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[bookmark: _Toc139838004]1.0 Critically assess a recognised leadership model or theory in relation to its ability to ability to impact on individual’s workplace performance.
[bookmark: _Toc456901517]
1.1. [bookmark: _Toc139838005]Leadership.


Hunter (2012) reports that leadership is the ability to influence people to work enthusiastically to achieve common goals, inspiring confidence through the strength of character. Hersey and Blanchard (1986) define leadership as the process of influencing the activities of a group toward the achievement of a goal in a given situation.
A leader is one or more people who selects, equips, trains, and influences one or more followers who have diverse gifts, abilities, and skills and focuses the followers to the organisation’s mission and objectives causing the followers to expend spiritual, emotional, and physical energy willingly and enthusiastically in a concerted coordinated effort to achieve the organisational mission and objectives. Winston & Patterson (2006). Kouzes and Posner (1995) suggest that leaders work to foster collaboration among followers by presenting and promoting cooperative goals as well as helping followers to understand how to collaborate while Barker (2002) suggests that leadership is about two things, process and behaviours.
Northouse (2007) argues that influence is the sine qua non of leadership. Without influence, leadership does not exist. However, Humphrey (2014) emphasises how leaders reflect the will of the majority and emerge as leaders because they are supported by the group or organisation they lead. Humphrey’s view is that leaders must follow the people and to motivate them, they must consider their needs and desires. According to Wolfgang (2007) leadership is the achievement of goals through the direction of employees. The person who controls successfully its collaborators to achieve specific purposes is leader. A great leader has this capacity day after day, year after year, in a variety of situations.
Bass (2000) suggests transformational leaders move followers to go beyond their own self-interests for the good of their group or organisation. However, he reported later that servant leaders select the needs of others as the highest priority. This could suggest that a servant leader may not have the organisations vision and goals as their top priority if the vision and the goals do not align with that of the followers. It would, however, be successful if the vision and goals aligned with that of the followers.  

Leadership is about growth – for yourself, your relationships, your productivity, and your people. To lead well, you must embrace your need for continual improvement. You must know where you are, to know where you’re going.
· Maxwell (2016)
1.2. [bookmark: _Toc139838006]Differences between Leadership and management.

​​​Leadership and management can be mistaken as the same thing, but leaders would typically have people follow them while managers would typically have people that work for them. A leader will motivate, get behind the vision the organisation sets and work with people on achieving goals. Management is more administrative; they set work and ensure daily activities are completed. Bennis (2009) argues that managers and leaders are very different. He suggests that a manager is a copy whereas a leader is an original. Managers maintain and their focus is on the short-term, but leaders develop and have a long-term focus. Control is evident in a manager, but trust is applied by a leader.  
Peter Drucker (2008) suggests that management is doing things right; leadership is doing the right things. With a knowledge worker, one does not ‘manage’ people, the task is to lead people and the goal is to make productive, the specific strengths and knowledge of every individual. Generation N (2018) suggests leadership and management go hand in hand as they are closely linked and complementary to one another. Separating them is likely to cause more problems than it solves. This suggests that people are now looking for managers to become leaders to define a purpose for them, not just assign daily tasks but to develop, nurture and inspire them which in turn will create results for the organisation. It would also suggest that for any business to be successful it requires managers to plan and organise but also leaders to inspire and motivate. If we empower people, it makes them feel valued and motivates them which creates efficiency and quality work thus creating results for the organisation.  Kotter (2008) argues management is not leadership as they serve different, yet essential, functions. He reported organisations require both superb managers and leaders to make them reliable and efficient. This would suggest that organisations should have both effective managers and skilled leaders that work collaboratively to enable success. Gradinarova (2021) addresses an importance of having both leadership and management for teams to be effective. 








1.3. [bookmark: _Toc139838007]Hershey and Blanchard four situational leadership styles. 
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Hersey and Blanchard developed the Hersey and Blanchard situational leadership theory (Hersey et al. 2017). It suggests that the most effective leadership style is affected by the circumstances leaders find themselves in. They argue that a leader’s ability to lead depends upon certain situational factors. By understanding, recognising, and adapting to these factors, leaders can influence. Hersey and Blanchard focused their research on the characteristics of followers to determine appropriate leadership behaviours. 
The theory focuses on two elements. The style of leadership: directing, coaching, supporting, and delegating. The right leadership style is a function of the difficulty of the task and the maturity and developmental level of the person completing the task.  It uses four levels of maturity: high, moderate high, moderate low and low maturity. This suggests that if the leader considers how the employee’s characteristics affect performance and results, the leader can apply this theory to provide an appropriate structure and possess a degree of control so that the desired outcomes are achieved. Leaders can use the Hersey and Blanchard’s assessment questionnaire as a way of assessing their leadership style. It provides other styles that the leader can use depending on the situation at hand. If leaders are self-aware, it can increase emotional intelligence. This is crucial to become a successful leader so that they are equipped with the tools to understand people’s emotions and actions which in turn helps with dealing with different situations. Goleman (1998) suggested that a leader who is emotionally intelligent and encourages emotional intelligence within the team, could provide a leader a better opportunity to get to know the employees better therefore giving them the tools to use the correct leadership depending on the situations. Channell (2023) reports that leaders with emotional intelligence achieve objectiveness through their self-awareness, which promotes productive, motivated, and equal workplaces. Goleman (1998) believed that the most effective leaders possess emotional intelligence. He suggested that even with high-quality training, good ideas and an analytical mind, a leader will not be 'great' without emotional intelligence.
The Hersey and Blanchard situational leadership theory is adaptive and flexible. Blanchard (2008) reports that being able to shift forward and backward in style makes situational leadership a dynamic developmental model. Thompson & Vecchio (2009) suggest that this theory is easily understood, intuitively appealing, and seemingly applicable to a wide range of leadership settings. Effectiveness is maximised by matching level of leadership style with follower readiness. (Papworth et al 2009). It provides the tools to best suit any situation to achieve the desired goals. It proposes that not one style is better than another, it depends on the situation. This suggests that to become a successful leader, one should adjust their leadership style depending on the situation at hand. A situational leader will consider the needs of the employees and adjust their leadership style to accommodate. A leader should also be flexible, adjusting from one leadership style to another depending on the situation. Leaders must also gain the trust and confidence of their followers. A situational leader is a good problem solver and uses different leadership styles to overcome challenges. Lastly, they are also capable of evaluating employee’s skillset and then use the best strategy to develop their skills and help them to achieve their goals.
On the other hand, there are pitfalls to this theory. A leader has all the responsibility to make decisions, but these decisions may be flawed. Leaders will often have the relationship with their employees as their focus rather than the goals of the organisation. This model may also not work well within all workplace cultures. Leaders need to be dynamic and if this is not something they possess they may not be able to change their style to adapt to the different situations.  The situational leadership model doesn’t distinguish between leadership and management. It treats it as singular entity when really there are distinct differences between leadership and management as mentioned previously. These pitfalls can be avoided if the leader is emotionally intelligent and is aware of these issues when approaching tasks using this model. Vecchio et al. (2006) saw results that were contrary to that predicted by the model. Results were most robust in the high-readiness category, but in the opposite direction to that predicted. Avery and Ryan (2002) had opposite findings. They used a qualitative approach to investigate situational leadership with managers. Participants reported that the model had face validity, was easy to use, intuitive, relevant, effective and respondents stated that they could "think of no better management tool". These results do not show whether using the situational style is synchronised with follower readiness levels. 
1.4. [bookmark: _Toc139838008]Leadership Team.

Traditionally, a leader-follower approach was used in organisations. It was thought a strong leader was needed to take command and control over the organisation for it to succeed. Marquet (2019) suggests this approach functions exactly like how it sounds, decisions are made by one person, the boss, and expected to be carried out by the followers (employees). This style of leadership leaves no room for democracy or individual freedom of expression, and although it can be well-suited to jobs requiring physical labour, it’s not a good model for all types of work across the board. This approach prevents creative problem solving and connection with employees. Grayson (2017) reports that the leader-follower approach results in a loss of motivation to contribute as they don’t feel they have a voice and suggest employees typically lack confidence in taking over complex duties because the leader assumes all directorial duties and receives the accolades or criticism for the completed work. The leader-follower approach also fails to provide workers with opportunities to explore alternative solutions to complex work problems. This creates a vacuum for creativity and experimentation because lower-level managers and workers wait for direction from the top before starting assignments.
According to Greiner (2023) a more effective approach is to adopt a leader-leader model. The leader-leader model forces leaders to push power and responsibility as low on the organisational hierarchy as possible. This allows leaders at every level to re-focus their efforts on more meaningful and strategic tasks, while trusting those below them to figure out how to get their job done. Marquet (2019) talks about leaders giving control rather than taking control and giving employees the tools to be competent. Marquet also talks about clarity in the message. Making sure the communicate the organisations goals clearly, honestly, and openly. This will help everyone work towards the same goals. He also talks about leaders having the courage to trust them to deliver even in difficult situations. Using these four pillars allowed Captain Marquet (2019) to turn one of the least effective submarines in the US Navy into one of the most effective and has stood the test of time even today which suggests that this theory can work even in adverse situations. Meyerink (2013) however, suggests that it may be difficult to change mindsets after years of the ingrained leader-follower approach. Marquet (2019) also backs up this theory as he called on his own difficulties as a department head onboard the USS Will Rogers but after focusing on shaping the actions and interactions of the crew onboard, he managed to achieve his leader-leader goal.  Meyerink (2013) backs up the authors innovative solutions to leadership dilemma’s and found that they clearly worked.


[bookmark: _Toc139838009]2.0 Evaluate the student’s own ability to use a range of leadership styles in different situations and with different types of people to fulfil a leadership role. 

2.1 [bookmark: _Toc139838010]Leadership styles.

Leadership theories help to explain how and why people become leaders. Theories focus on the characteristics of leaders and some attempt to identify the behaviours to improve their own leadership abilities in different situations. If we identify our leadership styles it will enable us to develop our skills to become leaders and improve relationships with employees and other leaders who may have been challenging in the past. Grimm (2010) describes leadership as a multifaceted process of identifying a goal, motivating other people to act, and providing support and motivation to achieve mutually negotiated goals which is why its crucial to understand the type of leadership we possess as leaders. There are many different leadership theories that can help explain exactly how and why certain people become great leaders. 
One leadership style is the ‘Great Man theory’ which assumes that the capacity for leadership is inherent and that great leaders are born, not made. Cherry (2020) suggests it seems as if the right man for the job seems to emerge almost magically to take control of a situation and lead a group of people into safety or success. The key problem with the Great Man theory of leadership is that not all people who possess natural leadership qualities become great leaders. Characteristics of the group, the leader in power, and the situation all interact to determine what type of leadership is needed and the effectiveness of this leadership. (Yukl 2012). Opposite to this theory is the behavioural theory which is based upon the belief that great leaders are made, not born. According to Amanchukwu (2015) people can learn to become leaders through teaching and observation.
Another leadership style is the contingency theory which focuses on variables related to the environment which determines which style of leadership is best suited for the situation. Khan et al. (2016) suggests that there isn’t one leadership style that is suited to all situations. Good leaders assess the needs, take stock of the situation, and then adjust their behaviours accordingly. Success depends on several variables including the leadership style, qualities of the followers, and aspects of the situation.
The situational theory focuses on leaders choosing the course of action based upon situational variables. There are different styles of leadership that may be more appropriate for certain types of decision-making. Cote R. (2017) suggests that the most effective leaders are those that can adapt their style to the situation. Core competencies of situational leaders is the ability to identify performance, competence, commitment of others, and to be flexible (Lynch et al 2011). This theory has been criticised for focusing the most on leaders and not enough on group interaction (Parry and Bryman 2006). Adaptability is key to situational leadership. Situational leaders are able to recognise the complexity of work situations and consider many factors when deciding which action to take (Whitehead et al 2009).
Transactional leadership (Bass. 1985) is a leadership style that utilises rewards and punishments to motivate and direct followers. This approach to leadership if referred to as managerial leadership. It emphasises the importance of structure, organisation, supervision, performance, and outcomes. However, transactional leaders focus on management tasks, and will not identify shared values of a team. Bass (2008) warned that transformational qualities need to be combined with traditional transactional management skills. This would suggest leaders should also adopt an autocratic style to manage teams when they come across conflict. Rolfe (2011) describes how team conflict can have a negative effect on relationships, yet they are essential to being an effective leader.  
Lastly, we look at the relationship theory which is also known as the transformational theory. This focuses upon connections that are formed between leaders and followers. Transformational leadership requires trust between the leader and followers. (Giltinane 2013). Transformational leaders can motivate and inspire people by helping group members see the importance and higher good of the task. Groves & LaRocca (2011) describe leaders as focused on the performance of group members, but also desire every person to fulfil their potential. Leaders with this style often have high ethical and moral standards. Transformational leaders inspire others with their vision and work together with their team to identify common values (Marquis and Huston 2009). Sims et al (2009) suggested that transformational leaders provide inspiration and motivation to invigorate others to pursue the team's vision. 
There are lots of different way to think about leadership. This ranges from focusing on personality traits of great leadership to assessing situations that help determine how people lead. Leadership is an amalgamation of many factors that can help determine why and how people become great leaders. 
The student completed a leadership style questionnaire (Mindtools 2023) to help to identify the style that naturally they lean toward and introduce alternative approaches that could be helpful to develop. The students’ results were that they possess a democratic or participative style of leadership. It showed they would tend to set the parameters for the work and have the final say on decisions. However, they would actively involve their team members in this process. Showing respect and providing the reasons for your decisions will result in them complying with the expectations.  This style is positive as it can help to build trust and enable them to feel engaged and valued. The downside to this style is that it would not be best suited in a high-pressure situation that requires a fast turnaround, as it will slow the process down. The student would need to decide carefully which decisions they involve the team with as this can slow down the process. The student could use a more autocratic approach in this situation. The student may also find it difficult dealing with conflict. The student would benefit completing conflict resolution training as this is the area the student is lacking. 
The student should use the Lewin (1939) theory by using the autocratic (authoritarian) leadership, democratic (participative) leadership and laissez-faire (delegative) leadership by adapting their approach to suit the situation and/or the individual team members. 

[image: ]
Source Crosby. (2021)

They give freedom to the group members in so far as they create a situation where the members are acting on their own motivation rather than being moved by forces induced by an authority in which they have no part. (Lewin, 1999). This is likely to also gain creativity from the team and come up with fresh ideas that maybe the leader would not have considered and help build a culture where people are not afraid to give their opinions. Crosby. (2021) suggests when people begin to blame less, interact more, support each other’s roles (whether they be bosses or subordinates, operators, or engineers, etc.), and begin to see everyone as peers in their fundamental humanness, ongoing objective dialogue about how much freedom and how much structure is optimal can take place. Crosby (2021) reported that Lewin’s principles yielded a 72% productivity increase reported by Businessweek magazine (1992) after supervisors were restored in a system that had attempted the laissez-faire approach of self-managed teams. This suggests that this this style can have a positive impact on the workforce. 




2.2 [bookmark: _Toc139838011]Workplace culture. 
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Every employee impacts an organisation's direction, but leadership has by far the largest and most direct effect on company culture, which revolves around employee engagement, environment, atmosphere and the success of the company and its clients. (Craig 2022) Leaders can impact the organisational culture by ensuring everyone is aligned on the organisation’s mission/vision. Good communication ensures everyone is aware of their contribution to the organisations success and lays the foundation for a good workplace culture. Culture can also be influenced by the way leaders respond to adversity. Making sure employees know their well-being is a priority and that the leader is confident in their abilities influences culture. Letting employees have the freedom to try new things helps with workplace culture regardless of the outcome. It’s a learning opportunity whatever the outcome. 
Klein (1999) produced the ten components for a thinking environment, attention, equality, ease, appreciation, diversity, encouragement, feelings, information, place, and incisive questions. These generate the finest thinking environment and the presence of all ten together gives this approach its transformative effect. Corporate Research Forum. (2012) suggests knowing how to be with people, how to offer them the highest quality attention based on genuine interest in what they think and on the expectation that they can think for themselves better than anyone can think for them. This suggests that for a leader to be successful they need to understand and enable a thinking environment. All communication shapes organisational culture it just depends how its used on how successful it is. 
Emotional intelligence also needs to be considered. Emotional intelligence is defined as the ability to understand and manage your own emotions, as well as recognize and influence the emotions of those around you. Harvard Business School. (2019). Leaders with emotional intelligence find it easier to communicate and motivate with their team. By using emotional intelligence in the workplace, it can leverage your leadership skills to shape organisational culture. Training managers on inclusive leadership and emphasising their role in bringing diverse voices together to spur innovation is key to supporting these efforts.
Schein & Schein (2017) suggests leadership creates changes; if those changes produce success for a group and the leader’s vision and values are adopted, a culture evolves and survives. However, he does mention that as organisations grow larger there is less time to negotiate with each other. When employees did not know each other as well due to the larger teams present it results in a breakdown of communication and processes. This would need to be monitored and managed well to avoid this situation. 

2.3 [bookmark: _Toc139838012]Transformational leadership.

Albandari (2021) suggests transformational leaders have the ability to stimulate and inspire followers to achieve results that are beyond expectations. A transformational leadership style helps to inspire employees to embrace change by fostering a culture of accountability, ownership, and workplace autonomy. It innovates and creates the change necessary to shape the future success of the company. White (2022) describes transformational leaders as change agents in the business, who can identify innovative and shifting trends in technology, and then help the organisation embrace that change. Northouse (2016) describes transformational leadership as the process that incorporates charismatic and visionary leadership to influence, change and transform followers by assessing, motivating, and satisfying their needs, and by considering human emotions, values, and ethics to enable them to accomplish their long-term goals. It is a process of interaction between the leader and followers which leads to an increase of motivation and morality for both. Bass (1999) suggests that transformational leadership is where the leader influences and inspires the follower beyond self-interests through charisma, inspiration, and intellectual stimulation. This suggests that having a leader that has a good understanding of change is imperative for organisational success. If they are comfortable with change, it would enable others to get on board with change also and help them work through ways to positively adapt. 
Lowe, Kroeck, and Sivasubramaniam (1996) (Appendix A) conducted 39 meta-analysis research literature in transformational leadership. The research findings indicated that individuals who displayed transformational leadership were more effective leaders with efficient productivity than those who demonstrated transactional leadership. The finding indicated that transformational leadership allows followers to achieve more than their role expectation. This evidence suggests that if leaders use a transformational leadership style, they will become effective leaders with a positive effect on staff creativity which in turn can lead to change within the culture of the organisational.
Transformational leadership is a developmental process that can be trained by using multiple models and techniques of leadership development. These can include 360-degree feedback, structured workshops and effective one to one coaching. Kirkbride (2006). However, CoachHub (2022) report that outcomes of coaching for transformational leadership are not easily measured but expert coaches can help leaders learn the concept of transformational leadership which in turn helps leaders be the best leader they can be for the benefit of the organisation. 

[bookmark: _Toc139838013]3.0 The student ability to set direction, motivate, delegate and empower others to bring about a workplace change. 

[bookmark: _Toc139838014]3.1 Levels of leadership.

Maxwell (2016) suggests leadership is not about titles, positions, or flowcharts. It is about one life influencing another. (Appendix B) John Maxwell’s Level 5 theory in leadership helps with understanding the skills and qualities leaders need and sets out a roadmap to be a more successful leader. It helps leaders to become more influential and improve rapport with the team. It helps to develop leadership skills and build stronger networks. Growth and development are crucial for leadership. Each level builds on the previous one and it enables the leader to organise and understand their growth. The higher up the level the more networks and influence grows and leading becomes easier and the leader becomes more effective. Maxwell (2016) makes clear that even when you are at the top of the levels the leader is never finished as they can move up and down at any point throughout their career. 

[bookmark: _Toc139838015]3.2 Implementing change into a workplace.

We live in a fast-paced society and the difference between success and failure can lie in an organisations ability to adapt. Change is inevitable in the business world and is a prerequisite for success. Leading change effectively is essential for development. Leaders should identify the areas of the business that needs change and produce a plan before making any changes. The leader should have a clear understanding of the objectives and goals. They will communicate their plan with the team and be open to feedback and suggestions. Keeping these lines of communication open. If the leader involves the employees in the change process it helps to keep worry to a minimum and should result in employees getting on board as they will feel included. A shared perception of work engagement will increase coordinated interactions between leaders and followers (Metiu and Rothbard, 2013). A good leader will have the confidence to change the plan if it is not working or a better idea is thought of. Delegation of tasks to individuals across the team is imperative for change to succeed. Showing that you trust them will help the process and giving the individuals responsibilities will make them feel encouraged to take ownership of the prerequisites for change. Clear realistic objectives should be set from the onset and what is expected of them and also what they should expect from the leader. Giving employees the tools resources, responsibility and authority will empower them to be accountable for implementing the change. 
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