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1 Introduction 

The complicated and demanding terrain of veterinary medicine and its representation in 

practical world of the veterinary profession is deeply embedded in effective leadership, 

ensuring excellent animal health and well-being of every individual connected [1-4]. Being 

successful in veterinary leadership is heavily dependent not only on professional skills but 

also on accurate communication, creation of social bounds, and work-motivation [1,4-6]. In 

this thesis, the connection of veterinarians´ learning styles and their favoured power base is 

examined in the practical context of German veterinary practices. Moreover, effective 

leadership in veterinary practices is essential for ensuring high-quality animal care and 

maintaining cohesive, motivated teams. This study investigates the connection between 

veterinarians' learning styles, based on Honey and Mumford's framework, and their preferred 

power bases, as described by French and Raven, encapsulated inside the practical context of 

German veterinary practices [1,4-8]. 

With this research, a critical gap of veterinary leadership is addressed, shedding light on how 

the distinct learning styles are influencing behaviour in leadership, especially concentrating 

on power dynamics [1,2]. While significant research exists on clinical skills in medical and 

veterinary environments, there is limited focus on leadership development and the interplay 

between cognitive preferences and leadership behaviours, especially in the veterinary field.  

This study aims to fill this gap by offering a more complete understanding on how learning 

and leadership are related and on how they form practice conclusions, additionally proposing 

aspects that will help effectiveness from the single individual up to full organizations [1,3-

6,8].  

This study seeks to identify dominant learning styles and their relationship with power bases 

among veterinary leaders, providing practical recommendations for enhancing leadership 

strategies, improving team dynamics, and ultimately contributing to better veterinary care. 

This overarching goal is achieved by investigating the relation of veterinarian´s learning 

style preferences, based on Honey and Mumford´s framework, and their tendency to special 

power bases, described by French and Raven [1,2]. 

Objectives of this research: 

1. The identification of dominant learning styles in the variety of veterinary leaders, 

based on Honey and Mumford’s framework.  
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2. The Examination of the predominantly employed power base of veterinarians, 

based on the theory of French and Raven.  

3. The analysis of the most represented combination of learning styles and power 

bases in the veterinary profession and it´s impacts on practical efficiency.  

Research Questions: 

1. What are the most dominant learning styles among veterinary leaders, focussing 

on Honey and Mumford´s theorem, and why is it significant to identify these 

cognitive preferences? [1] 

Justification: Knowledge about the predominant learning styles can assist in the 

developmental process of refined leadership programs, thereby accelerating 

efficiency in leadership and team cohesion. 

2. What are the most commonly employed power bases of veterinary leaders, based 

on the principle of French and Raven? [2] 

Justification: The identification of the predominantly employed power base 

offers insights into the most efficient leadership strategies utilized in the practical 

setting of veterinary medicine. 

3. Which combinations of learning styles and power bases are most common in the 

context of veterinary leadership inside German practices, and on which way do 

these most prevalent combinations influence efficiency in veterinary leadership? 

[1,2] 

To finish this introduction, the significance of this study also has to be addressed.  The 

investigation on the relationship of learning styles and power bases proposes a 

comprehensive view of how veterinarians, in their professional role as leaders, can optimize 

their effectiveness and impact. The received findings will be a significant contribution to the 

tailoring of targeted leadership strategies, which foster refined communication, support 

cohesion in team, and generally increase efficiency in veterinary practice. This research is 

the instrument to be used for a crucial step into the direction of bridging the existing gap in 

the research terrain of veterinary leadership, finally assisting the quality of the overall well-

being of animals and every professional that cares for them. 
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2 Literature review 

Entering the academic terrain of veterinary practice-based leadership, this area is rooted in 

predetermined literature. This chapter reviews the key theories that inform about the 

relationship between learning styles and power bases in veterinary leadership. 

This research is grounded in several key theoretical frameworks central to understanding 

veterinary leadership. The understanding of this refined interplay is achieved by the work of 

Honey and Mumford, pioneers who exemplified the field of learning styles and were the 

grounding fathers of unique mental preferences [1,9]. While traversing trough this cognitive 

dialogue, French and Raven enlightens us with their picture of power bases that serves us as 

an underlining of effective leadership [2]. Goleman´s contribution to this research manifests 

in a thoughtful act on emotional cleverness, highly influent to leadership dynamics by 

emphasizing the importance of self-awareness and empathy [10]. He claims that emotional 

intelligence, described as the skill of understanding, assessing and controlling the own field 

of emotions and the emotions of others is the key to a successful life and that high IQ is 

overrated and to be neglected in this context [10]. An additional viewpoint which has to be 

considered is Northouse´s leadership theory, a comprehensive guide of theoretical and 

practical paths to effective leadership, remarkably focussing on the development and 

utilization to great success in various scenarios [5].  

This section explores the key theories of veterinary leadership, and it tries to form a narrative 

leading us through the complexity of the veterinary profession and it´s leadership while 

skilfully aligning multiple theoretical frameworks which provide us with necessary 

knowledge, based on existing literature.  

Section 2.1 on the one hand is fully dedicated to the protagonist of this research, Honey and 

Mumford. These two pioneers guide us into the addressed world of leadership, shedding 

light on the learning styles and their importance in leadership development [1]. This part acts 

as the starting point for further development, manifested in the addition of other on topic 

viewpoints. 

We further form the beginning to this literature review and following chapters of this 

research by creating an overview of other learning style models like Kolb´s Experiential 

Learning Theory, Gardner´s Multiple Intelligence theory, Northouse´s Leadership Theory 

and Bass and Avolio´s Full Range Leadership Model in section 2.2 and them being aligned 

into the context of Honey and Mumford’s thinking [1,5,6,9,11]. 
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Section 2.3 on the other hand is focussing on the co-star of our adventure, French and Raven 

and their significant discussion on power bases and their conscious and subconscious 

implementation in the real life [2].   

At last, in Section 2.4, other relevant literature from the field of veterinary leadership and 

their contextual thinking will be dived in, taking into consideration Kolb´s model on 

experiential learning and other before mentioned viewpoints [9]. 

While traversing through these chapter´s formed us a useful theoretical basis to our thesis, it 

also acts as a stage for the empirical chapters coming up, where the inspected theory and 

later on analysed practice will be led closer to each other than ever before, bringing us a little 

bit closer to effectiveness in veterinary leadership. 

2.1 Explanation of learning styles and their relevance in leadership 

development 

The foundation of effective leadership is deeply anchored in an extensive understanding of 

learning styles, as it is demonstrated by the model created by Honey and Mumford [1]. Their 

model splits the human approach on how they learn into four distinctive styles: Activist, 

Reflector, Theorist and last but not least the Pragmatist. For leaders, achieving a 

comprehensive overview and understanding for the learning styles, displayed in Table 1, of 

each individual in their team will aid them to form behavioural patterns that create the best 

efficiency in their practical context. This means, that in small teams, as well as in bigger 

clinical frameworks, where the distinction of roles and responsibilities are less differentiated, 

a precise individual based approach can be tailored and with that, a healthy work 

environment will naturally be received. In the following table, an overview of the different 

learning styles and their behavioural individualities and applicability with leaders are 

presented. 

Table 1. Different learning styles, individualities and applicabilities. 

1. Activist: Activist-type individuals are typically tempted to be more experimental 

learners. They flourish in lively, changing hands-on activities which are often 

accompanied by an eager will to approach upcoming challenges. When identifying 

an activist-type learner in your team, quick assistance is often naturally provided, 

only the implementation of guidance with more complex or protocol-based tasks 

might be necessary since the typical activists learn by approaching the task, often 
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neglecting protocol or instructions. As the leading position, stepping in for quick 

guidance to the task can result in great efficiency [1]. 

2. Reflector: Reflector-type learners usually select to take a step back to observe and 

inspect if possible. This allows them to bloom when given a new task because they 

will be able to revise experiences and consider their variety of viewpoints on the 

given task before the decision of what to do is formed. If a reflector-type learner 

is present, absolving the task while explaining the step-by-step approach to the 

observing individual and afterwards offering some time to digest before stepping 

further will grant great success with the addressed person [1]. 

3. Theorist: Theorist-type learners will frequently bring up abstract concepts and 

theories. Their field of expertise is formed by an eager analytical thrive, searching 

for logical thinking while also being motivated to reveal the roots of the given 

situation. For leaders that work with theorist-type learners, announcing a future 

task and offering literature that will provide accurate guidance is the key to 

success. This offers the person to predigest information to an extend where the 

cognitive capabilities of the individual are revealed [1]. 

4. Pragmatist: Pragmatist- type learners commonly search for the most practical 

approach. This means that they shine in projects that give palpable product from 

their efforts, and they are strongly motivated by real-world purpose and 

applicability. Working with pragmatist-type learners, providing only most 

necessary information to a task while revealing results of the given action will 

result in quick understanding of the given task and offers the possibility to align 

multiple tasks which can be absolved appropriately because the general amount of 

crucial information is limited [1]. 

 

The pertinency of the before mentioned learning styles in the world of leadership and its 

evolution is profound. As an individual in any sort of leading position, acquiring the complex 

learning styles of the people they are working with and modifying their behavioural patterns 

according to it will result in a significant development of communication and workplace 

effectiveness. Any individual can be caught in the right resonance that will increase their 

own will to thrive.  

For example, if there is a team-based project, an activist-type learner thrives in interactive 

opportunities, a reflector-type learner in review sessions, the theorist-type learner in 

academic discussions and a pragmatist-type learner from case studies. 
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The quality of skill in managing different learning styles in the own team dynamics is 

determined by in-practice effectiveness of inter-human communication, which can be 

brought to its peak by revealing the strongest traits of each individual learning style while 

sparing their weak sides, which finally will result in everyone feeling taken care of [1,9]. 

Finding the right way of development the own leadership therefore is not managed by 

following one strategy that will fit every situation. It requires mindful understanding of the 

intellectual preferences and learning styles of every team member.  

Being a leader that enjoys this diversity and acknowledges the facets, this leading person can 

create a complex, yet refined environment that will come out as beneficial to ongoing 

learning processes, inspiration and most advantageous team performance.  

2.2 Overview of different learning style models and their characteristics 

The following part of this chapter focusses on creating an overview on the distinct 

frameworks on learning styles but also on research-based theories on leadership, finally 

offering a conclusion to the presented overview.  

In the first part of this subchapter we will focus on theories that center learning styles. 

Stepping further than our foundational principles created by Honey and Mumford, additional 

models on learning styles have formed which encompass a complexity of frameworks that 

successfully extend our knowledge of scholar approaches together with effectiveness in 

leadership [1]. A prime example of this evolutional process is Kolb´s Experiential Learning 

Theory, it achieved such important meaning by presenting a learning cycle inhabiting four 

stages: concrete experience, reflective observation, abstract conceptualization, and active 

experimentation [9]. These theoretical stages of learning are more than just theory, they 

profoundly impact the development of the veterinary profession. As an example, veterinary 

leaders that are strongly suited with reflective observation are possibly adept in reacting and 

processing to newly achieved clinical information and needs of the patient, which enables 

them to quickly form decisions [9]. Through the process of recognizing and adapting roles 

in the team according to the cognitive preferences, leading veterinarians receive a refined 

instrument to improve their level of care.  

Gardner´s Multiple Intelligences Theory furthermore improves this process towards our 

understanding, underlining that each individual owns a unique set of intelligences. For 

example, linguistic, logical-mathematical, interpersonal, and more [11]. The complexity of 

this theory enables the train of thought, that every veterinarian practice is completely unique, 
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in the communication with patients and reasoning of diagnostic decisions. Applies to 

practice, utilizing Garnder´s theory can assist leading veterinarians to clearly distinct and 

amplify each team member´s traits, founding a general improvement of performance [11]. 

At this point, Gardner´s theory differs from Honey and Mumford´s more centred way of 

thinking by taking a step back and including more aspects of intellectual strengths, revealing 

the factual importance of individual-based strategies in the context of veterinary leadership 

[1,11].  

The second part of this subchapter will focus on theories that center leadership.  

Northouse´s Leadership Theory offers us more valuable insights, proposing that 

effectiveness in leadership is an always present interplay of skill sets, behavioural patterns 

and situation-based awareness [5]. This theorem is in deep need of adaption, perfectly suiting 

veterinary practice settings where the in-team dynamics constantly change according to the 

present case [5]. Northouse presents us with a connected self-assessment tool which 

emphasizes that leaders evaluate their unique strengths but also the areas that demand some 

growth, finally reinforcing the interplay of personalized educational models as offered by 

Honey and Mumford and French and Raven´s bases of power [1,2].  

Speaking of the theory is effectively complemented by the point of view of French and 

Raven´s theory, shedding light on social dynamics based on influence, encompassing 

legitimate, reward, expert, coercive, referent and lastly informational power [2]. Leaders 

with the goal of receiving high effectivity might deploy these power bases to for example 

create trust, motivate their teams, or even address existing challenges.  

As the final aspect, the Full Range Leadership Model founded by Bass and Avolio proposes 

a refined approach by transformational, transactional and laissez-fair styles [6]. On the one 

hand, transformational leadership focuses on motivation and the individuals´ growth, 

owning the ability to create innovation and resilience, even in the veterinary environment, 

which is often associated with high pressure [6]. On the other hand, transactional leadership 

owns a reward-based concept to be employed to metrics of performance and laissez-faire 

enables opportunities for self-employed problem-solving styles. Bass and Avolio´s Full 

Range Leadership Model underlines the significance of moral evolution and ethical 

leadership ways, channeling fairness and welfare in the veterinary field [6]. 

The final part of this subchapter focusses on a conclusion to the achieved comprehensive 

overview. 
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In conclusion, to fulfill the goal of effectiveness in veterinary leadership roles, a highly 

complex knowledge of these diverse frameworks is necessary. Utilizing gained insights from 

Gardner´s intelligences, Kolb´s phases of learning, Northouse’s adaptive strategies and 

finally Bass and Avolio´s spectrum of leadership will suit a veterinarian with a valuable 

multi-purpose tool, enabling the development of absolute efficiency [1,5,6,9,11]. The 

symbiosis of all these frameworks might promote a refined environment of associated ways 

to learning and leadership, proposing better results for every involved living being, team 

members, owners and patients.  

2.3 Discussion of power bases and their influence on leadership effectiveness 

Proceeding into this chapter we will further continue our journey by examining French and 

Raven´s principle on power bases, the core of leadership dynamics. The five power bases 

they ingeniously invented were called: legitimate authority, rewards, coercion, expertise, and 

referent influence. Later on, they added a sixth power bases which is called informational 

power and derives from owning valuable information and their access [2]. These power bases 

brought together form the bedrock of leadership strategy development. 

Now we will investigate the different power bases one by one, starting with the power base 

of legitimate authority. This power base is typically represented by official positions in 

organizational hierarchies. If an individual is suited with this authority, it owns the power 

through multiple steps in the hierarchy, enabling change and actively piloting the 

organization into the desired direction [2]. For veterinarians, legitimate authority is 

incorporated in each practices’ structure, positioning veterinarians through their academical 

role deeply in this power base, granting them influence over all assistants while being in the 

clinical environment, making them pilot individual situations. Stepping higher in the 

professional hierarchy and being responsible for other veterinarians and their assistants 

results in heavier legitimate authority [2-4].  While eagerly trying to understand the 

effectiveness of leadership, it cannot be neglected that the legitimate authority offers a basal 

structure to leadership, but not as a sentinel approach. It is mandatory for leaders to think 

further and fuse the legitimate authority with additional power bases, modulating their 

passage to multidimensional challenges of present-day systems [2]. The deep necessity of 

multi-factorial thinking also underlines Northouse´s Leadership theory, which points out the 

importance of combining traits, behaviours and situational awareness [5]. 
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Rewards and coercion as a power base echoes owning the control of valued outcome. It acts 

as simple but effective tool with a variety of effects. On the one hand, the utilization of 

rewards commonly leads to the construction of a healthy work environment but when 

employed too frequently, will result in less sincere effort. On the other hand, the application 

of coercion is effective in distinct situations but on the long term will result in a high risk of 

refusal and loss of trust between team members [2] The art of this power base is to find the 

elegant balance of rewards and coercion, which facilitates healthy organizational thrive 

leading to the achievement of extensive objectives [2]. In the veterinary practice context, a 

leading individual can offer more influence or freedom as the reward, which can once again 

be withdrawn if shown unsuccessful. For example, after the leading person observes interest 

and effort of their staff in the direction of clinical surgery, offering them the opportunity to 

assist in surgical tasks will be perceived as a reward, but if the given assistant does not fulfil 

the requirements for this position efficiently, this reward can be withdrawn [2-4,8]. This goal 

exceeds simple theoretical thinking, it is projectable to every type of work environment. 

Example given, in Deepak Kochars´s work on the quality of work life and job satisfaction 

of veterinary doctors in Punjab, the utilization of rewards is crucial for achieving motivation 

during episodes of high stress while having low resources [8]. The study suggests that work 

efficiency is enhanced by increasing quality of work life by granting the rewards of 

additional free time and other benefits [2,8].  

The power base of expertise holds its roots deeply in the proficiency and education the 

leading person occupies. Extensive knowledge is an influential tool in modern work 

environments and suits the given person with an advantage to others. This advantage has to 

be skilfully and especially sensitively applied so that a person with lesser familiarity can 

earn a grasp to the given topic. Exercised correctly, the power base of expertise can nourish 

a field of exponentially growing education of team members. If exercised incorrectly, the 

power base of expertise can be interpreted as arrogance or distance, leading to social 

instability in the team [2,5]. For veterinarians that heavily rely on the power base of 

expertise, a small number of assistants could be actively guided while performing everyday 

tasks, resulting in their academical growth and finally creating a highly efficient 

representative area for their associated practice. An example for this given situation could 

be a highly ultrasound scholar leader and that individuals’ assistants which form an 

advertisable ultrasound section for their practice [2-4]. 
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Referent influence is based on personal relations to team members and other associates and 

is probably the most diverse power base of all. If a leading person emanates charisma and is 

able to cultivate honest relations to their team, that person consciously or unconsciously 

holds strong referent power [2]. Referent power can also be short lasting and long lasting, 

depending on how the leading person funnels and adjust the power according to the complex 

relations among the team. If conducted efficiently, a long-lasting referent influence can be 

achieved and a strong cohesion among team members will be the result [2,5] Applying this 

power base to veterinary context, a veterinarian who shares common goals and is liked by 

the team receives active referent influence by earning the relation-based trust in this person’s 

decision through the team. For example, in difficult cases multiple approaches could be 

fitting but the veterinarian has to decide for a distinct one. This process can actively be 

supported by assistants and academical help could also be proposed since there is no or only 

little active fear of being socially punished for offering ideas, this being based on 

interpersonal safety and trust [2,3,6,8]. 

The later added sixth power base of informational power originates from influence achieved 

through controlling information, setting an individual into a specific role, presenting them 

as stakeholders of data desired for decision-making processes [2]. For veterinarian leaders 

this is often associated with different individuals that work in distinct compartments of the 

practice. For example, a person working in ultrasound can offer important information to the 

individual that will perform the following treatment with the same patient [2-4].  

Although the model of French and Raven offers a benefit framework for understanding 

influence in leadership, it may not be enough for analysing veterinary practice complexities, 

where interpersonal relations and team dynamics are crucial for achieving maximum 

efficiency and happiness [2,4,6,8]. 

One of the leadership theories that complements the power base discussion is Northouse´s 

Leadership Theory [5]. It offers additional layers on leadership styles, traits and skills. 

Referent influence is particularly underlined, since the transformational leadership model, 

like charisma and inspiration, are the pillars to the tailoring of referent influence which will 

furthermore motivate the team members to achieving extensive goals [2,5]. 

In conclusion, working our way through the different power bases underlines the essentiality 

of the utilization of power bases in the context of veterinary leadership and the benefits to 

its effectiveness. A leader who is versed in the theory and practical application of power 
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bases, can, by implicating each base masterfully, pilot their practice-leadership to great 

success [2].  

2.4 Review of relevant literature on the connection between learning styles and 

power bases 

Before exploring veterinary leadership in detail, the question arises why the Learning Styles 

and Power Bases are to be integrated in veterinary leadership and how are they connected? 

To understand more about the multi-facetted terrain of veterinary leadership, examining how 

learning styles and power bases align with leadership effectiveness is essential. The 

foundational principles of our research are Honey and Mumford´s learning styles and French 

and Raven´s power bases and the upcoming section tries to untwine how these theoretical 

frameworks communicate within veterinary leadership.   

2.4.1 Searching the Link of Learning Styles and Power Bases 

Learning styles and power bases are both deeply rooted in the impact of leadership behaviour 

and decision-making development [1,2]. Activist, Theorist, Pragmatist, and Reflector, the 

four learning styles proposed by Honey and Mumford, earns us understanding of how 

individuals approach the process of learning, meanwhile French and Raven´s concept on 

power bases suits us with knowledge on what the sources of the leader´s influence are [1,2]. 

Fused together, a point of view is created that offers high analytical potential on how 

veterinarians adapt to their surroundings and navigate the team even in the most difficult 

dynamics, while still performing effective care. Other research from associated fields like 

education or healthcare emphasize the importance of the idea of correlated learning styles, 

power bases and leadership behaviours. An example for this fact is the study on emotional 

intelligence, published by Kolb in 2015, which revealed that leading positions in healthcare 

that have a tendency to experiential learning, commonly relied on the power base of referent 

power, which is based on charisma and interpersonal traits, suiting the given person with 

strong bonds in their teams, additionally to trust by patients and owners [1,2,9]. The 

correlation to be found here is that experiential learners are pretty similar to activist type 

learners, this fact connects both Kolb´s and Honey and Mumford’s theory [1,9]. To picture 

the way that these connections apply inside veterinary practices, the different types have to 

examined on the practical basis. For example, a activist type leader will thrive in experiential 

setting, where hands-on tasks are asked for and they often draw from their referent power to 

influence team members and inspire to collaborate [1,2,5]. This charismatic, easy-to-engage 



13 
 

nature can build strong cohesion with staff and clients, supporting the overall morale to 

practice and finally the quality of patient care. Research of healthcare leadership 

demonstrated that leading persons that set their priority on experiential learning commonly 

thrive in complex dynamics and high-pressure environments, tailoring their impact 

especially through decision making in critical situations [12].  

On the other side of this concept, leaders that employ a theorist type of learning style will 

thrive when enabled to sculpt their own theoretical concepts, often resulting in the usage of 

expert power as their base of choice [1,2,5]. This special type of individuals predominantly 

excels in systematic type of approaches, creating their influence through an existential 

amount of understanding for the most complex medical procedures and protocols. A leader 

who is a theorist-type learner inside the veterinary setting possibly leads by leveraging a 

significant skill for evidence-based plans for treatment and programs to achieve efficiency 

to these plans. In this given situation, that leader holds the power base of expertise, making 

them receive credibility in the clinical environment [9]. Studies of medical education 

emphasize, that the power base of expert is commonly connected to leaders that have a strong 

tendency to knowledge dissemination and innovational processes [13].  

2.4.2 Reflector-and Pragmatist-type learners, connection and implications 

For the type of individuals that tend to reflector-type learning, taking a step back to 

investigate is the general approach, leading to observation of team dynamics and finally 

providing that individuals’ thoughts [1]. This type of learners might draw heavily from the 

referent power base to provide guidance to team members and mentor the team if necessary. 

Additionally, they exhibit coercive power to bring up problems or underline needed 

protocols. The combination of this opposite two power bases can result in a balance which 

is often necessary in the veterinary profession, where sensibility to solve problems can be 

key [1,2]. The Pragmatist-type leaders, on the other hand, focus on reaching outcomes that 

are palpable, which may be most effective by leveraging the power base of legitimate 

authority and additionally utilizing reward power [2].  

The skill of setting easy to understand goals and offering clear plans to achieving them, can 

effectively motivate team members, especially if times of change are present [5] 

The theory on experiential learning, created by Kolb, highlights this understanding by 

shedding light on the way that individuals suited with a complex set of learning styles spends 

time in the different phases of their learning process [9]. Example given, Activists naturally 
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excel in hands-on experimentation, meanwhile reflector-type learner prioritizes 

investigation. When understanding these preferences, veterinarians can tailor approaches to 

the team’s development which guarantees that opportunities to learn and challenges are 

balanced to each team member while being aligned with the collective strengths.  

2.4.3 Significance of Achieving Knowledge about Learning Styles and Power Bases in 
the Veterinary Setting 

Learning styles and power bases embody a useful tool to achieve leadership effectiveness in 

veterinary practices. If the alignment of behaviours in leadership with preferences in learning 

is identified in the teams, veterinarians can build strong cohesion, motivation and an overall 

improvement of the practice´s performance [1,2]. When successfully tailoring personalized 

approaches, improved team dynamics, better communication and finally high-quality patient 

care can be achieved. Empirical studies about leadership in healthcare underline these 

assertions, revealing that individuals in leading roles who accurately adapt their level and 

type of influence strategies to connect to their team member´s cognitive preferences finally 

receive higher motivation, satisfaction, and an increase in performance [14].  

While discussing the given significance, further theories that correlate have to be 

highlighted: Gardner´s Multiple Intelligences and Goleman´s Emotional Intelligence [8,10]. 

The principle on multiple intelligences, developed by Gardner, complements our journey of 

understanding learning styles and power bases through identifying the diversity of 

intelligences, such as linguistic-, interpersonal-, and intrapersonal intelligence and multiple 

more [10]. For instance, a leader leveraging interpersonal intelligence may thrive by using 

the referent power base, building a fertile ground for empathy and respect [2,11]. 

Comparably, the concept on emotional intelligence, created by Goleman, emphasizes the 

priority of empathy, self-awareness and social skills in the leadership context [10]. Leading 

veterinarians that are dressed in a profound understanding of emotional intelligence are adept 

in how to adapt the power base in need according to what is demanded in their team [2,10]. 

For Example, a leader that leverages a pragmatist-type of learning may predominantly 

deploy the power base of reward, but when approaching an activist-type leaders, will change 

their preferred power base to the given needs by tailoring hands-on opportunities towards 

learning, possibly resulting in a higher morale and support [1,2,10]. 
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3 Goals, objectives 

The main goal of this research is to examine the refined relationship between learning styles 

and power bases inside of the particular terrain of veterinary leadership. This study aims to 

provide insights and a clearer understanding how the distinct preferences in learning 

associate with the correct application of power bases in German veterinary practices. 

To achieve this goal, the following objectives will be presented and in the later chapters these 

objectives will then be methodically unravelled. 

The first objective is to determine the predominant learning styles of veterinarians in 

leadership positions by utilizing Honey and Mumford’s Learning Styles Questionnaire. The 

received findings will provide helpful insights into the cognitive preferences of veterinary 

leaders, supporting the way to understand how these mental preferences may contribute and 

modify their personal leadership approach [1,5]. This distinction will aid our study by 

providing one of the main factors to approach later evaluation, this aspect will later be 

connected, discussed and set into context with our second main aspect, the determination of 

the predominantly utilized power base [2].  

There are two essential approaches to examine associated power bases useful for this 

research [2]. As the first point, the determination of the predominantly applied power base 

of German veterinarians is most significant. French and Raven give us the power to do this 

investigation by providing us with their self-evaluation questionnaire [2]. The second point 

to be examined is the determination of whether there is a relation between our results of the 

first questionnaire, created by Honey and Mumford, and our products received through the 

second questionnaire, tailored by French and Raven [1,2]. The desired relation is the 

products of predominant combinations of a specific learning style with a distinctly applied 

power base [1,2].  

Our final objective is the contribution to the formation of future leadership strategies, 

enabling deeper understanding and sensibility of veterinarians and their teams. 

Additionally, another aspect is what exceeds our research, it tries to enhance future 

veterinary leadership by gathering research findings that will sculpt insights and provides 

practical guidance, supporting veterinarians and other individuals in leading positions to 

tailor personalized strategies which will lead to achieving grand success in their effectiveness 

as leaders [1-3, 5,6,10]. 
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4 Methodology 

The fundamental aspect of an effective investigation on the interaction between learning 

styles and power bases in the terrain of veterinary leadership is sensitive research design.  

In this chapter, the meticulous approach used to dissect this relation by the application of 

survey instruments and interpretative procedures will be delineated. These methods are 

profoundly entrenched in existing theorems on learning styles and power bases.  During 

these chapters, the intellectual and diplomatic path that encapsulates effectiveness in 

veterinary leadership will be thoroughly examined and aligned.  

In this study, the research design personifies as a methodical approach motivated on 

untwining the comprehensive interactions of learning styles and power bases in veterinary 

leadership. The train of thought and encouragement to this research was born by distinct 

literature on socio-psychological behaviour, especially animated by the works of Honey and 

Mumford on learning styles and French and Raven on power bases [1,2]. The tools 

instrumentalized to fulfilling our goal are the two questionnaires published by the authors 

[1,2]. Additionally, a diversity of on-topic literature was taken into account and will be 

mentioned during our journey.  

Now, this research´s process of sampling will be explained, including the general approach 

and the methods that were applied. The number of samples gathered for this research during 

the time period of April 2024 until October 2024 and is based on 30 German practicing 

veterinarians which were consciously chosen by purposive sampling from different size 

veterinary practices to represent the diversity of the broad-spectrum veterinary profession. 

This approach ensures the encapsulation of practicing veterinarians from a variety of 

specializations and stages of their career.  

The data collection method devoted to this research consists of two analogue surveys, Honey 

and Mumford´s and French and Raven´s work, which were handed out in person and 

received back face-to-face.  

At first, an online version of the surveys was employed, trying to grant anonymity and 

reducing the bias from in person contact. Unfortunately, the number of responses showed as 

non-successful, which might be based on the sheer workload of veterinarians and the age of 

veterinarians addressed combined with an online-link-based access to the survey. The 

problem instigated through an online-link based survey in relation to older generations of 
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veterinarians is, that the knowledge and general familiarity with online based systems is 

sometimes limited, resulting in neglection of clicking on the given link and finally in not 

filling out the questionnaires. In combination with the heavy workload in veterinarian 

practices and limited free time, planning in 30 minutes for filling out the surveys can 

sometimes be challenging, resulting in them being pushed back in time or even forgotten.  

Now diving deeper into detail about the sampling process, the before described link was 

distributed to personal friends, from there send further into social media-platforms of 

different clinics. By employing this procedure, seven filled out surveys were gathered. 

Additionally, the links were sent to other veterinarians connected to the seven participants 

that absolved the surveys. In total, via online questionnaires eleven versions of both 

questionnaires were successfully achieved. After multiple weeks passed, no additional 

results were received, so the decision was forged to switch the online way to an analogue 

sampling method. As described before, this unfortunately might have had the consequence 

of response bias but after handing out the surveys to veterinarians in person, 19 filled out 

surveys were achieved in a 4-week period. This finally results in having a total of 30 filled 

out questionnaires to be examined.  

Now we will proceed with an overview of the measurement tools used for learning styles 

and power bases [1,2]. 

The analytical instruments, Honey and Mumford´s Learning Styles Survey and French and 

Raven´s Power Base Survey, were consciously chosen for their socio-psychological 

importance. The profoundness in these socio-psychological grounds is the founding stone to 

effective comprehension of learning and social interactions in this research [1,2]. 

Honey and Mumford’s questionnaire on learning styles consists of 80 questions, which was 

thoughtfully prioritized over the 30 questions survey to earn more refined results and a more 

sensitive perception of cognitive diversity [1]. For French and Raven´s theorem, an 18-

question based survey was applied, granting the reinforced recognition of utilized power 

bases in the context of veterinary leadership [2,5,7,9,11]. 

The following part will focus on the integration of the two surveys provided by Honey and 

Mumford and French and Raven [1,2]. 

The illumination of the interconnectedness on learning styles and power bases in the 

ambience of veterinary leadership is ensured by the employment of the two survey which 
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were translated from the original English text into German language. This decision was done 

to guarantee accessibility for every collaborating veterinarian.  

The two surveys, rooted in the complex academical frameworks of sociopsychology, serve 

as the main instruments to analyse the complexity of team-dynamics in veterinary practices.  

4.1 Learning Styles Survey 
To achieve knowledge on the diversity of personal mental preferences of veterinarians in 

leading positions, the renown Learning Styles Questionnaire, founded by Honey and 

Mumford was used [1]. The Questionnaire, represented in Annex Table 1, underwent refined 

translation into the German language, which allows the most exact spectrum of responses by 

German-speaking practitioners. This will finally lead to the acquisition of the correct 

learning style preference of each individual by the accumulation of 1-20 points in each 

distinct category [1].  

4.2 Power Bases Survey  
For the examination on the sources of social power from the viewpoint of veterinarians in 

leading position, the Power Base Questionnaire, represented in Annex Table 2 and 

established by French and Raven, was instrumentalized [2]. Analogous to our first 

questionnaire, the survey was accurately translated from the original version in English into 

German [2]. 

The survey consists of 18 questions where each individual question can be scored from 1-5, 

determining the disagreement, or agreement. As the final step, the points will be assembled 

and sorted in the fitting group [2]. The highest number of points will be the predominant 

power base, employed by the individual [2],  

4.3 Data analysis techniques employed 

The quantitative evaluation of survey data was performed by numerical techniques which 

were recycled into descriptive illustrations, granting an overview over achieved results.  

In the context of qualitative investigation, the academical research excavates open-end 

responses, taken into consideration additional viewpoints on leadership and socio-

psychological communication [1,2,5,9-11]. 

The mentioned additional viewpoints are representative for the other theorems on socio-

psychological behaviour which were mentioned before in the literature review and will be 

aligned into the context of his research in the following chapters. 
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5 Results 

While further traversing through the realms of veterinary leadership, the following chapter 

is dedicated to the extensive presentation of the data gathered through this study. The 

examination of the relation between learning styles and power bases among veterinarians is 

achieved by using Honey and Mumford´s Learning Styles Questionnaire, the results being 

presented in Annex Table 3, and French and Raven´s Power Base Questionnaire, results 

being presented in Annex Table 4. The findings collected will then be discussed in the 

context of already existing literature. Gathering this amount of data on the connection 

between learning styles and power bases presents us with a comprehensive view of how 

veterinarians sculpt their leadership through the employment of their designated learning 

style fused to their utilization of distinct power bases.  

5.1 General and sociodemograhic characterisation of participants by age, 

gender and practice size 

In total, 30 veterinarians took part in filling out the questionnaires, 11 individuals (36,67%) 

absolved the online version, 19 individuals (63.33%) filled out the analogue version. All 

respondents (n=30) were veterinarians working in German practices.  

The questionnaire began with a nickname, which grants the possibility of filling out the 

survey anonymously, meanwhile still making it possible for me to differentiate which filled 

out learning styles survey was connected to which power base survey.  

The following questions were the following: 1. Age of the respondent, 2. Gender of the 

respondent, 3. Practice size the respondent is working in.  

The first question, represented by Figure 1, resulted in 7 (23.33%) veterinarians being in the 

range of 25-35, 17 (56.67%) veterinarians belonging to the group of 35-45 years and 6 (20%) 

veterinarians being in the age group of 45+.  

 

 

 

 

 



20 
 

 

Figure 1. Age of the respondents (n=30). 

The second question, represented in Figure 2, proposed us with 2 (6.67%) individuals from 

other genders, 12 (40%) male participants and 16 (53.33%) female participants.  

 

Figure 2. Gender of the respondents (n=30). 

The third question, represented in Figure 3, was oriented towards the different sizes of 

veterinary practices, representing with 8 (26.67%) individuals working in smaller practices 

(<4 veterinarians working in the practice), 12 (40%) participants in medium size practices 
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(between 4-8 veterinarians working in the practice), and finally 10 (33.3%) participants were 

working in larger practices (>8 veterinarians working in the practice).  

 

Figure 3. Size of practices where participants worked in (n=30). 

After these three significant questions, the two surveys followed, and in the end of the survey 

the possibility was given to fill in the personal e-mail address, offering guidance to the 

individual results. A total of 16 (53.33%) participants filled in their E-mail address, 14 

(46.67%) left the field blank.  

5.2 Presentation and analysis of the collected data 

The information collected in our study was derived from two existing, powerful surveys. 

These surveys specially founded do classify participants dependent on their learning styles 

and their power bases were designed by Honey and Mumford and French and Raven. 

Utilized surveys were Honey and Mumford´s Learning Styles Questionnaire. Received 

results reveal notable patterns, enabling our further progress in understanding the correlation 

of learning styles and power bases in the field of veterinary leadership.  
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Key Findings:  

1. Pragmatists with Legitimate Authority 

The connection of pragmatist-type learners and the preferred power base being 

legitimate authority is predominant in our received results, naming a total number of 

10 participants with this amalgamation. Pragmatist-type learners are expressed as 

being centered on practical application and real-world relevance when approaching 

any task. This makes them naturally thrive in experiential learning and aids them in 

finding relevance in their behavior. The fusion of this given learning style with the 

power base of legitimate authority proposes that this type of veterinarian is electrified 

through formal authority and associated obligations coming with their roles in 

practice. Achieving this discovery makes us understand that veterinary practice 

leadership is necessarily based on structured, rule-based decision-making and active 

guidance for successful clinical practice.  

2. Reflectors with Expert Power 

Reflector-type learners combined with expert power is represented by eight 

participants, making this combination the second most significant group of our 

research. As described by Honey and Mumford, reflectors prefer observational 

processes which are then followed by sensible reflection and collection of important 

information before forging a decision. This structural approach alienates very well 

with the utilization of expert power, which has its roots in proficiency and 

specialization. Reflectors that successfully employ expert power are typically well 

suited in wielding their refined understanding and experience to impact team 

members, often blooming in fields where knowledge-based decision making is key.  

3. Theorists with Referent Power 

The third most prevalent connection that has been discovered were theorist-type 

learners and their affinity to the referent power base. A total of five participants were 

identified to be deploying this combination. Honey and Mumford picture theorist-

type learners as thriving in conceptual thinking, structured planning and the proactive 

founding of theoretical frameworks. For theorists to be associated with referent 

power is naturally likely, being intellectually credible and owning the trait of 

fostering mighty connection through mutual visions and values. Referent power has 

its origin in interpersonal charisma, mutual respect and general influence achieved 

through relationships.  
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4. Activists with Coercive Power 

The smallest but still present combination which has been identified was activist-

type learners that lean towards the utilization of coercive power, a power bases that 

possess great power, but inhabits a deep risk of interpersonal conflict. Activist-type 

learners are typically achieving knowledge through quick engagement and first-hand 

experience and are most commonly action-oriented and energetic. They prefer the 

typical “learning by doing” type of approach. Their affinity to coercive power, a 

power base that uses sanctions and punishments to achieve results, is most likely 

connected to their immediate desire for results, acting as an influential tool in high-

pressure scenarios. Nevertheless, having a relatively small number of veterinarians 

employ this type of combination might propose that coercive power is not the most 

desired trait inside the veterinary world, but can still be representative for a distinct 

type of leadership effectiveness.  

Through Honey and Mumford´s questionnaire a total of 30 (100%) results was achieved, 11 

(36.7%) by the online-link based version of the survey and 19 (63.33%) through the in-

person approach. A total of three (10%) Activists, six (20%) Theorists, eight (26.67%) 

Reflectors, and 13 (43.33%) Pragmatists were observed in our study. These results will later 

be untwined in the following sections of this thesis. These findings are represented in Figure 

4.  

 
Figure 4. Prevalence of Learning Styles in veterinary leadership of German practices 

(n=30). 
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Since French and Raven´s questionnaire was uploaded and handed out the same way the 

questionnaire of Honey and Mumford was, a total of 30 (100%) results was achieved, 11 

(36.67%) by the online-link based version of the survey and 19 (63.33%) through the in-

person approach. The reward base of power and the information power base was represented 

zero (0%) times, coercive four (13.33%) times and expert power seven (23.33%) times. A 

total of nine (30%) individuals were employing legitimate authority, and referent power was 

identified as the mainly employed power base, representing a total of ten (33.33%) times. 

These results are represented in Figure 5 and will later be examined in the following 

sections. 

 
 Figure 5. Prevalence of Power Bases exhibited by veterinarians in German veterinary 

practices (n=30). 

Focusing on the pairings of learning styles and power bases, the most prevalent combination 

was the fusion of Pragmatists combined with the power base of legitimate authority, this 

amount is represented by a total of 33% (10) of the participants of the study, as shown in 

Figure 6. The second most common pairing was Reflectors with the power base of expert, 

a total of 26.67% (8) of participants were associated with this combination. Theorist learners 

combined with the referent power base were a total of 17% (5), Activist-type learners 

associated with coercive power is represented by 10% (3) of the participants and Pragmatist 
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with Expert power by 6% (1.8). The final 7% (2.2) were represented by other, single 

combinations. 

 
Figure 6. Different pairings of learning styles and power bases present in German 

Veterinary Practices (n=30). 

5.3 Examination of the relationship between learning styles and power bases 

The dissection of the gathered information reveals a powerful exchange between learning 

styles and power bases used by veterinarians. The most dominant style observed, pragmatist-

type learning, commonly corresponds with legitimate authority. The suggestion we receive 

from this observation is that veterinarians that thrive in hands-on, result-oriented paths 

towards learning consequently lean into organized environments where the authority, which 

has been received through their professional role, can be successfully applied [2]. Quick and 

decisive decision-making is a deeply imbedded part of clinical settings which might explain 

the prefer redness of given combination by veterinarians.  

Contrarily, reflector-type learners, who are often thriving in educational, analytical and 

observative environments, are likely to perform expert power. The implication of receiving 

this result is that reflectors lead efficiently by utilizing specialized knowledge and expertise, 
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frameworks and fully working their way through given scenarios. Connecting these two 

aspects, social impact is accomplished [1,5,9]. Lastly, we will focus on the small group of 

three participants that perform a combination between activist-type learning and the 

application of coercive power. This role sheds light on the limited success a punishment and 

reward-based impact embodies in the veterinarian profession, proposing that emotionally 

more sensible approaches are more effective and can foster healthier work environments 

[1,2,8,9].   
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6 Discussion 

This research provides significant insights into the relationship between learning styles and 

power bases in veterinary leadership. By investigating the position of learning styles and 

dynamics in power in the terrain of veterinary leadership, a better understanding of how 

these aspects sculpt decision-making and behaviour in leadership. The achieved findings 

propose that veterinarians predominantly exhibit a pragmatist-type of learning behaviour, 

combined with the power base of legitimate authority.  

Receiving this combination presents us with the thought, that veterinary leaders tend to 

practical, experiential learning, often exhibited as hands-on tasks, connected to the formal 

authority incorporated in their role of profession. This being the most dominantly 

represented combination, multiple other non-neglectable combinations where revealed, 

including the fusion of reflectors with expert power and theorists that employ referent power 

as their mainly used power bases [1,2].  

Stepping further into our deep analysis, Honey and Mumford´s theory about learning styles 

distinct pragmatist-type learners as people that prefer practical, real-world application and a 

quick way of problem solving [1]. This aspect is typical for the everyday practice situation, 

where high pressure can sometimes appear spontaneously, leading to a desperate need of 

quick decision-making. Pragmatist-type learners often thrive in situations that need rapid 

decision-making, actively leveraging the power base of legitimate authority for effective 

approaches to problem solving. In the practice environment, the veterinarian automatically 

receives the role of formal authority, which suits them with the trait to make decisions with 

confidence and offer efficient guidance to their team [1,2].  

While the previous part discussed the connection of pragmatist-type learners and the 

legitimate authority power base, the following part will focus on reflector-type learners and 

the expert base of power. 

Generally, reflector-type learners prefer analytical approaches, taking a step back and 

observe a given situation, think, and then dive into the task [1]. This approach also fits Kolb´s 

experiential learning theorem, describing that reflectors have a natural tendency to roles that 

enable them to step back and examining the most complex situations, finally resulting in 

solutions based on their expertise [9]. This given combination of reflector-type learning and 

the power base of expert sheds light on the way that veterinarians who represent this style 

create influence by utilizing their knowledge and credibility [9]. The achieved expertise suits 
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them with the ability to employ their expert power precisely, this being possible by their 

decisions being entrenched in careful reflection and freshly formed opinions [1,2,9].  

After finishing the discussion of the two before mentioned combinations, the next significant 

amalgamation received and to be discussed is theorist-type learners and referent power.  

Theorist type learners, as described by Honey and Mumford, are commonly known for their 

tendency to abstract thinking, systemic processing, deep analysis, and for creating new 

concepts [1]. Sternberg´s thinking styles theory describes theorists as being drawn to 

cognitive challenges and problem-solving processes requiring longer periods of time [15]. 

In our discussed context of veterinary leadership, the influence being based on their personal 

charisma, cohesion, trust, and interpersonal relations suggests that veterinarians that exhibit 

this type of combination rely on team cohesion to reach impact [1,2]. This fact also aligns 

with Goleman´s train of thought on emotional intelligence, which emphasizes that social 

awareness and interpersonal relations are essential for efficient leadership [10]. Connecting 

to other individuals on a personal way, provides the theorist-type learner with a position that 

offers the trait to inspire and guide team members and meanwhile keeping trust in their 

intellectual way of leading [1,2,9,10]. 

Finally, the smallest but still prevalent combination were activist-type learners and their 

utilization of coercive power.   

As Honey and Mumford describe, activist-type learners are typically action-oriented and 

prefer direct results. This learning style is often represented in individuals that thrive in 

hands-on activities and breach into new challenges before considering any planning 

beforehand [1]. When this type of learning is fused with coercive power, the power base 

embodied in punishing and sanctioning of team members, leading veterinarians are in charge 

of an effective instrument for managing high pressure environments or situations of 

spontaneously upcoming crisis. For example, in emergency rooms of veterinary practices or 

critical care units, this combination might propose high effectiveness [1-4]. While this fusion 

seems to present general efficiency, it also poses a set of challenges, like interpersonal 

conflicts or tension between the staff and the activist-type leader. This fact explains why 

mindful consideration and balancing of when to employ the power base of coercion is key, 

offering possibilities but also risks [2]. If applied correctly, this combination can result in 

increased performance, but it will always be necessary to use some strength to balance the 

assertiveness with empathy to prevent bad practice environments [9]. 
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Now, after we have discussed the most prevalent combinations, the next step is to think about 

the practical implications, positive effects and relevance for leadership in the veterinary 

world. With this study, an important contribution to veterinary leadership is achieved, 

shedding light on how leadership approaches are created through the effects of different 

preferences in learning and the influence of dynamics in veterinary teams [1,4-6,8].  

Concretely, it can:  

1. Complement Leadership Development: Revealing dominant learning styles and 

their connection to leadership strategies will support veterinary practices to sculpt 

special programs, tailored for individual cognitive preferences and individual traits. 

Describing this in an example, a leader that exhibits a pragmatist type of learning, as 

proposed in Honey and Mumford´s framework, will thrive in hands-on leadership 

behaviour, meanwhile a leader who´s type of learning is more reflector based will 

excel in workshops that enable reflection and assistance-based coaching. This type 

of individually tailored development could result in a wider variety of happiness and 

strength in leadership [1,3-6,8,16]. 

2. Advance Communication and Team Coherence: Veterinary teams are in deep need 

of effective communication to ensure teamwork and successful care for each animal. 

By receiving knowledge on the way that learning styles connect to power bases in 

veterinary leadership, leaders could be enabled to adjust and complete their 

communication strategies, resulting in the reduction of conflicts and benefitting team 

cohesion [1-4,6,8,10,11]. 

3. Enabling Efficiency and Good Quality Animal Care: The veterinary terrain is 

often hectic and can be a high-pressure field, especially in clinics. This circumstance 

also often requires quick decision-making and reaction in the team. With the 

appropriate application of the right combination of leadership behaviour and the 

deployment of the suitable power base, veterinarians can build environments in 

which their team thrives, exhibits motivation and feels empowered [1-6,8,10]. For 

example, expert power can be applied to receive trust, or the power base of referent 

power can be used for inspiration [2,4]. All of these factors combined might lead to 

a higher level of morale, reduced turnover and finally result in generally improved 

care for each patient [8].  
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The findings we received through this research offer important implications for the process 

of developing effective leadership in veterinary practices. Receiving a deep understanding 

of how learning styles and power bases form to unique behavioural patterns can aid 

veterinary organizations and veterinarians as sole to the development of adaptive leadership 

skills, specially formed according to individual cognitive preferences.  

Programs for veterinary leadership could involve modules that train self-awareness and 

adaptive styles of leadership, proposing veterinarians with a skill to recognize their 

individual learning styles and knowledge on how this learning style aligns with their 

utilization of power [1,2,7]. This strategy could result in veterinarians accurately adjusting 

their behavioural patterns depending on the demands of each individual in their team and 

receiving strength for upcoming tasks.  

As an example, a veterinarian that most commonly uses the power base of legitimate 

authority, would heavily benefit by implementing power bases that are more collaborative, 

like expert power or referent power [2]. Incorporating these power bases could result in 

better cohesion inside their team and general trust in their position. In strategies that 

emphasize the significance of emotional intelligence and skills in social situations could 

offer these veterinarians pathways to a more engaging team-ensemble [2,10]. The same 

applies to strategies that would teach leading veterinarians with reflector-type learning styles 

on how to leverage the power base of legitimate authority combined with their prevalent 

expert power [2]. This combination could enable them to create the ability of faster decision-

making while additionally utilizing their analytical traits.  

Leadership programs for veterinarians could possibly include exercises that are specifically 

tailored to sculpt adaptive leadership. The veterinarians could be trained on how to assess 

the individual needs of each circumstance and specifically adapt their style of leading. This 

step of the educational process could propose them to extend their default power base and 

associated learning style, resulting in effective adaption to upcoming circumstances, 

situations and environments. For example, in high pressure environments, the activist-type 

learner could be trained to employ balance by previous educational programs for strategies 

on how to incorporate team members and clinical strategies, resulting in increased 

performance and morale inside the team. 

After we travelled through a more detailed thinking on how to implement the results of this 

research, also broader implications for leadership in the veterinary context can be discussed.  
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Even though this research is mainly centred on the veterinary context, the received findings 

could extend this terrain and be reflected on other healthcare professions. 

 Comparable behavioural patterns of how learning styles are connected and applied in 

combination with power bases could be examined. These field could for example be human 

medicine, dentistry, or any other environment where different specialities of the nurse 

profession are necessary. 

 The environment of healthcare and it´s leading positions are often proposed with similar 

type of situations, often high-pressure associated, or in need of quick decision-making. This 

results in leaders often being forced to manage a high complexity of teams in difficult, 

seldom foreseeable situations. 

 Training knowledge on how learning styles impact decision-making and how the correct 

application of power bases could provide significant insights to unique types of leadership 

throughout all settings where healthcare is the primary focus.  As an example to the before 

explained sentences, an individual suited with a pragmatist-type of learning combined with 

the power base of legitimate authority in the environment of medical leadership could, 

comparably to the veterinary setting, aid leading individuals to work their way through the 

nature of clinical environments, where the essence of effectivity can be strongly connected 

to quick decision-making and interpersonal cohesion. The same applies to reflector-type 

learners that exhibit expert power, which could be thriving in medical research or other 

educational roles, where their expertise and knowledge are offered a highly potent medium. 

Reflected on theorist-type learners that utilize the power base of referent power, healthy 

environments with large number of individuals combined with excellent professional 

knowledge are optimal. For the activist-type leaders that employ the power base of coercion, 

emergency-unit-type setting can be the highest rate of performance, based on their ability to 

quick reaction and decision making.  

The final aspect of this discussion will be about future research possibilities and limitations.  

In future research, deeper investigation of the behavioural patterns representing this study 

could be reflected on other professions of the healthcare sector and it could be explored if 

there are similar patterns of learning styles and associated power bases to be observed. This 

process would extend the scope of our results and additionally propose comprehensive 

knowledge of leadership behaviour in the given field.  
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Focussing on limitations of this research, a diversity of aspects come up that can be taken 

into consideration. At first, the small sample size of only 30 participants generally limits the 

findings received through this study. Even though this research offers us significant results, 

future studies should, if possible, implicate a higher amount and higher diversity of samples, 

which could capture a wider spectrum of the explored combinations. A process of random 

sampling could also possibly ensure a more representative way of results of the veterinary 

field.  

Secondly, this research´s data was more than 50% achieved through in-person handing out 

of the surveys, posing a significant risk for response bias. The participants might have 

answered various questions differently to suit their favoured leadership style, rather than 

their natural style. Additionally, future research could try incorporating data collection 

methods that are more objective, resulting in more precise images on how learning styles 

and power bases are employed in clinical settings.  

Finally, future academical research in this direction could include a broader variety of 

contextual and cultural aspects that possibly impact their way of leadership. As an example, 

veterinarians that work in different areas, regions, or cultures could exhibit completely 

different tendencies in the world of learning styles and deployed power bases.  

Another benefit factor would be to consider the structure and size of practices, which 

probably highly influences the necessities of behavioural adjustments in leadership. Taking 

into account cultural peculiarities of incomparable regions, together with the consideration 

of medical possibilities in different practices could propose a more on-detail understanding 

of the interplay between learning styles and power bases in the diverse world of veterinary 

medicine. An additional point to be mentioned is the long-term scholarly aspect of this 

concept, which could be used to determine the evolution of the connection between learning 

styles and power bases over a longer period of time. This would be exceptionally interesting 

in the context of increasing experience and achieving higher roles in leadership. 

If all these factors would be taken into consideration, upcoming studies could offer a rich, 

more precise understanding on how the interplay of learning styles and power bases result 

in strategies that form the complex veterinary environments. 
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7 Summary 
The veterinary world has significantly changed over the last decades, posing new demands 

to veterinarians in everyday situations, making the importance of effective leading and with 

that, the knowledge about habits of learning and utilization of influence inside their practice 

team, essential. This research brought multiple essential relationships between learning 

styles and distinct power bases distributed inside the terrain of the veterinarian profession to 

light.  

The survey data was achieved through two types of questionnaires, both being filled out in 

an online and analogue format. A total of 30 veterinarians took part in the absolvent of the 

questionnaires in the time period of April 2024 to October 2024. Pragmatist-type learners 

are demonstrated to be the predominant group among veterinarians and these leaders were 

revealed to be primarily applicating the power base of legitimate authority. Pragmatist 

learners thrive in experimental learning, where skill is accomplished through practical, first-

hand experience. This cooperates closely with the desire for academic decision-making 

power, as described by French and Raven´s theory in their framework about the utilization 

of power. This theorem recommends that legitimate authority owns its origin from formal 

roles and associated expectations. Veterinarian interpersonal communication is highly 

dependent on direct experience and formal role taking. This enables the veterinarian to 

properly mentor their staff and successfully fulfil their leadership responsibilities. Multiple 

additional results were achieved, revealing that different combinations are being employed 

in the veterinary profession, reflecting the complexity of the veterinary world and the distinct 

approaches necessary to the broad spectrum of individuals working in this profession. Active 

experimentation and subsequent reflection play a significant role in the learning process. 

Additionally, power bases are not randomly utilized by leaders but rather specifically tailored 

through their intellectual tendencies. Northouse’s leadership theory also encourages the way 

of thinking that effectiveness in leadership is highly connected to the trait of utilizing power 

and the intellectual approach to problem-solving by the leader.  

The fundamental idea of this research is that the relationship between learning styles and 

power bases actively shapes veterinary leadership. Through veterinary education systems, 

strategies can be developed that train well-prepared leaders, create harmonious team 

environments, and ensure the ultimate goal: providing the highest quality of service for both 

the team and the clients.  
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8 Összefoglalás 
Az állatorvosi hivatás az elmúlt évtizedekben jelentősen megváltozott, új kihívásokat 

támasztva az állatorvosok elé a mindennapi helyzetekben. Ezáltal egyre fontosabbá vált a 

hatékony vezetés, valamint annak megértése, hogyan tanulnak és alkalmazzák az 

állatorvosok az irányítás különböző formáit a közösségeikben. Ez a kutatás számos fontos 

kapcsolatot tárt fel az állatorvosok tanulási stílusai és az általuk alkalmazott hatalmi bázisok 

között.  

Az adatok kétféle kérdőíves felmérés segítségével gyűltek össze online és papíralapú 

formátumban. Összesen 30 állatorvos vett részt a kérdőívek kitöltésében 2024. áprilisa és 

októbere között. A kutatás eredményei szerint az állatorvosok körében a pragmatista típusú 

tanulók alkotják a domináns csoportot, akik elsősorban a legitim hatalmat alkalmazzák 

vezetői tevékenységeik során. A pragmatista tanulók az élményszerű tanulásban teljesednek 

ki, ahol a készségeket gyakorlati, közvetlen tapasztalatok révén sajátítják el. Ez szorosan 

együttműködik a döntéshozói hatalom iránti igénnyel, amelyet French és Raven elmélete az 

irányítási hatalom alkalmazásáról részletesen leírt. Ez az elmélet azt állítja, hogy a legitim 

hatalom formális szerepekből és az ezekhez kapcsolódó elvárásokból ered. Az állatorvosok 

közötti kommunikáció erősen függ a közvetlen tapasztalatoktól és a formális 

szerepvállalástól, amely lehetővé teszi az állatorvosok számára, hogy megfelelően 

mentorálják csapatukat és sikeresen teljesítsék vezetői feladataikat. További eredmények azt 

mutatták, hogy az állatorvosok különböző kombinációkat is alkalmaznak, amely tükrözi a 

szakma összetettségét, valamint az egyének széles spektrumát és az ezekhez szükséges eltérő 

megközelítéseket. Az aktív kísérletezésnek és az azt követő reflektálásnak jelentős szerepe 

van a tanulási folyamatban. Emellett az irányítási hatalom bázisait nem véletlenszerűen 

alkalmazzák a vezetők, hanem intellektuális hajlamaiknak megfelelően alakítják ki azokat. 

Northouse vezetési elmélete szintén alátámasztja azt a gondolatot, hogy a hatékony vezetés 

szorosan kapcsolódik a hatalom alkalmazásának képességéhez és a vezető személy 

problémamegoldó intellektuális megközelítéséhez. 

A kutatás alapvető gondolata, hogy a tanulási stílusok és hatalmi bázisok közötti kapcsolat 

aktívan formálja az állatorvosi vezetést. Az állatorvosi oktatási rendszerek segítségével 

olyan stratégiák fejleszthetők ki, amelyek jól felkészült vezetőket képeznek, harmonikus 

csapatkörnyezetet teremtenek és garantálják a legfőbb célt, vagyis a legmagasabb színvonalú 

szolgáltatást mind a csapat, mind az ügyfelek számára. 
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11 Annex 

11.1 Honey and Mumford´s Learning Styles Questionnaire 
All the questions can be answered with: I rather agree, or I rather disagree  

Annex Table 1. The 80 Questions of Honey and Mumford´s Learning Styles Questionnaire [1]. 

Nr. Questions 
1. I have strong beliefs about what is right and wrong, good and bad. 
2. I often act without considering the possible consequences. 
3. I tend to solve problems using a step-by-step approach. 
4. I believe that formal procedures and policies restrict people. 
5. I have a reputation for saying what I think, simply and directly. 
6. I often find that actions based on feelings are as sound as those based on careful 

thought and analysis. 
7. I like the sort of work where I have time for thorough preparation and 

implementation 
8. I regularly question people about their basic assumptions. 
9. What matters most is whether something works in practice. 
10. I actively seek out new experiences. 
11. When I hear about a new idea or approach I immediately start working out how to 

apply it in practice. 
12. I am keen on self-discipline such as watching my diet, taking regular exercise, 

sticking to a fixed routine, etc. 
13. I take pride in doing a thorough job. 
14. I get on best with logical, analytical people and less well with spontaneous, 

"irrational" ones. 
15. I take care over the interpretation of data available to me and avoid jumping to 

conclusions. 
16. I like to reach a decision carefully after weighing up many alternatives. 
17. I'm attracted more to novel, unusual ideas than to practical ones. 
18. I don't like disorganised things and prefer to fit things into a coherent pattern. 
19. I accept and stick to laid down procedures and policies so long as I regard them as 

an efficient way of getting the job done. 
20. I like to relate my actions to a general principle. 
21. In discussions I like to get straight to the point. 
22. I tend to have distant, rather formal relationships with people at work. 
23. I thrive on the challenge of tackling something new and different. 
24. I enjoy fun-loving, spontaneous people. 
25. I pay meticulous attention to detail before coming to a conclusion. 
26. I find it difficult to produce ideas on impulse. 
27. I believe in coming to the point immediately. 
28. I am careful not to jump to conclusions too quickly. 
29. I prefer to have as many resources of information as possible - the more data to 

think over the better. 
30. Flippant people who don't take things seriously enough usually irritate me. 
31. I listen to other people's points of view before putting my own forward. 
32. I tend to be open about how I'm feeling. 
33. In discussions I enjoy watching the manoeuvrings of the other participants. 
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34. I prefer to respond to events on a spontaneous, flexible basis rather than plan things 
out in advance. 

35. I tend to be attracted to techniques such as network analysis, flow charts, branching 
programs, contingency planning, etc. 

36. It worries me if I have to rush out a piece of work to meet a tight deadline. 
37. I tend to judge people's ideas on their practical merits. 
38. Quiet, thoughtful people tend to make me feel uneasy. 
39. I often get irritated by people who want to rush things. 
40. It is more important to enjoy the present moment than to think about the past or 

future. 
41. I think that decisions based on a thorough analysis of all the information are 

sounder than those based on intuition. 
42. I tend to be a perfectionist. 
43. In discussions I usually produce lots of spontaneous ideas. 
44. In meetings I put forward practical realistic ideas. 
45. More often than not, rules are there to be broken. 
46. I prefer to stand back from a situation. 
47. I can often see inconsistencies and weaknesses in other people's arguments. 
48. On balance I talk more than I listen. 
49. I can often see better, more practical ways to get things done. 
50. I think written reports should be short and to the point. 
51. I believe that rational, logical thinking should win the day. 
52. I tend to discuss specific things with people rather than engaging in social 

discussion. 
53. I like people who approach things realistically rather than theoretically. 
54. In discussions I get impatient with irrelevancies and digressions. 
55. If I have a report to write I tend to produce lots of drafts before settling on the final 

version. 
56. I am keen to try things out to see if they work in practice. 
57. I am keen to reach answers via a logical approach. 
58. I enjoy being the one that talks a lot. 
59. In discussions I often find I am the realist, keeping people to the point and avoiding 

wild speculations. 
60. I like to ponder many alternatives before making up my mind. 
61. In discussions with people I often find I am the most dispassionate and objective. 
62. In discussions I'm more likely to adopt a "low profile" than to take the lead and do 

most of the talking. 
63. I like to be able to relate current actions to a longer-term bigger picture. 
64. When things go wrong I am happy to shrug it off and "put it down to experience”. 
65. I tend to reject wild, spontaneous ideas as being impractical. 
66. It's best to think carefully before taking action. 
67. On balance I do the listening rather than the talking. 
68. I tend to be tough on people who find it difficult to adopt a logical approach. 
69. Most times I believe the end justifies the means. 
70. I don't mind hurting people's feelings so long as the job gets done. 
71. I find the formality of having specific objectives and plans stifling. 
72. I'm usually one of the people who puts life into a party. 
73. I do whatever is expedient to get the job done. 
74. I quickly get bored with methodical, detailed work. 
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75. I am keen on exploring the basic assumptions, principles, and theories 
underpinning things and events. 

76. I'm always interested to find out what people think. 
77. I like meetings to be run on methodical lines, sticking to laid down agenda, etc. 
78. I steer clear of subjective or ambiguous topics. 
79. I enjoy the drama and excitement of a crisis situation. 
80. People often find me insensitive to their feelings 
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11.2 French and Raven´s Power Base Questionnaire 
All the questions can be answered on a scale from 1 = disagree to 5 = agree. 

Annex Table 2. The 18 Questions of French and Raven´s Power-Base Questionnaire [2] 

Nr. Questions 
1. I feel comfortable telling someone they did a good job. 
2. On my team I am known for my honesty and trustworthiness. 
3. My teammates turn to me first on the specifics of how to do what we do. 
4. I am in a formally established leadership position. 
5. My team knows I have successfully done what our team does several times 

before. 
6. In my position I am authorized to take away someone’s privileges. 
7. My team knows I am closely associated with important, respected people and 

organizations. 
8. There is a special name/title for my position that everyone uses. 
9. I usually know about things that are happening before the rest of the team. 
10. I know more than the rest of my team about what we do. 
11. I was elected, appointed, hired, or volunteered to be the leader. 
12. In my position I can give my teammates something they value in exchange for 

good work. 
13. Sometimes my teammates are afraid that I will do something that makes them 

look bad. 
14. My team is willing to do things for me because when they do, I give them things 

they value. 
15. My teammates seek me out when they want to know what is going on. 
16. I have the ability to force team members to do what I want. 
17. People on the team seem to like me a lot. 
18. I often have information that others don’t always know about that can help our 

team. 
  



41 
 

11.3 Honey and Mumford´s Learning Styles Questionnaire results 
Total number of participants: 30 

Annex Table 3. Honey and Mumford´s Learning Style Questionnaire results [1]  

Participant  1 Participant  2 Participant  3 

Learning styles  Learning styles  Learning styles  

activist 4 activist 5 activist 4 

reflector 19 reflector 13 reflector 16 

theorist 11 theorist 15 theorist 13 

pragmatist 7 pragmatist 12 pragmatist 11 

dominant style Reflector dominant style theorist dominant style reflector 

      

Participant  4 Participant  5 Participant  6 

Learning styles  Learning styles  Learning styles  

activist 4 activist 5 activist 15 

reflector 13 reflector 12 reflector 11 

theorist 8 theorist 15 theorist 4 

pragmatist 12 pragmatist 7 pragmatist 7 

dominant style reflector dominant style theorist dominant style activist 

      

Participant  7 Participant  8 Participant  9 

Learning styles  Learning styles  Learning styles  

activist 8 activist 6 activist 13 

reflector 10 reflector 11 reflector 6 

theorist 6 theorist 8 theorist 11 

pragmatist 19 pragmatist 17 pragmatist 15 

dominant style pragmatist dominant style pragmatist dominant style pragmatist 

      

Participant  10 Participant  11 Participant  12 

Learning styles  Learning styles  Learning styles  

activist 12 activist 7 activist 5 

reflector 8 reflector 11 reflector 17 

theorist 5 theorist 19 theorist 16 

pragmatist 13 pragmatist 9 pragmatist 14 

dominant style pragmatist dominant style theorist dominant style reflector 

      

Participant  13 Participant  14 Participant  15 

Learning styles  Learning styles  Learning styles  

activist 7 activist 4 activist 10 

reflector 16 reflector 9 reflector 9 

theorist 12 theorist 14 theorist 8 

pragmatist 13 pragmatist 18 pragmatist 17 

dominant style reflector dominant style pragmatist dominant style pragmatist 
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Continuation of Annex Table 3 

Participant  16 Participant  17 Participant  18 

Learning styles  Learning styles  Learning styles  

activist 15 activist 8 activist 11 

reflector 8 reflector 16 reflector 19 

theorist 8 theorist 11 theorist 8 

pragmatist 14 pragmatist 5 pragmatist 7 

dominant style activist dominant style reflector dominant style reflector 

      

Participant  19 Participant  20 Participant  21 

Learning styles  Learning styles  Learning styles  

activist 12 activist 9 activist 11 

reflector 8 reflector 12 reflector 7 

theorist 9 theorist 11 theorist 12 

pragmatist 16 pragmatist 14 pragmatist 14 

dominant style pragmatist dominant style pragmatist dominant style pragmatist 

      

Participant  22 Participant  23 Participant  24 

Learning styles  Learning styles  Learning styles  

activist 8 activist 11 activist 18 

reflector 9 reflector 14 reflector 9 

theorist 15 theorist 10 theorist 12 

pragmatist 14 pragmatist 13 pragmatist 12 

dominant style theorist dominant style reflector dominant style activist 

      

Participant  25 Participant  26 Participant  27 

Learning styles  Learning styles  Learning styles  

activist 12 activist 8 activist 9 

reflector 8 reflector 9 reflector 14 

theorist 9 theorist 12 theorist 12 

pragmatist 15 pragmatist 16 pragmatist 8 

dominant style pragmatist dominant style pragmatist dominant style reflector 

      

Participant  28 Participant  29 Participant  30 

Learning styles  Learning styles  Learning styles  

activist 9 activist 11 activist 13 

reflector 8 reflector 16 reflector 12 

theorist 15 theorist 14 theorist 8 

pragmatist 6 pragmatist 11 pragmatist 14 

dominant style theorist dominant style reflector dominant style pragmatist 
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11.4 French and Raven´s Power Base Questionnaire results 
Total number of participants: 30 

Annex Table 4. French and Raven´s Power Base Questionnaire results [1] 

Participant 1 Participant 2 Participant 3 

Power bases  Power bases  Power bases  

legitimate 5 legitimate 6 legitimate 8 

reward 9 reward 11 reward 9 

coercive 8 coercive 5 coercive 3 

expert 5 expert 10 expert 8 

information 7 information 9 information 9 

referent 11 referent 13 referent 12 

dominant base referent dominant base referent dominant base referent 

      

Participant 4 Participant 5 Participant 6 

Power bases  Power bases  Power bases  

legitimate 5 legitimate 9 legitimate 9 

reward 14 reward 10 reward 6 

coercive 10 coercive 7 coercive 13 

expert 15 expert 11 expert 11 

information 12 information 12 information 7 

referent 10 referent 15 referent 8 

dominant base expert dominant base referent dominant base coercive 

      

Participant 7 Participant 8 Participant 9 

Power bases  Power bases  Power bases  

legitimate 6 legitimate 14 legitimate 14 

reward 11 reward 11 reward 9 

coercive 6 coercive 7 coercive 10 

expert 14 expert 8 expert 12 

information 8 information 7 information 8 

referent 12 referent 6 referent 7 

dominant base expert dominant base legitimate dominant base legitimate 
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Continuation of Annex Table 4 

Participant 10 Participant 11 Participant 12 

Power bases  Power bases  Power bases  

legitimate 12 legitimate 11 legitimate 10 

reward 11 reward 10 reward 8 

coercive 5 coercive 7 coercive 5 

expert 13 expert 11 expert 15 

information 8 information 7 information 8 

referent 9 referent 14 referent 11 

dominant base expert dominant base referent dominant base expert 

      

Participant 13 Participant 14 Participant 15 

Power bases  Power bases  Power bases  

legitimate 11 legitimate 14 legitimate 15 

reward 11 reward 12 reward 10 

coercive 8 coercive 7 coercive 9 

expert 14 expert 12 expert 10 

information 11 information 11 information 9 

referent 9 referent 6 referent 11 

dominant base expert dominant base legitimate dominant base legitimate 

Participant 16 Participant 17 Participant 18 

Power bases  Power bases  Power bases  

legitimate 8 legitimate 7 legitimate 8 

reward 4 reward 12 reward 8 

coercive 13 coercive 4 coercive 7 

expert 5 expert 14 expert 13 

information 4 information 8 information 8 

referent 5 referent 11 referent 8 

dominant 

base 

coercive dominant 

base 

expert dominant 

base 

expert 
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Continuation of Annex Table 4 

Participant 19 Participant 20 Participant 21 

Power bases  Power bases  Power bases  

legitimate 15 legitimate 13 legitimate 12 

reward 8 reward 12 reward 8 

coercive 6 coercive 11 coercive 8 

expert 12 expert 8 expert 11 

information 7 information 9 information 9 

referent 9 referent 8 referent 10 

dominant base legitimate dominant base legitimate dominant base legitimate 

      

Participant 22 Participant 23 Participant 24 

Power bases  Power bases  Power bases  

legitimate 7 legitimate 8 legitimate 11 

reward 12 reward 9 reward 11 

coercive 6 coercive 5 coercive 14 

expert 10 expert 11 expert 11 

information 8 information 8 information 12 

referent 13 referent 7 referent 8 

dominant base referent dominant base expert dominant base coercive 

      

Participant 25 Participant 26 Participant 27 

Power bases  Power bases  Power bases  

legitimate 13 legitimate 15 legitimate 9 

reward 12 reward 12 reward 11 

coercive 10 coercive 8 coercive 8 

expert 10 expert 9 expert 13 

information 11 information 7 information 10 

referent 9 referent 8 referent 9 

dominant base legitimate dominant base legitimate dominant base expert 
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Continuation of Annex Table 4 

Participant 28 Participant 29 Participant 30 

Power bases  Power bases  Power bases  

legitimate 11 legitimate 6 legitimate 12 

reward 10 reward 8 reward 9 

coercive 7 coercive 5 coercive 6 

expert 9 expert 12 expert 11 

information 10 information 11 information 11 

referent 14 referent 11 referent 8 

dominant base referent dominant base expert dominant base legitimate 

 






