supportive leadership involves listening, giving praise and making the followers feel good when 
they show the necessary commitments for success. 

 
Delegating – This leadership approach is most appropriate when the followers 
have high willingness and high ability. Leaders should rely on delegating when the 
follower can do the job and is motivated to do it. There is a high amount of trust that 
the follower will do well, and the follower requires little supervision or support. 
Delegating still keeps the leader involved in the decisions and problem-solving, but 
execution is mostly in the hands of the followers. Because the follower has the most 
control, he is responsible for communicating information back up to the leader. 
Followers at this level have less need for support or frequent praise, although as with 
anyone, occasional recognition is always encouraged. 
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Competence in Motion  
Deutsche Gesellschaft für  

Internationale Zusammenarbeit (GIZ) GmbH, India 

 

 

 

 

 

 

Leading with Passion and Purpose: Serving People 
by Leading Self and Others 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

Reflection Summary 
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Reflection/Lessons Learned 
 

Schön (1983) describes two types of reflection: reflection-in-action and reflection-on-action.   

 

Reflection-in-action helps us as we complete a task.  It is that process that allows us to 

reshape what we are working on, while we are working on it.  It is that on-going 

experimentation that helps us find a viable solution.  In this, we do not use a “trial-and-

error” method.  Rather, our actions are much more reasoned and purposeful than that.  If 

something isn’t working correctly (doesn’t seem right, doesn’t seem to move you closer to 

the goal) then you “reflect” (a conscious activity) in the action-present.  A critical aspect is 

the questioning of the assumptional nature of knowing-in-action (KIA), where KIA is not 

the action itself, but what that action really indicates that we know.  In other words, 

knowing-in-action is often that tacit information that we know about doing something—it is 

often left unexplained or unmentioned when we describe what we do.  It is revealed in 

skillful performance.  Reflecting-in-action is generally called forth when a surprise appears in 

the process of accomplishing the task.  And that surprise causes one to question how the 

surprise occurred given our usual thinking process.  

 

 As you work on your projects you should reflect-in-action.  Many of the “surprises” you will 

encounter will appear because the knowing-in-action on which you draw is largely skills that 

you perhaps developed in other fields.  Thus, the surprises occur because your old model 

doesn’t work without modification for the new task.  You reflect-in-action and find out what 

is different and how you can change your thinking to address this new task.  

 

Reflection-on-action in our design projects is provided by final reflection papers, portions of 

design documents titled “lessons learned,” and also any time (written or otherwise) in which 

you evaluate your own process (this is actually a critical part of the design process and should 

well be incorporated into your design documents).  “We reflect on action, thinking back on 

what we have done in order to discover how our knowing-in-action may have contributed to 

an unexpected outcome” (Schön, 1983, p. 26).  

 

So, how do you reflect-on-action?  How do you write lessons learned or a reflection paper?   

 

1. Start by choosing a critical incident.  This incident could be something that you 
believe you finally did correctly after much ado or it could be something that even in 
the end you believe you didn’t do very well (in that case, the incident is that you 
turned in something that you were not pleased with).  This incident will likely be 
reflected somewhere in your process documents—maybe it is a poor learner analysis 
or a schedule that was never adhered to.   

 
2. Then, think about the components of that incident from two different time frames.  

For example, if it’s something with which you struggled and were proud of the 
accomplishment in the end, try to find that “light bulb” that helped you make sense 
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of it.  Then, what was it like before that time and what was it like after that time.  If 
it’s something that you still did not master, think about what you did and what you 
would have like to have done.  Write up that personal discussion (a reflection paper 
will be a conversation with yourself in a way).  

 
3. Next, discuss the thinking process that either existed, or needed to exist, between the 

two time frames.  What was not right in the knowing-in-action?  See if you can find 
specific examples to link in this discussion.  And, draw on your resources (book, 
articles, etc.) that help explain the incident.   

 
4. Finally, wrap it all up.  Summarize your lesson.  In other words, what have you 

learned so next time your knowing-in-action (or at least your reflection-in-action) 
will be different and will reflect your new understanding?   

 
Reference 

 

Schön, D. A. (1987).  Teaching artistry through reflection-in-action.  In Educating 

the reflective practitioner (pp. 22-40).  San Francisco, CA: Jossey-Bass Publishers.  
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 Reflection and its Types 

What is reflection? 
 
 
The term "reflection" is derived from the Latin term reflectere—meaning "to bend back." A 
mirror does precisely this, bend back the light, making visible what is apparent toothers, but a 
mysterious--namely, what our faces look like. 
 
 
In service learning, we look to develop processes that allow the people doing service to bend 
the metaphorical light of their experiences back on to their minds—to make careful 
considerations about what their experience were all about: what did they see, who did they 
meet, why is the real need for such services in the first place, etc. The act of reflection, 
therefore, becomes crucial to their education. It serves as the bridge between experience sand 
learning. 
 
 
Reflection is more than "touchy-feely." 
 
 
Many people think of reflection only in terms of "touchy-feely"` group discussions. 
Consequently, they resist opportunities to reflect on the nature of their service work. This, a 
version stems from what appears to be a barrier to talking about one's feelings, thoughts, and 
emotions. However, reflection need not be limited to the release of emotional energy, the 
sharing of feelings, or attempts to "feel good" about the service performed. Rather, reflection 
is decidedly educational. It is simply an opportunity through which one can learn from 
experience.  Reflection can take numerous forms, and touch on an endless variety of issues. It 
furthers learning and inspires, provocative thought and action. Most of all, it can benefit the 
individual and the community. 
 

Why learn from experience? 
 
 
Most of what we know about the world and our place in it is derived from learning through 
our experiences. Certainly we learn a great deal from formal education--from lectures and 
books. But are we merely memorizing and absorbing the facts and figures, or are we 
experiencing them? Aren't we, infact, reflecting on the subject matter? Answering "yes" to 
these questions allows us to recognize that we are, learning all the time. When related to 
service, the opportunity to reflect on experience is crucial. Service action does not 
automatically become service attitude. The depth of reflection determines the quality of the 
attitude and the quality of the action. 
 
The following reflection methods can be used. 
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 Journals 
 
Journals are a common element of service-learning course sand is also sometimes 
used outside the class room by students participating in service organizations. 
Infact, journals are sometimes completed by both the student who is serving and 
the community member who is "being served." Journals are a written form of 
reflection in which students consider their service experience in light of specific 
issues, such as those contained in course content. Students can examine their 
thoughts and experiences through journals, and further the learning they have done 
in relation to the service. Unfortunately journals are sometimes misused as simple 
logs of events, there by missing the reflective component inherent in thinking 
critically about experiences. 
 
 

 Reflective Essays 
 
Slightly more formalized journal entries are called reflective essays. This form of 
reflection focuses on designated issues and is completed at specified times during 
the service experience.. For example, as student organizations complete their year or 
leadership cycle, members can be asked to write a reflective essay about the 
organization's service. These essays can form the basis of organizational discussions 
about missions, goals, and areas for improvement (as well as areas of merit). In 
addition, these essays may be helpful for new members of the organization to 
envision the experiences they will encounter. 
 
 

 Service Contracts and Logs 
 
Students engaged in service individually, in connection with a class, or as a group 
can devise "contracts" or statements of objectives outlining their goals for the 
service work and identifying the tasks they intend to complete. Such a document 
can provide mission and structure for service participants, as well as a measure 
against which they can evaluate their efforts. The creation of a service contract and 
the subsequent to outcomes of the service effort may initiate important reflective 
discussion among the group. In order to track efforts and outcomes participants can 
be encouraged to maintain service "logs". Service logs summarize the service 
activities as they occur and can be used in combination with the service contracts to 
identify progress toward the goals and obstacles to further progress. In addition, 
service logs are a helpful resource for reminding participants of significant events in 
the service experience. 
 
 

 E-Mail Discussion Groups 
 
The creation of an electronic mailing list-serve allows service participants to form a 
discussion group to discuss their experiences. Participants can post questions to the 
group, suggest readings, or ask for feedback on issues they are facing at their service 
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site. 
 

 
 Service Learning Portfolios 

 
Portfolio contents can include administrative documents pertaining to the processes 
involved in the given project, as well as evidence of the project's outcomes, and the 
participant's evaluation of the learning experience. These items not only serve as 
interesting historical markers and information resources, but they also provide the 
group with topics for reflection in preparation for future service endeavors. Service 
learning portfolios may include: a service contract and logs, journals, program 
operations information, relevant academic work, media coverage (including articles 
in the campus newspaper), evaluations by community members, organizational 
brochure, plan for action research or other future projects,etc. 
 
 

 Presentations 

 
Sharing the service experience with others can take a variety of forms,all of which 
require the participants to reflect on which aspects of their service are most 
significant, who they want/need to involve in their work, and how to present the 
information effectively. Participants may speak to a class or residence hall floor, 
represent the service effort on a panel discussion, write about it for the campus 
newspaper, advocate for service programs before the student government or 
university administration, or create visual promotional materials such as a video, 
photo exhibit or bulletin board. Completing similar projects for a community 
service provider is also a useful way to learn more about organization with whom 
one serves. 
 
 

 Photo Reflections 
 
Many organizations and programs compile pictorial accounts of their work to share 
among participants as well as with the general public. These pictures can become 
tools for reflection when participants are asked to write reflective captions for the 
pictures.  
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