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Workshop Objectives

At the end of this session you will have:

• Explored the differences between leadership and management and the benefits 

of developing your own abilities as a leader and manager.

• Discovered approaches for how you can employ leadership and management 

techniques effectively with your research staff.

• An understanding of the key elements that need to be in place to develop a high 

performing team



Activity – Break out groups

Identify behaviours that you associate with a Manager

How do those behaviours make you feel?

Identify behaviours that you associate with a Leader

How do those behaviours make you feel?



What are the key differences between leadership and 
management?

‘Management is doing things right

Leadership is doing the right things’ 

Peter Drucker

Leading an Effective Team



The difference between

leadership and management





ROLE MODELS

WHO ARE THE LEADERS WE ASPIRE TO BE?

Leading an Effective Team



What are the observable skills 

and attributes of the person you 

have identified?



Task

Completion

Team

Maintenance

Role

Individual

Maintenance

Role

John Adair’s Action Centred Leadership 
Model



Task

• define the task 

• make the plan 

• allocate work and 
resources  control 
quality and rate of 
work 

• check 
performance 
against plan 

• adjust the plan 

Team

• maintain 
discipline 

• build team spirit 

• encourage, 
motivate, give a 
sense of purpose 

• appoint sub-
leaders 

• ensure 
communication 
within group 

• develop the group 

Individual

• attend to personal 
problems 

• praise individuals 

• give status 

• recognise and 
use individual 
abilities 

• develop the 
individual 

Leaders Responsibilities



Leadership qualities

Leading an Effective Team
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Transformational/Engaging Leadership Model

Prof. Beverley Alimo-Metcalfe 



HUMAN BEINGS – NOT HUMAN DOINGS!

Charismatic – Idealised Influencer - The leader does the right 
thing – acting out and displaying traits of honesty, trust, 
enthusiasm, pride etc

Individual consideration – ability to connect – be in tune – leader acts 
as role model

Intellectual stimulation – challenge team to be creative and think 
differently and be independent

Inspire team to develop and move them to higher levels of 
performance – transform them into leaders

Transformational Leadership Qualities





A group of people who co operate in such a way that they 

accomplish more than the sum total of the individuals

Peter Honey  

What is a Team?



“A group of people with complimentary skills who are committed to 

a common purpose, goals and approach for which they hold 

themselves mutually accountable” 

“Has members who are also deeply committed to one another’s 

personal growth and outperforms all other like teams”

Katzenbach & Smith (2003)

What is a High PerformingTeam?



What are the characteristics of a high 

performing team ?

ACTIVITY – POP THESE WORDS IN THE CHAT

High Performance Teams



- A common sense of purpose

- A clear understanding of objectives

- A focus on Research priorities 

- Mutual respect

- Mutual trust – Psychological Safety 

- Willingness to share knowledge and expertise

- A range of skills and abilities

- A range of styles 

- Willingness to speak openly

- Celebration and recognition of achievements 

Characteristics of a high performing 

team



What are the benefits of high performing teams?

Activity – pop in the chat 

High Performance Teams



Success, achievement and long term sustainability 

Outstanding experience for our Stakeholders – internal/external

Enhanced reputation 

Creativity and innovation 

Enhanced agility and ability to respond

Shared knowledge and skills 

Continuous Learning and Development   

Benefits of a high performing 

team 
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Creating Sustaining

Team Performance Model

1. 

Orientation

WHY

am I here? 

2. 

Trust 

Building

WHO

are you? 3.

Goal 

Clarification

WHAT

are we doing? 

4. 

Commitment

HOW

Will we do it? 

7.

Renewal

WHY

continue? 

6. 

High 

Performance

WOW! 

5.

Implementation

WHO, does WHAT,  

WHEN, WHERE 

Resolved

• Purpose

• Team Identity

• Membership

Resolved

• Mutual Regard

• Forthrightness

• Reliability Resolved

• Explicit 

assumptions

• Clear Integrated 

Goals

• Shared Vision

Resolved

• Assigned Roles

• Allocated 

Resources

• Decisions Made

Resolved

• Clear Processes

• Alignment

• Disciplined Execution

Resolved

• Spontaneous 

Interaction

• Synergy

• Surpassing Results

Resolved

• Recognition & 

Celebration

• Change Mastery

• Staying Power

Unresolved

• Disorientation

• Uncertainty

• Fear

Unresolved

• Caution

• Mistrust

• Facade

Unresolved

• Apathy

• Scepticism

• Irrelevant Competition

Unresolved

• Dependence

• Resistance

Unresolved

• Conflict/Confusion

• Nonalignment

• Missed Deadlines

Unresolved

• Overload

• Disharmony

Unresolved

• Boredom

• Burnout

Drexler/Sibbet





The importance of effective communication

We cannot not communicate

Effective communication underpins everything we do

How do we communicate – V,A,K,AD

Communication Model

Johari Window

Dilts – Neurological levels of change



External 

Event

Filters

Delete Distort Generalise

Memories 

Time / Space  

Energy / Matter

Values & 

Beliefs

Language

Attitudes

Meta

Programs

Decisions

State

Internal 

Representation 

Physiology Behaviour



Joseph Luft and Harry Ingham, 1955

Johari Window



How do you empower staff ?

Empowerment



c.uk

Dilts Model – Neurological levels of change
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Stephen Covey

Circle of Concern & Circle of Influence



W
What do you as a leader need to put in place for
Your well-being?

Sleep Well Hydrate Exercise Eat Clean
Take Fewer 
Stimulants

Positivity Engagement Relationships Meaning Achievement

Confidence Networking Purpose Adaptability

Physical Mental Mindfulness Emotional
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Resilience 34



How do we know if our team is engaged ?

Gallup

Engagement 





“Employers want engaged employees because, as well as 

being happier, healthier and more fulfilled, they deliver 

improved business performance.

Research has repeatedly demonstrated a relationship 

between how people are managed, employee attitudes and 

business performance.” 

CIPD

Engagement



Types of Employees



“What gets measured gets managed”

Drucker 

Measuring Team Performance



Plan - What

• Clear team action plan linked to individual SMART objectives 

Behaviours, Standards and Expectations – how  

Monitor – to identify progress 

• One to one/Team meetings

• Performance Review

Measure and evaluate – to celebrate success

• Stakeholder feedback and benchmarking data

• Objectives achieved/Key Performance Indicators

Improving Team Performance



Paul McGee – The Sumo Guy



Reflect on a learning point from today

What micro action will do from today? (pop in the 

chat)

And as the SMA add says – “you’re doing great”

So what will you do next?



Damian Hughes – Liquid thinking/High performance Podcasts, High performance teams

Paul McGee – the SUMO guy – contact@theSUMOguy.com

Dan Pink – Drive

Alex Ferguson - Leadership

Simon Sinek – Why Leaders Eat Last, Start with Why. Ted talks 

Steven Covey – 7 Habits of highly effective people (circle of concern/circle of influence)

Robert Dilts – Neurological levels of Change

Further References for CPD

mailto:contact@theSUMOguy.com


Thank you. 

Get in touch:

Email: prosper.postdoc@liverpool.ac.uk

Website: https://prosper.liverpool.ac.uk/ and

https://www.liverpool.ac.uk/researcher/prosper/

Twitter: @ProsperPostdoc

Except where otherwise noted, this work is licensed under 

the Creative Commons Attribution-NonCommercial-

ShareAlike 4.0 International License. To view a copy of this 

license, https://creativecommons.org/licenses/by-nc-sa/4.0/

https://prosper.liverpool.ac.uk/
https://creativecommons.org/licenses/by-nc-sa/4.0/

