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ABSTRACT

The purpose of this paper is to present a situational leadership
model. The model is universal and can be applied in small,
medium and large enterprises of various industries. Numerous
surveys on U.S. Fortune 500 companies and surveys on other
companies around the world have shown its universality, but
also the need to improve the model. The aim of this paper is to
adapt the model to the needs of the service activity that deals
with vehicle servicing. The paper presents the hypothesis that
by adapting the situational leadership model in service activi-
ties, it will lead to better personnel leadership, increased prof-
its and satisfaction of the demands and requirements of stake-
holders. We used quantitative and qualitative methodology in
our paper. We collected numerical data based on a situational
questionnaire, and we collected qualitative data based on inter-
views with employees and leaders. The results of the conduct-
ed research confirm that by adjusting the situational leadership
model, the profit of the organization can be improved. The ex-
tension of the model refers to the clear definition of business
objectives, and the requirements of the CEO that leaders must
have the highest knowledge and skills to effectively manage
staff in given situations. The limitation of the research refers
to a small sample, because we applied and adjusted the model
only to one service organization. The originality of the work
refers to the adaptation of the model of situational leadership in
a service organization that deals with vehicle servicing. For the
first time, the development of leaders is assessed in situational
leadership models at the request of the CEO. Based on the re-
sults, the CEO analyses the development of leaders and the
development of employees. To achieve the defined goals, the
CEO requires from leaders to be at the highest level of devel-
opment. Therefore, the introduction of continuous training of
leaders is necessary. There are several ways to assess employ-
ee development. For the first time, employees are developed
based on their ability to perform jobs. Leaders must be able to
adapt their leadership style to all employees, to train employ-
ees as quickly as possible to perform tasks independently.
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1. INTRODUCTION

If we analyze the structure of employees in an organization, we can notice that
the structure of employees is different in terms of knowledge, skills, motivation,
and years of experience. We have employees who are beginners with insufficient
knowledge and skills, but with great motivation (Morten Emil, 2016). Although
they do not earn their salary, they are promising staff. The second category are
somewhat more advanced beginners with certain knowledge, skills, and high
motivation in performing tasks who for the most part earn their salary (Drea
Zigarmi, 2017). The third category consists of employees with certain years of
work experience who have adequate knowledge and skills, and sufficient moti-
vation to perform work tasks (Elizabeth Chapman, 2017). They earn their salary
but contribute little to the organization’s profits. In the fourth category, they are
employed with experience, knowledge, and skills, but with lower motivation,
so they can independently perform work tasks and earn their salary and signifi-
cantly contribute to the profit of the organization.

The task of the leader is to bring the staff from below the fourth level to the
fourth level as quickly as possible and to earn their salary and contribute to the
profit of the organization (Salehzadeh, 2017). By applying the situational lead-
ership model, the leadership style is harmonized with the development level of
employees to perform work tasks in order to make a profit (Northouse, 2016).

For leaders to be able to deal with employee development, it is necessary to
know what knowledge and skills employees have (Yariv Itzkovich, 2020), but
also what knowledge and skills employees need to perform work related tasks
in different situations (Joseph A Crawford, 2019). Since leaders have a different
structure of employees, their knowledge and skills must be at the highest level
(William A. Pasmore, 2017). Leaders must provide employees with what they
need and how much they need through directive and supportive behavior.

It is no wonder the situational leadership style appeals to small business owners.
It affords flexibility as they assess both the situation and the people in it before
rendering the best leadership response they can master.

The research problem refers to the insufficiently developed model of situational
leadership in small service enterprises.

The aim of the research is to describe the model of situational leadership, deter-
mine and connect the causes and consequences, and to present new information
about the model of situational leadership in small service enterprises.

In this paper, we hypothesized that adapting the situational model of leadership
in small service companies will lead to better human resource management, more
efficient leadership, increased profits and increased stakeholder satisfaction.
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2. LITERATURE REVIEW

Many studies on leadership and leadership styles have not led to a consensus
among researchers on what factors are conducive to effective leadership (Kara
Arnold, 2016). There is a consensus that the interactions between the personality
of the leader and the abilities of the employees are important factors (Marques,
2018) but those new factors should also be introduced in the research of the lead-
ership process (Sam Shriver, 2018).

Situational leadership was created by Paul Hersey and Ken Blanchard (Paul Her-
sey, 2013) who combined their research results and created a situational leader-
ship model. They started from the assumption that there is no most efficient lead-
ership style and that it depends on the situation and development of employees
(Chanhoo Song, 2020). Leaders who want to be successful must adapt their lead-
ership skills to their subordinates and the type of task (Paul Hersey, 2013). The
situation leadership model considers the level of development of subordinates,
the choice of an adequate leadership style, the development of leadership theory
and empirical evidence, and the impact on leader (Francis J. Yammarino, 2020).
The situation leadership model suggests that effective leadership requires a ra-
tional view of the task and the level of employee development, as well as giving
an adequate response (Aniefre Eddie Inyang, 2018), rather than the development
of authority and dedicated followers (Glasg, 2018).
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Figure 1. Situational leadership model
Source: Paul Hersey, 2013.
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Leadership is the process of influencing individuals and group members to
achieve the goals set before them (Paul Hersey, 2013). The main concept of
situational leadership theory is that leadership consists of two components: the
dimensions of task behavior (horizontal axis) and the relationship behavior (ver-
tical axis). Combinations of these two dimensions give four leadership styles
(Figure 1).

Blanchard presents the idea of leader behavior and argues that leaders behave
differently in different situations (Paul Hersey, 2013). Therefore, the author ar-
gues that leader must be good diagnostician and adapt to different situations to
solve tasks effectively.

In line with the original setting of the situational approach model developed by
Hersey and Blanchard (Paul Hersey, 2013), they focused on two dimensions of
leadership that relate to:

- Focus on a specific work task or planned goal and
- Focus on subordinates or associates performing a specific task.

Situational leadership style refers to the behavior of a leader that affects a subor-
dinate. This impact includes:

- An order related to the execution of tasks in a way that helps subordinates
by creating plans, defining goals, giving instructions, setting norms and
deadlines. In this mode of behavior, communication is one-way.

- Support in the task execution process, through helping and encouraging
associates to solve tasks. In this mode of behavior, communication is two-
way.

Combinations of these two dimensions give four leadership styles:

- SI1-TELLING - This style is a highly directive and low-supporting style.
In this approach, the leader focuses on communication, on achieving goals
and spends little time on support. Using this style, the leader instructs sub-
ordinates on what goals and how those goals should be achieved and then
carefully monitors them.

- S2 - SELLING - This style is highly directive. In this approach, the leader
focuses on communication, on achieving goals, and on supporting the
social and emotional needs of subordinates. This style requires from the
leader to help subordinates by giving encouragement and arousing the in-
terests of subordinates.

- S3 — PARTICIPATING - In this approach, the leader does not focus ex-
clusively on the goals, but uses supportive behavior that encourages the
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skills of employees around fulfilling tasks. A leader using this style gives
subordinates control over daily decisions but remains available to help
solve problems.

- S4 — DELEGATING - This approach is a low supporting and low com-
mand style. In this approach, the leader supports and motivates employees
to complete tasks. The delegating leader reduces his or her involvement
in planning, controlling details, and clarifying goals. A leader who uses
both leadership skills transfers control to subordinates and refrains from
interfering with unnecessary support.

From this concept of changing leadership styles, the situational leadership the-
ory has developed (Curseu, 2016). They emphasized the behavior of leaders in
relation to their subordinates (associates). In situational leadership theory, the
“ability relevant to performing a task™ is considered in terms of the associate’s
ability and willingness to perform the task (John R. Turner, 2018). There are
four skill levels R1, R2, R3, and R4 ranging from low to high ability to perform
tasks. Skill level R1- Employees have low competence and high commitment.
The task is new to them and they do not know exactly how to do it, but they are
excited about the challenge of the task. Skill level R2- Employees have some
competence, but they have a low level of commitment. They started learning the
job, but they also lose some of their initial motivation for the job. Skill level R3-
Employees have moderate to high competence but may lack commitment. They
have essentially developed job skills but are unsure if they can complete tasks
on their own. Skill level R4 - Employees have the highest level of development,
they have the highest level of competence and the highest degree of commitment
to this task.

3. MATERIALS AND METHODS

The paper uses a combined research methodology, i.e., a combination of quan-
titative and qualitative scientific research methodology. With the quantitative
methodology, we collected numerical data, to explain and investigate the rela-
tionships between variables, and to establish causal relationships between the
observed phenomena. Through qualitative research, we have collected countless
data obtained in the natural environment through extensive observation, inter-
viewing and conversation, whose primary task is to explain the meaning of the
observed phenomenon.

Data were collected in the organization Verano Motors in Banja Luka.

The interview was conducted on the basis of a structured questionnaire, where
specific questions were asked about the situational leadership.
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Figure 2. Evaluation procedure in the situational leadership
Source: authors

Additional data were collected in the survey. The aim of the survey was to ex-
pand the data collected at the interview and to improve their quality.

4. RESULTS

The situational leadership implementation process shown in Figure 3 begins
with a request from the CEO that all leaders complete a standard situational
leadership questionnaire. With this questionnaire, you can assess how leaders
most often react when they want to shape the behaviors and attitudes of their as-
sociates in a certain way. The information obtained allows the CEO to see which
dominant leadership style is used by his subordinate leaders, as well as at what
level of development individual leaders are. The level of development of lead-
ers is assessed in the same way as the level of development of employees from
underdeveloped to developed.

Leaders who apply the S1 (Telling) leadership style are at the lowest level of
development, leaders who apply the S4 (Delegating) leadership style are at the
highest level of development. The goal of the CEO is to raise the development of
the leader to the highest level and to be able to use all four leadership styles, i.e.
to train them for the S4 leadership style. If the leader does not apply the leader-
ship style S4, the CEO requires the leader to raise their level of competencies
through additional trainings (Figure 3).
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Source: authors
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When necessary knowledge and the skills for performing tasks are defined, the
first step is to assess the development level of the employee, which refers to the
ability to perform work independently. Employees differ in the level of compe-
tencies for performing tasks independently, as shown in Figure 4.

Employees at the lowest level of development are incapable of performing the
simplest tasks, even under the supervision of a leader. Employees at a higher
level of development are capable of performing tasks, but they need to repeat,
explain and control the process of performing tasks. Employees at an even high-
er level of development can perform tasks on their own when they are clearly
defined. Employees at the highest level of development can perform multiple,
complex and diverse tasks on their own and have the initiative.
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STYLES ¢ Leadership
* * * * efficiency
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<4— EMPLOYEE
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omp tasks when they|  to repeat, simplest tasks,
diverse tasks . B
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Figure 4. Independence in the work of employees
Source: authors

Table 1 presents the average assessments of the independence of employees in
the performance of work, which were assessed by their immediate superiors.
The scale of independence in work and the level of development of employees
are presented in Figure 4. If the employee performs multiple, complex, and di-
verse tasks and has the initiative, he is at the highest level of development and
is awarded 100 points. If the employee performs the tasks on his own when they
are defined, he is at a lower level of development and is awarded 75 points. If the
employee needs to repeat and explain the job and continuously control it while
performing the job, he is at an even lower level of development and is awarded
50 points. If the employee is incapable of performing the simplest tasks, even
under supervision he is at the lowest level of development and is awarded a
maximum of 25 points.
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Table 1. Assessment of employee independence in the performance of work, the level
of leadership diversity and leadership style
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Source: authors
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After the assessment of all subordinate employees by the immediate supervisor,
the average assessment of employee development as team members is calculated
in column 10 of Table 1. The average level of employee team development is
related to the stages of employee development. The percentage of development
from 0 to 25 is assessed as the development phase R1. The development percent-
age from 25 to 50 is assessed as the R2 development phase. The development
percentage from 50 to 75 is assessed as the R3 development phase. The develop-
ment percentage from 75 to 100 is assessed as the R4 development phase.

For example, leader X1 has 4 employees. Three employees are at the highest
level of development because they can perform multiple, complex, and diverse
tasks on their own and have the initiative and each of them is awarded the high-
est level of development of 100 points. One employee performs the tasks alone
when they are defined and is at a lower level of development and is awarded 75
points. The average development of the team is 94 points, and they are at the
highest level of R4 development. The leadership style is S3, so he needs to im-
prove his leadership style to S4 level.

Leader X17 has 21 employees. Twelve employees are at the highest level of
development because they perform multiple, complex, and diverse tasks on their
own and have the initiative and have been awarded the highest level of develop-
ment of 100 points. Five employees perform the tasks themselves when they
are defined and are at a lower level of development and have been awarded 75
points. Three employees require repetition, explanation, and control to complete
the tasks and are awarded 50 points. One employee is incapable of performing
tasks independently and has been awarded 25 points. The average development
of the team is 83 points, and they are at the level of R4 development. As we can
see from Table 2, his level of development was rated with 46 points and he ap-
plies the S2 style. To be able to manage efficiently and effectively, it is necessary
to raise his competencies (knowledge and skills) to a higher level and transfer to
the S4 style.

Since the goal of the CEO is to make the dominant style S4 and to raise the
level of development to the maximum level, it is necessary to create a training
program to improve the competencies of leaders, and a motivation program to
perform tasks (Figure 5).
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Figure 5. Determining the needs for training and development of managers
Source: authors

After the conducted trainings and raising the level of managerial development
and the possibility of using all 4 leadership styles, leaders can approach the pro-
cess of employee development. The success of the situational leadership model
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refers to the harmonization of the leadership style and the level of development
of each subordinate employee.

Based on the research results obtained on the basis of the Situational leadership
implementation process, we confirmed the set hypothesis. The role of the CEO
in the evaluation and development of leaders was emphasized, as well as the role
of'leaders in the development of employees in small service companies. The data
in Table 1 show the development level of employees and the level of develop-
ment of leaders and leadership style. Based on these data, leadership weaknesses
and weaknesses in employees can be identified and the most effective trainings
for the development of leaders and employees can be extended. In this way, we
have expanded and adapted the model of situational leadership in small service
companies.

5. DISCUSSIONS

The situational leadership model of the authors Hersey, P., Blanchard, K. H., &
Johnson, D. E. (2013) starts from the assumption that there is no most effective
leadership style and that it depends on the situation and employee development.
Leaders who want to be successful must adapt their leadership skills to their
subordinates and the type of task. The situation leadership model considers the
level of development of subordinates, the choice of an adequate leadership style,
the development of leadership theory and empirical evidence, and the impact
on leaders. The situation leadership model suggests that effective leadership re-
quires a rational view of the task and the level of development of employees
and giving an adequate response, rather than the development of authority and
dedicated followers.

The paper expands the original situational leadership model. The CEO evaluates
the leadership styles of subordinate leaders and measures their level of develop-
ment. It sets a strategic goal for all leaders to be at the highest level of develop-
ment so that they can apply all four leadership styles. It is important that leaders
adjust their level of leadership to the level of employee development in order to
maximize the use of human resources. Based on the value of the dominant lead-
ership style and the level of development of leaders, the CEO and the Human
Resources Development Service recommend individual trainings for leaders to
be as efficient as possible.

The next addition to the original model refers to the assessment of the level of
development of employees, and their level of development is measured from
incapable of performing the simplest tasks, even under supervision, to the ability
to perform multiple and diverse tasks and have the initiative.
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6. CONCLUSIONS

We concluded that managers are the most important for the success of a com-
pany. For a manager to be successful, he must be efficient and effective. Modern
management combines traditional and modern leadership style.

The paper describes situational leadership. The process of situational leadership
in Verano Motors was presented, the evaluation of leadership styles of individual
leaders by the CEO was given in detail and their level of development was meas-
ured. The CEO has set a goal that leaders must be at the highest level of develop-
ment and use all four leadership styles to raise worker productivity to the highest
level. In addition, an algorithm has been created to determine the training needs
of leaders. Leaders assessed the level of development of their employees based
on the degree of independence in performing the work. In this way, they adapt
leadership styles to individual workers to achieve the best possible results.

The advantages of the modified model of situational leadership in relation to
the basic model are the presentation of the process for the implementation of
situational leadership in a small company. In the basic model, leaders evaluated
employees, but leaders were not evaluated by anyone. This model emphasizes
the importance and role of the CEO in the process of situational leadership, and
especially in the evaluation of leaders. A new approach has been introduced in
assessing the level of development of employees. In the basic model leaders
evaluated employees on a scale from 0 to 100, i.e. from underdeveloped to de-
veloped. A new scale of evaluation of independence in performing tasks has been
made, which is in line with the level of development of employees. Examination
of the extended model in practice has shown that the situational model of leader-
ship improves the efficiency and effectiveness of leadership and improves the
performance of the company.
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CUTYAIIMUOHO JUJAEPCTBO Y YCIYXKHUM
OPTAHU3ALIMJAMA

1 3npasko Tomoporuh, Yausepsuret y bawoj Jlynu, ExoHoMckH dakynTer
2 bopuc Tonoposuh, Axelyos, bama Jlyka

CAKETAK

Cepxa paja je ja ce MpeACTaBH U MOHYAM HHOBHUPAHU MOJIEI CHUTYallMOHOT JIH-
nepctBa. Mogien je yHHBep3aiaH i MOKE Ce IPUMUJSHUTH Y MaJIiM, CPSIHbUM U
BEJIMKKM Ipeay3ehrmMa pa3nuunTux ajenarHoctu. Merpaxusama y 500 amepuy-
KHX KOMIIaHWja ¥ UCTPaXHBamba y IPyrdM KOMIIaHHjaMa LIUPOM CBHUjeTa MOKa-
3aj1a Cy BeroBy YHUBEP3AIIHOCT, alli M oTpedy noboJpinama Mozena. Linsb paaa
je Ja ce Mojel MpUIaroau 3a norpede yCiyKHe JjesIaTHOCTH Y OpraHu3aluju
KOja ce 0aBM CEpBHUCHPABEM BO3WJIA. Y pajly ce UCTUYE XUIIOTe3a Jia MPUIaro-
haBameM CUTYallMOHOT MOJIEJIa JINICPCTBA Y YCIY)KHUM JIjeIaTHOCTHMA JOBOAN
10 OoJber ynpaBibamba KaapoM, noBehama mpodura u 3a10BoJbaBamba kKejba U
3axTjeBa 3aMHTEPECOBAHHUX CTpaHa. ¥ Pajy CMO KOPUCTHIIM KBAHTHTATHUBHY U
KBaJIMTaTHBHY METONIOJIOTH]y. bpojuaHe mojaTke cMO MPUKYITUIN HA OCHOBY CH-
TYalMOHOT YIIMTHHKA, & KBAJIMTATUBHE MOJAaTKEe HAa OCHOBY Pa3roBOpa ca 3aro-
CIICHMMa U MeHaiepuma. Pesynratu npoBeieHOT MCTpaKHBamba MOTBPhyjy na
ce mpuiarohaBameM Mojiea CUTYalMOHOT JHepCcTBa MOKe moBehatu nmpogur
opranuzanuje. [Ipommpeme Mojiena ce 0JJHOCH Ha jacHO Jie(hMHUCAHE IIUIbeBa
MOCIIOBaba, TE 3aXTjeBa U3BPLIHOT JUPEKTOpA 1a MEHAIepU MOPajy UMaTH Haj-
BHUIIIA 3HAha U BjEIITHHE KAaKo OM e(UKACHO yNpaBJbaHW KaJpOBUMA y aTUM
cutyanujama. OrpaHn4emhe UCTPAKUBAKBA CE OJJHOCH Ha MaJlk Y30pakK, jep CMO
MpUMjeHy W IpuiarohaBame Mojena BPLIIMIN caMO Ha jeIHO] YCIYXKHO] opra-
Hu3auuju. OpUruHaIHOCT pajia ce OJJHOCH Ha mpuarol)aBarmbe MOJIesIa CUTyall-
OHOT JIJICPCTBA Y YCIYXKHO] OpTaHU3alllj1 Koja ce 0aBH CEpBUCHPAEM BO3UIIA.
[IpBu myT ce y Mojie/iuMa CUTYAI[MOHOT JIMACPCTBA OLjebYyje pa3Boj MeHalepa
Ha 3aXTjeB M3BPIIHOr aupekrtopa. Ha ocHOBY pesyirara, W3BPLIHU IMPEKTOP
aHaJIM3Mpa Pa3Boj MeHalepa u pa3Boj 3arociieHuX. Y by OCTBapUBama Jaeu-
HHCaHHX LIJbEBA U3BPIIHU JUPEKTOP 3aXTjeBa Ja MEHAlIEPH MOpajy a OuTy Ha
HajBHUIIIEM HUBOY pa3Boja. Paju Tora ce yBojie KOHTHHYHpaHe 00yKe MeHalepa.
[TocToje OpojHu HauMHU OIfjeHe pa3Boja (mepopmancH) 3anociieHux. [Ipeu myT
pa3Boj 3allOCICHUX CE BPILIM Ha OCHOBY EbHXOBE CIIOCOOHOCTH 32 M3BPIIABAHC
nocyioBa. MeHayiepu Mopajy OuTH ocroco0JbeHU Jia IPUJIaroie CBOj CTHUJI JIU-
JIepCTBa CBUM 3all0CICHUMA, T€ Ja 3aIl0CIeHe IITO OpKe ocrocode 3a camocTa-
HO M3BpILIABAE MOCIIOBA.

Kibyune pujeun:

Juoep, 3anocieru, Cmul TU0epCcmead, pazeoj, ycnjex.

http://www.ae.ef.unibl.org/ 129


http://www.ae.ef.unibl.org/




