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1. Introduction 
Facing the pressures of globalisation and the challenges of technical innovation in the 21st century 
leadership issues are recognised as key role of organisational effectiveness. That statement is also true 
for leadership in the engineering environment. However, the general situation is far away from theory-
based education and training of leaders. Theories differ considerably, and there is not even consensus 
about a definition of leadership. In addition, theoretical assumptions about leadership are often not 
proved in real-world evaluations, and published lessons on leadership practices frequently present 
myths, which simplify the complex process of leadership [Neuberger 2002]. 
In order to enhance the significance of scientific research on leadership issues empirical investigations 
related to terms and conditions of leadership are necessary. What are the requirements in the daily 
work of leaders? How do leaders react to different requirements and how successful are they in doing 
so? Are there patterns of correlations between leadership strategies and success? These questions are 
part of a research project of engineers and psychologists, which aims to analyse leadership processes 
in design. In this paper different types of requirements, relevant situations of leadership in design and 
the related performance are presented. Thus, the paper links to the main topics in leadership research 
as well as to the central focus of practitioners, how to support successful leadership behaviour.  

2. Theoretical background 
About 100 years ago theories about leadership started with the so-called great-man-theory and the idea 
that leaders are born with specific traits that make them great leaders. These early ideas ended with 
varying long lists of traits related to leadership. This person-centred approach was replaced by 
situational theories with the main assumption that leaders are made by the situation, and great men 
only realize what is needed. But soon it became obvious that leadership is a function of the person and 
the situation. As a consequence interaction and social learning theories took into account the 
interaction between leader and followers, such as the leader-role theory. Recent theories are influenced 
from cognitive approaches on the one hand, such as the multi-frames leadership theory and from the 
idea of a mutual continuous influence between the environment, the leader and followers [Sims & 
Lorenzi 1992]. 
Simultaneously, the ‘leadership style research’ has focused on leadership styles and invented a lot of 
types of classifications; the latest is the transformational and transactional leadership style [Bass, 
Avolio, Jung. & Berson 2003]. An important heritage of this leadership style research is the emphasis 
on the behaviour of leaders in their environment. However, the underlying assumption, that leadership  
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behaviour can be classified into two or even more styles, seems to be too constricted and does not 
reflect the complexity and time-sequences of behaviour.  

In contrast to the above mentioned theories we define leadership as a steering function in 
social systems [Stempfle & Badke-Schaub in press]. A social system consists of partial 
systems (groups, individuals), which pursue own objectives but contribute to the common 
goal of the system. Thus, leadership combines all activities in a social system directed to the 
achievement of the common goal(s). This systemic approach does not primarily focus on the 
formal leader, in its place the required leading function might be performed by another group 
member. Hence, in order to fulfil the basic needs of a social system we distinguish three main 
fields of requirements of leadership activities: 

1. Content-related requirements: encompass all activities to accomplish the task and to solve the 
given problem(s).  

2. Process-related requirements: In order to successfully solve a problem the leading function 
does not only deal with the design task itself, but must also direct parts of the leading activities 
to structuring and coordinating people and processes. 

3. Relation-oriented requirements: Leading activities also concern to aspects of goal attainment, 
that is to pursue goals against or with the support of others and ensuring the motivation of 
involved persons. 

This basic typology was the starting point of the empirical investigation of leadership in design which 
is the focus of this paper.  

3. Assessment of requirements 
This section provides a brief overview over the aims of the empirical study, the assessment of the data 
[see Stempfle 2003; Stempfle & Badke-Schaub in press] and the differentiation of the requirements. 

3.1 Aims of the study and data assessment  
In an interdisciplinary cooperation between engineers of the Technical University, Darmstadt and 
psychologists of the Institute of Theoretical Psychology, Bamberg, a study was carried out aiming to 
analyse leadership processes in design in order to identify general behaviour patterns of successes and 
failures. This general aim encompasses the following sub-goals: 

1. to derive detailed requirements of leadership in design, 
2. to develop a typology of ‘relevant’ leadership situations, completing the critical situations 

which were developed in a previous empirical investigation in design [Badke-Schaub & 
Frankenberger 2003], 

3. to grasp different behaviour strategies related to the result. 
In three engineering design departments, leadership processes in the product development process 
were observed, including meetings and talks with customers and suppliers. Two design departments 
were part of medium-sized enterprises (in total <1000 employees), which supplied automotive devices 
and system solutions for the automobile industry and their suppliers, the third company produced 
various industrial equipment and facilities, commercial vehicles and engines, with more than 75000 
employees worldwide. 
The primary method of the study was continuous non-participation observation. A laptop-based 
protocol system based on our protocol systems from earlier investigations was used to document the 
observations in real time. The final protocol consisted of a word-by-word transcription of important 
dialogues and a description of the observed processes. The continuous protocol of the observed 
process was the basis for further categorisation of the leadership situations and the analysis of the 
related activities. In addition, semi-structured interviews and questionnaires assessed individual 
evaluations in regard to the work context.  
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3.2 Differentiation of the requirements in relevant leadership situations in design 
According to the above definition of leadership we distinguish three main types of requirements, 
leading persons have to cope with in their daily work. These requirements relate to the problems to be 
solved, to the necessity to coordinate persons and processes and to control interpersonal processes. 
Analysing the data protocols we were able to differentiate these main requirements into the following 
sub-categories of relevant leadership situations (see Table 1), which complete the types of critical 
situations of the previous studies in regard to the leading function [Badke-Schaub & Frankenberger 
2003]: 

Table 1. Relevant leadership situations as sub-categories of the main requirements 

Content-related requirements  
Goal elaboration formulation of goals and decisions related to goal and 

task clarification 
Solution development discussion and selection of solutions in a supervising 

function  
Analysis of failures diagnosis of sources of failures and development of 

alternatives 
Process-related requirements  

Planning processes scheduling activities related to the coordination of who, 
what and when 

Monitoring processes procedures of monitoring and controlling processes and 
people 

Resource management  allocation of different kinds of resources such as money, 
people, material 

Relation-oriented requirements  
Interpersonal influence strategies influencing others pursuing own goals and/ or 

company’s goals 
Conflict management processes of detection, analysis and solving opposing 

positions 
Coaching motivating and supporting, rewarding performance, and 

building identification for the company’s goal 

4. Results 
In this section, results are presented related to the overall analysis of the three departments because it 
turned out that on this general level of analysis of frequencies no differences between the companies 
could be found. Altogether, 334 single situations were analysed, 13 situations could not be evaluated 
due to unclear consequences. The results show that nearly half of the activities (47%) refer to process-
related requirements, whereas the other 53% are almost equally distributed between content- and 
relation-oriented requirements. 

Table 2. Distribution of the main requirements over all 3 departments (n=321 situations) 

Content-related requirements 25% 
Process-related requirements 47% 

Relation-oriented requirements 28% 

4.1 Frequency of different situations  
A more detailed analysis provides an overview of the relevant leading activities related to the main 
categories (see Figure 1). If leading persons are dealing with content-related requirements they are 
mostly occupied with solution development (14%) and second frequently with the analysis of failures 
(9%). Although the observation was focused on leaders of design departments only 2% of all relevant 
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activities were concerned with goal elaboration. By far the most important leading activity in terms of 
frequency are planning processes, which makes up 25% of all observed situations. Almost equally 
frequent are situations with interpersonal influence and conflict-related activities. Coaching activities 
refer to the support of colleagues and were observed only in 3% of all situations. 
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Figure 1. Frequency of relevant leading situations related to the main requirements (in percent) 

4.2 Successful coping with relevant leadership situations  
The outcome of each situation was evaluated in terms of success by two raters independently. The 
criterion for the evaluation of a situation as successful referred to the question whether progress was 
made by the observed activities or not. In an overall evaluation we can state a success rate of about 60 
per cent as an average over all situations (see Figure 2) what however also indicates 40 per cent 
unsuccessful outcomes. 

4.2.1 Planning processes 

Moreover, in a secondary evaluation each of these situations was differentiated into further activities. 
For example, planning processes include time planning, coordinative planning and strategic planning, 
in which strategic planning activities seem to be the most difficult area of planning and end in 50 % 
with an unsuccessful result (see Table 3). The planning sub-category ‘coordination of persons’ 
encompasses the most frequent activities and the most successful planning processes. The reason may 
be that this type of planning provides clear instructions and is easier to realise than strategic planning.  

Table 3. Planning Activities (n=83 situations) 

 successful unsuccessful 
time scheduling 23% 17% 

coordination of persons 33% 11% 
strategic planning 8% 8% 

Figure 2 depicts the different sub-categories of relevant leadership situations related to successful and 
unsuccessful results. It can be stated that there are especially two categories of situations with very 
poor results: goal elaboration and conflict management. As there are altogether only 7 situations of 
goal elaboration but 34 situations of conflict management, different kinds of conflict management will 
be discussed in the reminder of this paper. 
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Figure 2. Successful and unsuccessful results of relevant leadership situations 

4.2.2 Conflict management  

Conflicts occur in various forms and may have positive as well as negative consequences. Moreover, 
conflicts are a crucial component of changes. Thus, conflict management covers a broad area of 
strategies referring to coping with opposite values, contradictory goals and interests, aiming at the 
same time to gain benefits and to avoid costs from conflicts. We divided the observed activities of the 
leading person related to conflict handling behaviours into three main categories: personal feedback, 
striving for consensus and striving for a rational solution. 
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Figure 3. Strategies of conflict management and their consequences in terms of goal attainment 
and relation orientation 

As the quality of conflict management strategies is related to the improvement in goal attainment on 
the one hand and to relation-oriented consequences on the other, each situation was evaluated in 
relation to both criteria (see Figure 3). Although the numbers are low, the results are very surprising, 
because: 

a) striving for rational conflict resolution in terms of rational arguments led in no case to an 
improvement in goal attainment and in 5 out of 6 cases to negative relation orientation; 
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b) seeking for consensus reveals as the most effective conflict resolution style: 11 out of 16 
situations signify progress related to the goal attainment, although in most of these situations 
the negative impact on the relationship prevailed; 

c) personal feedback uncovers as a successful conflict management strategy in terms of positive 
relation-orientation whereas goal attainment is often rated as unsuccessful. 

Even though rational conflict solving is often recommended as preferred conflict solving strategy, this 
approach led in most of the observed cases neither to progress in goal attainment nor to a positive 
relation orientation. One reason may be that rational conflict solving imparts a response orientation 
with own ideas in the foreground whereas consensus seeking arranges in a cognitive context a more 
generative orientation and in a motivational context the building of a shared understanding as a basis 
for further coordination and communication. 

5. Concluding remarks 
The empirical data reveal that relevant leadership requirements in design departments are primarily 
related to coordinating and planning activities. However, in contrast to other studies about leadership 
processes the presented data prove that leadership in design is still concerned with technical issues 
such as solution development, solution analysis and detection of failures. The data also disclose that 
the types of requirements are managed differently in terms of success. A surprising result is the 
extreme low number of activities related to goal elaboration and the mostly unsuccessful outcome. The 
other important result concerns the deficient leadership qualities in situations of conflict management. 
As a consequence further education and training of leaders should develop methods which support 
strategies related to goal development and conflict management. 

Acknowledgement 
The authors thank the German Research Council for supporting the research project (DO-200-19,1-3). 

References 
Badke-Schaub, P. & Frankenberger, E., “Management Kritischer Situationen. Produktentwicklung erfolgreich 
gestalten”, Springer Berlin, 2003. 
Bass, B.M., Avolio, B.J., Jung, D.I. & Berson, Y., “Predicting Unit Performance by Assessing Transformational 
and Transactional Leadership”, Journal of Applied Psychology, Vol.88, No.2, 2003, pp 207-218. 
Neuberger, O., “Führen und führen lassen. 6. Auflage”, Lucius und Lucius Stuttgart, 2002. 
Sims, H.P. & Lorenzi, P., “The New Leadership Paradigm: Social Learning & Cognition in Organizations” 
Sage, 1992. 
Stempfle, J., “Lenker oder Macher? Eine empirische Untersuchung zum Handeln von Führungskräften”, Zfo, 
Vol.72, No.3, 2003, pp 138-144. 
Stempfle, J. & Badke-Schaub, P., “Führungshandeln im Alltag: Eine Methode zur Analyse von 
Führungsprozessen”, Zeitschrift für Arbeits- und Organisationspsychologie, in press. 
 
Dr. Badke-Schaub, Petra 
Institute of Theoretical Psychology, University Bamberg 
Markusplatz 3, D-96047 Bamberg, Germany 
Telephone: ++49-951-863186, Telefax: ++49-951-601511 
E-mail: petra.badle-schaub@ppp.uni-bamberg.de 



<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /All
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Warning
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveEPSInfo true
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputCondition ()
  /PDFXRegistryName (http://www.color.org)
  /PDFXTrapped /Unknown

  /Description <<
    /FRA <>
    /ENU (Use these settings to create PDF documents with higher image resolution for improved printing quality. The PDF documents can be opened with Acrobat and Reader 5.0 and later.)
    /JPN <FEFF3053306e8a2d5b9a306f30019ad889e350cf5ea6753b50cf3092542b308000200050004400460020658766f830924f5c62103059308b3068304d306b4f7f75283057307e30593002537052376642306e753b8cea3092670059279650306b4fdd306430533068304c3067304d307e305930023053306e8a2d5b9a30674f5c62103057305f00200050004400460020658766f8306f0020004100630072006f0062006100740020304a30883073002000520065006100640065007200200035002e003000204ee5964d30678868793a3067304d307e30593002>
    /DEU <>
    /PTB <>
    /DAN <>
    /NLD <>
    /ESP <>
    /SUO <>
    /ITA <>
    /NOR <>
    /SVE <>







    /HEB (Use these settings to create PDF documents with higher image resolution for improved printing quality. The PDF documents can be opened with Acrobat and Reader 5.0 and later.)
  >>
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


