
	 Annonio1 

Amanda Annonio  

Lamme – APR 582 

January 26, 2017 

Self-Assessment  

Bossy Pants: Why Assessments Told Me I Should be More like Tina Fey 

 Everyone in life has different personal goals that they want to reach, but in order to 

achieve them, he or she has to know the kind of person they want to be. Throughout life, 

everyone faces challenges and these experiences shape us into the people we become. These 

challenges seep into our professional lives and influence the type of manager, employee, and 

leader we will be. There are many different personality quizzes and surveys that people can take 

to inform them about the type of leader and the current skills they have. These same quizzes and 

surveys can also show the places where people should work to grow personally so that they will 

in the future understand what to work on to become a better employee, leader, and manager 

 The first self-assessment that I took was Harvard Business Review’s “Assessment: What 

your Leadership Style?” as a way to provide personal insight to my leadership style. This 

assessment categorizes individual leadership styles into three levels: a primary style, a 

supplemental style, and second supplemental style. My results said that my primary leadership 

style is a provider, meaning that I lead from the front yet still make sure everyone on my team is 

also satisfied. Specifically, the results stated that this type of individual is “likely to believe that 

your approach is the right one, and you are highly motived to share it with those you are close to 

so that they will succeed” (HBR). I felt that this statement accurately described my leadership 

style when I was Editor-in-Chief of the Glomerata, Auburn University’s annual yearbook 

publication. I would inform my staff members of what my ideas were and how I envisioned them 
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implemented throughout the publication. However, this leadership style does was always listen 

to those around you, but never implementing them and this can cause them to feel that their ideas 

are not important. As a leader, I have learned this is in fact one of my major shortcomings. While 

I was editor, I had one of my staff members specifically address me on this issue. After speaking 

to them about it, I have always been more cautious to ensure that everyone feels included and 

that I do hear their voices. My supplemental style is producer. Individuals classified as a 

producer have a strong sense of work ethic, like to have tangible results, and have biases towards 

proven approaches. I think that parts of this leadership style applied to me, especially when 

discussing the desire to have structure and organizational familiarity. I know that as I feel more 

familiar in a setting, I am more likely to accomplish tasks more positively and efficiently. My 

second supplemental style of leadership is pilot. Individuals with this style are forward-looking, 

like to dominate a room, have clear opinions, and can work in teams. However, while in teams, 

other members perceive this individual as having excessive drive and pushing to do too much too 

quickly. This is something I can relate to as working in groups projects and leading them has 

caused me to realize that some people like things done a certain way and do not always approach 

the problem with finding innovative solutions. While this always surprises me, I am forced to 

take a step back and think about what is the best for the group. These three leadership styles 

together describe my basic leadership style, which is wanting to make others feel included and 

take their ideas in consideration, but in the end realizing that as the leader I ultimately have to 

make the decision and implement it.  

 After investigating these three specific types of leadership, I next went to Charlene Li’s, 

“Open Leadership – How Social Technology Can Transform the Way You Lead.” Within this 

text, I first read through Chapter Two, “The Ten Elements of Openness” and completed the 
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“Openness Audit” at the end of the chapter. My results indicated that organizations and past 

experiences I have experienced and based my answers on were good at conversing and updating. 

While I agree that I am a strong at conversing, or holding conversations, I have experienced the 

opposite for updating, and am not very good at keep people up to date with decisions made at the 

top of organizations. As a strong communicator, I have been very forthcoming with 

communicating key facts and information to either the organization’s officers or the all members. 

However, I do not agree with the updating parts though. In communicating key information to 

the organization, I would discuss this in person, typically an officer talking to a member and 

officers sharing amongst themselves, and not through an online or community based structure. 

Moving forward, I would like the technological side of updating to become more of a priority as 

I enter my professional career. Ideally, I would like to enter an organization that has a better, 

more effective way to communicating across different platforms either through in person 

communication or social media platforms. Another result of the “Openness Audit” was that I am 

an explainer, which means that the individual is willing to discuss to those reporting to them 

about organizational tasks or the rationale behind the organizational structure. I feel like this will 

be critical to my professional career because it will allow everyone who will eventually report to 

me or those I report to feel involved and know what is going on. Furthermore, an explainer 

focuses more in face-to-face communication while updating focuses on updates via technological 

solutions. Moving forward, combining these three attributes will assist me in building a better 

communication strategy and become more open about the business overall.  

 After finishing Chapter 2, I moved to Chapter 7 in Li’s publication, and at the end of the 

chapter I was prompted to take the “Open Leadership: Mind-sets and Traits.” This quiz assesses 

two leadership dimensions; pessimism vs. optimism and individualistic vs. collaborative. The 
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results of this assessment indicated I was a Realist Optimist. This type of leader knows how to 

work through different situations, works well with others, can easily overcome company 

obstacles. In addition to this, Li’s chapter explains that Realist Optimists understand what 

information should be shared with the company’s employees and how transparent to be in 

communicating this information in order to accomplish tasks. I think this characterizes my 

leadership experiences as I have been able to be transparent with those whom report to me while 

making sure they understand what the final result will be. Of the three frameworks used to assess 

leadership styles, I feel that, overall, this specific leadership style most accurately characterizes 

my actual leadership style that I have used in the past. Specifically, this entails that I have kept 

an open mind when working with others, addressing conflicts, accomplishing tasks, and 

understanding the hierarchy and traditions within an organization. However, Li states that these 

individuals are typically not at the top of an organization, but they are the engines behind the 

tasks that need to be accomplished. I feel that I have the capability to be at the top of an 

organization, and, as I further my professional career, I hope to be working at or near the top 

level of the organization. Furthermore, I believe that I will work effectively with others in order 

to accomplish tasks and will be recognized for my hard work, resulting in promotions throughout 

my career.  

 The fourth assessment that I took was the “Conflict Management Styles Assessment,” by 

Adkins, focuses on how leaders address conflict and manage relationships. In this assessment, I 

tied in two categories: collaborating and accommodating. Adkins states that, if conflict arises, a 

collaborating individual is likely to work through the issue with the other party involved and 

make sure that a compromise is reached. In the second style of conflict resolution, being 

accommodating means that I am likely to give into the other party to maintain a positive 
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relationship. While these two somewhat contradict each other, I can see where they also work 

together in a real situation. Whenever I have been involved with a conflict in the past, I have 

always tried to find a middle ground where both my opponent and I are happy with the solution, 

but I have been willing to give up more so that we could keep a healthy, positive relationship. 

Finding this middle ground can be time consuming and can sometimes cause resentment between 

the two parties, but overall it can allow for relationships to remain positive and productive.  

 The final assessments that I took were located in Harvard Business Essentials, 

“Developing your Career and Theirs.” The first assessment was a “Rewards Worksheet” that 

explained what rewards an individual values most in an organization. I tied with two different 

rewards of power and influence as well as lifestyle. I think that these are both very accurate 

descriptions of how I like to be rewarded. For power and influence, it states that I like to be in a 

position of power and have the ability to make final decisions. I feel that this is true because even 

when I take others ideas into consideration, I like to ultimately use my personal idea and not 

others because I feel it I the most correct even if it is not. This was also confirmed earlier in my 

assessments during the Harvard Business Review’s “Assessment: What’s your Leadership 

Style?” The second reward I most related to is lifestyle, which means that I like to balance my 

work with my personal life and interests. I find that this reward style is particularly applicable to 

me. For example, when I was editor, I held strict office hours and would make myself accessible 

outside of those hours with a planned appointment or an emergency phone call, but I made it 

very clear that I wanted my staff to respect my personal life and I would respect theirs. I 

expected them each to fulfill their office hours and reply to emails, but on their own time. I 

wanted to make sure they knew they could have a private and personal life outside of the 

Glomerata, even though we all worked together closely during the week.  
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 The second assessment within Harvard Business Essentials was the Skills Assessment. 

This assessment focuses on which of the quiz’s nine categories my specific skillset falls into and 

which skills I need to improve. Based on my responses, my strengths lie in the areas of 

Communication, Management, Teamwork, Self-Management, Sales and Marketing, and Physical 

and Manual Dexterity. I believe that, moving forward, I will be able to sharpen these skills by 

finding a positive mentor in the organization as I move between companies. Additionally, while I 

believe that I have these skills, I know I can always become better at them. The skills that need 

the most improvement include Technology and Computer, Financial, and Supervisory so that I 

will become a better employee and transition into leadership and management. Within computer 

skills, I feel that I need to the most work with learning how to write code as well as create 

websites. The second category of skills I need to improve is financials. Even though I have a 

basic understanding of finance and budgets, I feel that I should have a better understanding of the 

financials, particularly as they relate to specific aspects of accounting as well as forecasting. The 

third skill I feel that I need the most work on is supervision. As an employee, my personal goals 

include being coachable and learning from mentors and colleagues within a corporation. 

However, as I advance my career, I will want to be able to coach others successfully. Right now, 

I do not think that I have enough skills to successfully do this. Ideally, I want to be able to show 

others how they can reach their goals and can achieve great things and this goes along with 

recruiting future employees. If I learn from those about me how to be a better supervisor, then I 

will in turn be able to offer my employees more insight and learn how to be a better leader.

 At my current stage in life, I believe that I have a lot to learn as an employee before I 

could be a manager and hold a high position leadership position within a company. However, 

these assessments have provided me with some key insights as to my leadership style and how it 
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will impact my personal and professional goals. If I want to fulfill the goal of reaching a top 

position within a company, I will have to have a high determination and learn to ask mentors to 

help teach me the skills I need. In her Ted Talk, “The Career Advice You Probably Didn’t Get,” 

Susan Colantuno explains that women have a more difficult time rising to the top in an 

organization and that there is a 33 percent gender gap at the top of organizations caused by 

women not learning the “skills that can be summarized as business, strategic, and financial 

acumen” (Colantuno, time 3:18). In corporations, women are often not taught the business side 

of an organization because their mentors think that they should develop their personality more 

than their business mindset. As I develop my career, I feel like this is something that I will run 

into as a female employee wanting who wants to become a manager and leader, and it is 

necessary that I talk about this conundrum with my supervisors and managers. While addressing 

this gender gap will not be easy, knowing that it exists will allow me to ask for mentors that will 

be willing to teach me the skills I need. Tina Fey states in her novel Bossy Pants, “This is what I 

tell young women who ask me for career advice. People are going to try to trick you. To make 

you feel that you are in competition with one another…[but] don’t be fooled. You’re not in 

competition with other women. You’re in competition with everyone else.” This statement, in 

particular, resonated with me as I was reflecting on the gender gap present in business because 

she emphasizes that any individual should not be afraid to ask to be taught the skills sought to be 

successful, regardless of gender, and that I should not be tricked into thinking I do not need these 

skills. Furthermore, I should be treated and taught the same skills as men and challenge myself to 

find the mentors who are willing to teach me the same skills.  

 The collective assessment results above disclosed that I had a good understanding of the 

type of leadership styles and skills that I already posses, but each assessment identified what I 
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need to work on moving forward so that I can accomplish my professional goals. I think that I 

have a lot to learn from others around me still, and that I should seek out mentors that are willing 

to aid me in becoming more professional and successful in what I want to do in my personal and 

professional life. I believe that, if I am consistently striving to shape myself into a more 

successful businesswoman, I will be able to rise to the top of any company.  
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