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Two domains determine how we manage ourselves as leaders:
Self Awareness
 Emotional self awareness-the ability to read one’s own emotions and recognize the impact those emotions have on others

Accurate self assessment-knowing one’s strengths, gifts, talents and limits

Self confidence- a sound sense of self worth and capabilities.

Self Management 

Emotional self-control-keeping disruptive emotions and impulses under control

Transparency – displaying honesty and integrity, trustworthiness

Adaptability- overcoming obstacles and adapting to change

Achievement-the drive to improve to meet inner standards of excellence

Initiative-the readiness to act and seize opportunities

Optimism-seeing the good in life and circumstances

Two domains determine how we manage relationships as leaders:

Social Awareness 

Empathy-sensing other’s emotions, understanding their perspective, taking active interest in their concerns

Organizational Awareness-reading the culture, the systemic workings and understanding acutely how an organization works

Service-recognizing and contributing to the needs of others

Relational Management which includes:

Inspiration-guiding and motivating with a compelling vision

Influence-an ability to persuade others to act 

Developing Others-bolstering persons to grow through teaching, guidance and feedback

Change Catalyst-initiating, managing and leading others in new directions

Conflict management-helping to resolve disagreements

Building Relationships-cultivating and maintaining a web of relationships

Teamwork and collaboration-cooperation and team building

 Leadership that demonstrates EI is said to be resonant.  The root of the word resonance is the Latin word: resonare, to resound.  Resonance refers to the reinforcement or prolongation of sound by reflection or synchronous vibration. One sign of resonant leadership is a group of followers who vibrate with the leader’s upbeat and enthusiastic energy. Resonance seems to amplify and prolong the emotional impact of leadership.  Resonance minimizes the noise in the system.  An EI leader has the ability to read the emotions of a group and empathize, representing for the group. This could be in times of sadness, joyfulness, questioning, when the leader resonates people feel heard and cared for.  Persons who work in resonant surroundings are more likely to stay at their jobs.

Dissonance, on the other hand, in its original musical sense, describes an unpleasant, harsh sound. It refers to a lack of harmony. Anger, fear, apathy, sullenness and the transmittal of negative emotions can create dissonant leaders. They drain peace, hope and happiness out of the air around them.  Also leaders who manipulate demonstrate dissonance which often dissolves into cynicism and distrust.  This burns people out. Dissonant leaders demonstrate the opposite of Emotional Intelligence. They elicit negative emotions, they can lead by intimidation, fear and strangling control. They destroy the ability to build healthy relationships. They can suck the very life out of a church. 

If creating trust through relationship is foundational to leadership, what are the styles of leaders that best foster trusting relationships?

Six Basic Leadership Styles:

4 are resonant

2 are dissonant

The four resonant styles are:

Visionary-moves people toward shared dreams, appropriate when changes require new direction or vision. Strongly drives the emotional climate upward and transforms the spirit of the organization at many levels. Articulate direction going without all the details worked out so creates an opportunity for input into the vision. Drives the big picture, sets a group on a course, brings into focus the groups values, mission and goals and sets a course for action. Everything can be evaluated in terms of that vision.

Coaching-helps an individual develop personal capabilities, appropriate when an individual needs personal attention to build self confidence and skills. Goes beyond work, cares for the individuals, establishes rapport and trust. Employees become human rather than means to an end.  Least common leadership style.

Affiliative-connects people, fosters harmony, nurtures personal relationships. Appropriate when there is a need for healing, motivating during stressful times, building connections.  Can be overly nice, avoiding necessary and difficult conversations and impede the progress of a group for fear of upsetting anyone with change, overly worried about upsetting anyone. In a crisis can leave a group feeling rudderless.

Democratic-values people’s input and gets commitment through participation. Appropriate when there is need for buy in or to gain new ideas from the group. It can take awhile, requiring many meetings, building of consensus.  Can build understanding through discussions. Can be coupled with Visionary style to flesh out the details of a vision and build ownership. Can keep morale high because people feel heard. Negative can be endless meetings, timing can throw off necessary decisions which can escalate conflict.  Listening is a key strength of a democratic leader. An ability to empathize is q
















The two dissonant styles are:
Pacesetting-usually focused more on goals than people. Pressure promotes anxiety and dissonance. Can be helpful in the short term, sets high standards, can motivate for excellence.  Often used with highly skilled professionals and technicians and self-motivated teams. Should be used sparingly. Makes sense during an entrepreneurial phase of an organization but can lead to significant burn out. Leader tends to expect too much of others, are impatient, and often willing to step in and clean up messes or finish the job him/herself.  Often absence of empathy. 

Commanding-demands compliance with orders, often seek tight control, focuses on failures. “Do it because I say so”.  This style causes followers to distance themselves. Lack of delegation of authority. Can profoundly impact the organizational climate.  It can be resonant when utilized in a crisis, soothing fears by giving clear direction in an emergency, or to kick start a necessary turn around. It is a legacy of old hierarchies, but even today’s military is working for better esprit de corps. Rarely uses praise which erodes spirits. Aristotle said, “only get angry with the right person, at the right time for the right reason.”  Most commanding leaders lose their emotional self control.

The best leaders are able to utilize a number of these styles in appropriate situations.

Most persons favor one or two of these six leadership styles. 

