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[bookmark: _Toc78438782][bookmark: _Toc456901515]1.0	Introduction
This report examines the importance of effective leadership, evaluation tools will be used to discover leadership abilities and qualities through the completion of leadership self-assessment questionnaires and a comparison of the results against academic leadership theories, models and styles, such as Hersey and Blanchard’s Situational (Hersey, 1997) and Adair’s Action Centred (Adair, 2006) leadership theories, the Currency, Relevance, Authority, Accuracy and Purpose ‘CRAAP’ test (Blakeslee and Klopfer, 2004) as well as (Bloom et al., 2001) taxonomy will be utilised to ensure academic rigour throughout.   
The objectives of this report are to explore the key responsibilities of leadership in the workplace and the critical importance of the objective analysis of personal strengths and limitations, to study the concept of effective and emergent leadership; considering the differences between management and leadership, why effective leadership is important to an organisation and what the pros and cons of effective leadership are.  
The report also compares other factors and theories that can impact leadership; critically assesses a recognised leadership model or theory and its ability to impact an individual’s workplace performance using workplace examples or case studies; as well as assessing leadership ability in different situations to bring about workplace change.  
The organisation that will focus on workplace examples is Velindre NHS Trust, Cardiff additional studies will be referred to illustrate key points.  The report will draw conclusions based on academic writings compared to the workplace examples and exploration of the key objectives to establish whether effective leadership was identified, what leadership styles were used and if there are any limitations to effective leadership in the organisation.  
[bookmark: _Toc78438783]1.1	Differences between Management and Leadership
The main difference between management and leadership is the organisational purpose they serve and the type of authority and power each relies on.  Leadership is about getting people to understand and believe in the vision and the leaders role is to bring them onboard with the vision to achieve the goals, while managing is more about administering and making sure the day-to-day things are happening as they should.
Management is described by Taylor (Anon, 2013) as ‘an art of knowing what to do when to do and see that it is done in the best and cheapest way’ (Koontz, et al, 2020) agrees in the following quote ‘management is an art of getting things done through and with the people in formally organised groups. 
Management is the process that maintains efficient business operations. Management usually involves a position within an organisation and draws on legitimate power.	Whereas according to (Ward, 2020) “Leadership is the art of motivating a group of people to act towards achieving a common goal”.  In a business setting, this can mean directing workers and colleagues with a strategy to meet the company's needs. Pratt agrees, expanding on Ward’s definition:
“Leadership is the ability of an individual or a group of individuals to influence and guide followers or other members of an organization”. (Pratt, 2017).
[bookmark: _Toc78438784]1.2	Definition of Leadership
There are various interpretations of the term leadership, the word ‘leader’ is derived from path, road or course of a ship, meaning the setting of a direction from current position or situation to another.  According to Adair (2011) it is a ‘journey word’ that implies authority and power used to focus and support change within the organisation or group. This report will delve deeper into concepts such as the Great Man and Trait Theories (Carroll, et al, 2019) and other academic schools of thought on leadership such as a novel concept of Lencioni’s servant leadership (Lencioni, 2020) to explore whether they are relevant to today’s organisational needs for effective leadership. 
Research suggests there is a fine line between what is management and what is leadership, ultimately leadership is more mysterious but essentially is regarding working with complex problems and change. Leadership requires influence that is given by followers, which involves a psychological contract. It does not necessarily mean position! Instead, it draws on reverent power.
[bookmark: _Toc78438785]2.0 	Assessment of a recognised leadership model or theory and impact on workplace performance
Leadership is about change, leaders look forward and the future.  Martin Luther King, said: “A genuine leader is not a searcher for consensus but a moulder of consensus”  (Inam, 2018) his statement suggests that a leader should not be looking for agreement but needs to create an atmosphere for change that inspires others to be part of that change, to agitate people to be involved and to question the status quo, where we are currently and where we want to be, he believed that change could be accomplished through an environment of peaceful constructive action through the will of the people who shared his vision.  This can be related to current NHS practice, where huge changes are being made in relation to how patient care is being delivered, since the pandemic, where appointments are made through eConsult and technology is playing a major role, which requires the staff and patients to be onboard with the changes needed.   
[bookmark: _Toc78438786]2.1	Importance of Leadership
(Belsan, 2016) suggests that most businesses are more successful when individuals work as a team, teams work best when one person has certain effective qualities, which makes the process easier and produces results. However, Taillard states that: “Leadership listens, inspires, motivates and gives direction, a common goal to aspire to” (Beato, 2020).When comparing both these ideas,  Belsan focuses on the team being successful and Beato states that leadership models are engaged with the group, team or followers who are needed to make the vision a reality. (Borough, 2021) agrees that successful businesses need to engage with their employees to bring them onboard with the business vision and inspire them, through effective leadership, to improve on successful business performance. 
‘Let whoever is in charge keep this simple question in her head not how can I always do this right thing myself, but how can I provide for this right thing to always be done’. 
Nightingale’s words in 19th century show remarkable insight into the important concept of leadership by affecting the delivery of high-quality healthcare in the nursing profession through direction, motivation, delegation and empowerment.  Suggesting that leadership is not a born talent as described in the Great Man and Trait Theory (Kippenberger, 2002) but can be taught and replicated through clear instruction and ensuring consistency of practice through continuous improvement. A workplace example in today’s NHS is displayed by the close communication between medical and clinical staff on a patient’s care, such as when handing over to the next shift and providing treatment.  Rigorous checks are made against standardised checklists continuously, and if any non-compliance occurs, reports are lodged and analysis is undertaken, to find out what happened and to ensure that lessons are learnt to improve care (Oliver, 2006).
[bookmark: _Toc78438787]2.1.1	What is Leadership?
Leadership theorist Prentice said: “Leadership is the accomplishment of a goal through the direction of human assistants.” (Sharkey, 2021). This suggests a leader needs people to lead and believe in their vision to achieve their goal.  Although schools of thought on leadership have changed through works such as Daniel Goleman’s Emotional Intelligence (Cherniss and Goleman, 2001) many recent ideas were predicted in Prentice’s article written in 1961 whereby he rejected the notion of leadership as one of power or the possession of innate talent or skill.  He believed that a successful leader needs to be able to understand people’s motivations and engage employee involvement that marries their individual needs and interests to the group or organisation’s purpose.  Thereby they become one and the same, he called this ‘democratic leadership’ – providing employees with the opportunity to learn and to grow, for example, the individual through development, is motivated to achieve and empowered to step out of their comfort zone and together the individual and the organisation will have a common goal to aspire to (Prentice, 2004). 
Leadership or being a leader does not mean the leader must be in a position of power to have influence, for example, Marcus Rashford, England football had a major influence affecting Government to change their direction on providing meals for children out of school hours or term, this demonstrates the servant leadership described by Lencioni, The Motive (Lencioni, 2020) which is an emerging leadership style, to be a servant to the cause, for no personal gain, Rashford used his social media platforms to explain to his followers his experiences as a young boy of being hungry going to school which had a huge impact and created a powerful message of policy change being sent to The Government.    
[bookmark: _Toc78438788]2.1.2	Key roles of effective leadership
A leader must have a task to achieve that requires others to participate to complete that task and is unable to be accomplished this without them.  Leaders require followers who choose to follow motivating them to do great work, rather than employees who undertake the work as it is part of their job.
Many articles state the key roles are for effective leadership, four core roles repeatedly appear cited as being essential to create a fundamental framework for success, these are:
· Inspire Trust
(Kruse, 2013) states that trust is at the very core of leadership; trust begins with character and sincerity that sets the tone for the team that enables an atmosphere of trust to build throughout the team Covey concurs with this idea that: “Trust is the confidence born of the character and competence of a person or an organisation” (Covey, 2004). 
A workplace example of inspiring trust was during pandemic the country put their faith and trust in the NHS to be able to save lives and to support the NHS to succeed, the country had to stay home, and maintain social distancing.
· Create Vision
Leaders like change and look forward, seeing where they are now and where they need to be, clearly defining how they are going to get there. Creating a shared vision of how they will get there, through agreed participation of the team. (Halevy, et al 2011, Maude, 2018)To engage staff with that vision so that they are on board and understand how it will be achieved.
Velindre’s mission statement ‘World Class Centre of Excellence for Cancer Patient Care’ (Velindre Trust, 2015) has a visionary goal, they aim to transform how cancer patients are served in Wales through research, development and innovation. 
· Implement a strategy
To translate vision into results, it is necessary to set up an organisational plan, creating systems to show the short-, mid- and long-term goals to facilitate effective communication and efficiency, generating an environment where people are empowered knowing where they fit in the plan. 
Velindre’s mission statement also has a strategic plan attached explaining how they envisage they will reach their goal (Velindre Trust, 2017).
· Coach potential
Unleash the ability of each person on a team to improve performance, solve problems, and grow careers.
Great leaders see others as whole people with a body, mind, heart and spirit in this role there is a move from telling infixing to coaching building capability and leadership in others (Whitmore, 1996).
Velindre has created a coaching and mentoring facility utilising staff volunteers who have trained or qualified in coaching or mentoring or both.  (Workforce & Development, 2021). 
	Ultimately leadership is not a position it is a choice striving for results, according to (Covey, 2020) leaders, need to ask, am I inspiring trust? Do we have a shared vision? are we implementing the strategic plan? Also coaching potential in others to become leaders.
[bookmark: _Toc78438789]2.2	Leadership styles 
Over the last century, several schools of thought have arisen around leadership including the Great Man Theory, Trait and Contingency Theories (Ahmed Khan, et al, 2016).  However, today’s leaders tend to focus on leadership models rather than leadership theories, which are concepts around approaches to leadership.  Leadership models such as Hersey & Blanchard’s Situational Leadership model (Cairns, 1996), the Action Centered Leadership model (Adair, 2006) or Continuum Leadership model, (Tannenbaum and Schmidt, 2009) are mechanisms for understanding, which bring in other complementary works such as the emotional intelligence model (Cherniss and Goleman, 2003) Systems Thinking, (Senge, 2006), Kurt Lewin’s change model (Burnes, 2004) and Handy’s culture model (Handy, 2011) which provide a more enhanced overall inclusive approach.  
“Leadership is the capacity to translate vision into reality”. (Bennis, 2007)
Bennis’s quote suggests that to help to develop a vision, where organisations want to be, to convert the dream into a reality, leaders need to have people or followers to make a change, his thoughts are that the goal is attained by shared cooperation and consistent behaviour.  A leader infuses a sense of positivity and directs others to reach the specified goal.  This style of leadership is known as transformational leadership, the concept was introduced by Burns in 1978 (Shelton, 2012)  in reference to describing political leaders at the time (Simpson, 2006).  A transformational approach intends to create a change in both individuals and the wider organisation by realigning expectations, aspirations, perceptions and values.  As previously mentioned in 2.1.1 Velindre intend to change cancer services in Wales, this will be achieved through transformational leadership (Velindre Trust, 2017)
[bookmark: _Toc78438790]2.3	Impact of the use of leadership models on workplace performance
To demonstrate the effect of leadership models on workplace performance, Hersey & Blanchard’s (Hersey, 1997) situational leadership model was used for a critical assessment.  Situational leadership suggests that there is no ‘one size fits all’ model and certain traits, skills and styles fit leadership style for each situation, or there could be a change in leadership depending on the situation, some situations can require several leadership styles for the same person or group in different situations. For example when coaching a team of ancillary workers, e.g. porters who are predominantly men and domestic workers who are largely women a different approach may need to be applied, same objectives in standards but to suit the communication style preferred by each group a more authoritarian style for the porters rather than a democratic style with the domestic workers would be more effective, or when dealing with an issue around workplace performance for an individual who has been in the organisation for a long time against the same issue with a new starter, requires more emphasis on diplomacy and respect for the long term employee, who may mistrust intentions when their work is put under scrutiny if the purpose for the closer support is not indicated, whereas the new starter would appreciate the close support and any training needs identify without threat.  Looking at the impact of the use of leadership models in the workplace, the evidence suggests using leadership models enables the leader to implement change, efficiently and effectively.  
[bookmark: _Toc78438791]2.4	Comparing Situational Leadership model against other recognised models
A similar model that compares with the situational leadership model is Adair’s Action Centred model (Adair, 2006).  The Action Centred model focuses on three key components Task, Individual and Team, for example, the leader begins with the task at hand (the vision) who is required to turn the vision into a reality (the team or group) who need to be on board with the vision, so need to volunteer to be engaged and finally the individual, the leader needs to maintain focus on each person in the group to ensure that any personal development needs are not overlooked at any point of the process which could impact on the task or the team, this process needs to be on a continuous loop to the end of the task, paying attention to Tuckman’s, team development model, (McGrath and Bates, 2017) as the plan changes or there is an external cause that requires necessary changes to the made.  By contrast, MacGregor’s X and Y Manager theory  (McGregor, 1979) has a very different approach to these two leadership models. McGregor’s thoughts are that there are two contrasting styles, Theory X says people do not like to work and will avoid it if they can, therefore, they must be controlled, directed, or threatened to get them to make an effort. Theory Y says that people want to be self-directed and will try to accomplish goals that they believe in.  If using Manager X style there is no engagement with the employees, the leadership style can be coercive or pacesetting which can have a negative impact on individuals and the group, which can result in a lack of trust and a reluctance to cooperate and motivation levels are low, also it is time consuming if the leader is micro-managing and not delegating tasks, they have less time to lead.  As described by Covey’s (emotional bank account) (Covey et al., 2014), where he talks about the P/PC balance (performance/production capability) as mentioned in the previous example of pacesetting or coercive leadership style if too much emphasis and intense scrutiny, is put on the performance or the production, by micro-managing, the capability starts to deteriorate, which causes the task, and the team to be affected and the leader is not able to lead effectively.  An example observed in the workplace is where a new manager in post directs some members of the team to always send their work to her to be scrutinised before being sent to the person who is requesting the information.  This can make them feel undermined, reduce their confidence, demotivate them and reduce their performance.
[bookmark: _Toc78438792]2.5	Great Leaders
There have been many great leaders through the years, such as Winston Churchill during WWII, a prime example of situational leadership, he was a great leader during the war, but a failure as a leader in peacetime and was quickly removed as Prime Minister or Nelson Mandela through due diligence, integrity and with dignity brought about change in South Africa on apartheid, peacefully, clearly demonstrated emotional intelligence.
An example of a modern day great leader can be seen when the England football team played against Denmark, Gareth Southgate  (Burt, 2021) portrays a quiet servant leadership style, (Lencioni, 2020) as previously discussed in 2.1.1., he shows no ego, displays humility and integrity, which is also demonstrated in the team e.g. Grealish sub, only on for five minutes then taken off to put on an extra defender.  In previous teams, a player who experiences this would be embarrassed felt slighted, inadequate, but the player displayed none of these emotions, without having to have the reason explained why, he understood why and came off without any emotional drama.  Team belief is all in it together, common goal to bring football home, which resulted in a successful win.  		
[bookmark: _Toc78438793]2.6	Limitations to effective leadership
There are many barriers or limitations that leaders will face that may cause issues with how effective their leadership is.  A few of the main barriers are listed below:  
· Complacency
· Lack of problem solving
· Over-control
· Poor communication
· Ignoring the usefulness of mistakes
· Refusing help
· Not asking for the right things
· Not letting your team do its job
· Lack of functional credibility
· Lack of leadership process credibility 
A workplace example where the ethos of the team was affected and apathy started to build in the team, due to barriers as described above were observed when a team leader in the workplace, was complacent when the team was asking for resources, the leader assumed that due to budget constraints, there was no point asking for resources as felt that any request for help would be rejected.  This led to the team not performing to the best of their ability and deadlines were missed due to lack of direction and poor communication with their team leader.  All these issues on their own or combined effect service improvement, a leader needs to exude integrity and express the same behaviour and integrity that is required from the team, to maintain a positive culture. 
2.7 [bookmark: _Toc78438794]Changes in leadership styles in Velindre
[bookmark: _Hlk77850164]An example of issues impacting Velindre that required changes in leadership style within the organisation are with the proposed plan to build a new hospital Transform Cancer Services (Velindre Trust, 2017).  The vision is not only to build a new hospital but also aim to improve mortality rates in Wales and provide more choices for patients’ cancer care.   
There are a multitude of staff communications delivered to explain the vision, why it was necessary, strategic plans shared and timelines given, this leadership style is in line with  Kouzes & Posner’s concept of transformational (Abu‐Tineh et al, 2008) and visionary style leadership (Maund, 2018, Chapter 22 pp 556-557). There is not a clear identified transformational leader in place, instead, there is a programme team set up to deal with the key tasks and developments at each stage, voluntary focus groups which include staff to be involved provide their suggestions and input. Progress updates are given periodically providing information on the short-, mid- and long-term strategic plans, if any changes are necessary and what they are.  The staff are very enthusiastic about the plans and are engaged with the vision with positive feedback given.
[bookmark: _Toc78438795]Sub-conclusion:  
Following critical assessment of recognised leadership theory or model, it is evident that there is an impact on workplace performance.  Dependent on which style of leadership is used in what situation or on what individuals, the impact can be negative or positive, to ensure that workplace performance is improved, leaders need to be self-aware of their behaviour and their leadership style needs to be applied appropriately.
[bookmark: _Toc78438796]3.0	Evaluation of ability to use a range of leadership styles
Following completion of leadership style self-assessment questionnaires, (see Appendix A and B) the results were analysed, and self-reflection was undertaken against a range of leadership styles, comparing the results in different situations and with different types of people identify my natural style of leadership, what are my strengths and weaknesses and to identify the skills and gaps required to be an effective leader.
[bookmark: _Toc78438797]3.1	Self-assessment questionnaire results
The leadership self-assessment questionnaires used were from adaptations of Hersey & Blanchard’s Situational Leadership Model (Hersey, 1997) (Appendix A) and Kurt Lewin’s Model (Helms-Mills, 2009), as discussed in 2.4 (Appendix B).
The results revealed from the Hersey & Blanchard questionnaire that my natural style leans towards a democratic or laissez-faire leadership style, the score for an authoritarian style leadership, was very low.  From the questionnaire adapted from Kurt Lewin’s Leadership Model, the results showed high scores for conceptual and interpersonal skills and a moderate range for administrative skills (see Appendix B).  
[bookmark: _Toc78438798]3.2	Comparison of results against academic leadership styles 
	Looking at the results in different situations based on experiences in the workplace, a manager with an authoritarian leadership style as previously described in section 2.4 by MacGregor Manager X theory, has resulted in a negative personal experience, resulting in my reluctance to use authoritative style leadership as shown in the questionnaire, since completing the questionnaires I realise this is a major flaw in my leadership style, as it is sometimes necessary to have a more authoritative style, such as when communicating with stewards, when manning a picket line or when the pandemic arose, urgent communications had to be given to all staff to inform them of immediate operational changes that would impact on everyone.  
	Another workplace example of situational leadership style which demonstrates the democratic leadership style raised in section 2.4, identified in the questionnaire, was as a Trade Union Leader in the organisation it was my responsibility to communicate with the senior executive team, union members and other staff the industrial action that was planned and how that was envisioned to be implemented. It was necessary to convey the plan of action in different ways to the different groups, using Goleman’s Emotional Intelligence (Cherniss and Goleman, 2003) i.e. to the executive team so they were able to prepare and adjust the organisation operations, to delegate tasks to the other union representatives, to motivate the union members to explain the reason for the industrial action and why it was necessary and what was the expected results to bring them on board to be involved and other members of staff how they could support the action for example not crossing the picket line or making a donation to the industrial action relief fund for those who would lose pay whilst undertaking the industrial action.  This required high levels of tact and diplomacy, clear communications and instructions for all staff to ensure that the actions taken were successful, effective and efficient.  What I learnt from this situation was I have the ability to perform as an effective leader, it was important to be clear and direct with staff and employers to ensure that no misunderstandings are incurred.  
[bookmark: _Toc78438799]3.3	Analysis of the results 
Overall, using a SWOT analysis my strengths lie with a democratic, abstract and relational leadership style and there is a requirement for some personal development to improve the direct authoritarian skills which I agree are what I am most uncomfortable with but are necessary in certain situations, which on reflection is accurate.  I need to learn to improve my ability to communicate under pressure, not to feel uncomfortable when required to give bad news.  Through personal development on confidence building, self-belief and how to give constructive criticism to team members in a positive manner, I can become an emergent leader. I plan to accomplish this in six months. 
[bookmark: _Toc78438800]Sub-conclusion
From the questionnaire results, the SWOT analysis undertaken, and academic comparison with the different leadership styles, it has revealed the importance of being an effective leader, there is a necessity to be continuously self-aware of personal skills and behaviour, how you react to situations and in response to certain behaviours, how to improve and adapt my behaviour through personal development to become a more authentic leader.
[bookmark: _Toc78438801]4.0	Assessment of own ability to set direction, motivate, delegate and empower others to bring about a workplace change
With all elements of leadership, there are challenges, some leaders have difficulty with one aspect or another, it is important to identify what my strengths and weaknesses are and how to adapt and improve them.  A reflection of my ability was reviewed using Gibbs Reflection Model (Gibbs’ Reflective Cycle, 2020). 
As discussed in section 3.2, as a Trade Union Leader in the organisation I had the responsibility to engage in the organisation at all levels regarding impending strike action for the NHS Pensions dispute, this required different skills to be used to set direction, motivate, delegate and empower other members of staff at all levels to ensure a successful outcome. There was another Trade Union Leader from a different union who had a leadership style that was not in line with mine this will be used as an example to compare my ability and the impact on the different requirements to bring about workplace change.  
[bookmark: _Toc78438802]4.1	Setting direction to bring about workplace change
Before a leader can set direction, it is important to understand what the intended goal is, to have a clear vision of what is required to move forward, so that the message can be communicated to others in simple terms, to enable a sense of shared purpose and to guide behaviour. Create a plan setting the objectives to organise where they need to go and how they are going to do it.  
As previously discussed in section 3.2 as the trade union leader in the business, (branch secretary) I had to inform the organisation of the potential industrial action that was planned to take place to support the trade union dispute regarding the NHS Pensions.  Firstly, I held meetings with other trade union representatives within the branch, to inform them what was intended, why it was necessary, how it would affect them, what they would be required to do, and when it was planned to take place.  As industrial action had not taken place in the NHS before, this was all new territory for everyone, so clear instructions of compliance with rules and regulations regarding taking industrial action were required, such as behaviour on the picket line.  Meetings were arranged to discuss the intended industrial action with the organisation senior executive team, how the action could impact the organisation and how can the business prepare to ensure the least impact on the day-to-day business operations.  As the membership of the branch is across a large geographic spread it was discussed with the branch stewards how best they believe the information could be shared with the members, this was agreed to hold local meetings arranged by the stewards in those locations and a script was provided to ensure a consistent message was given throughout. 
[bookmark: _Toc78438803]4.2	Motivate to bring about workplace change
Examining what is motivation, according to Sharma (2015) ‘motivation’ is derived from the word ‘motive’.  A motive is an inner state that energises, activates or moves, and that directs or induces human behaviour towards a goal.  Herzberg motivation theory states that….. Motivation is a process of inspiring people to increase their willingness to undertake their role effectively and to aid co-operation to achieve the mission objectives, (Herzberg, et al, 2011)  Pink agrees/refers that motivation is not only extrinsically motivated which is comparable to NHS staff values (Pink, 2010).
A workplace example of my ability to motivate was for the intended industrial action, communicating the message to them why it was important for them to be involved, explaining why token gestures have not worked in the past, why The Government sees NHS staff as an easy target because of their strong vocation to patient care.  I shared how I also had worries, I believed that this was the right thing to do, with the government stance.  I used a democratic approach, in line with Maslow’s Hierarchy theory (Pichere, 2015) providing opportunities to listen to their concerns, to answer their questions, how it would affect patient care, and allay their issues regarding loss of pay.  To enthuse, engage and incite them into taking action, so that the government will get a clear indication that further action will be planned if ignored.  
[bookmark: _Toc78438804]4.3	Delegate to bring about workplace change
For this section, the example where I demonstrate my ability to delegate is when organising the plan for the day of action.  It required a lot of strategic coordination to bring about as the business has multiple work sites across Wales, therefore key areas were identified as a priority to have a picket line and stewards in those areas were delegated to ensure that the picket line was set up correctly and all the rules and regulations were adhered to.
In all elements of leadership, there are challenges, one that causes a lot of difficulties is delegating tasks to others (Osman, 2019).  Some people find it difficult to delegate, perhaps they feel they can do it better themselves, or they feel that someone else may be able to do it better.  Leaders must be aware of their behaviour and recognise the importance to have emotional intelligence when delegating tasks as stated in Goleman’s theory to ensure a positive culture is in place to lead effectively (ILM, 2021).
[bookmark: _Toc78438805]4.4	Empower to bring about workplace change
‘The goal of empowerment is to provide information and permission for employees to address problems and move forward towards achieving company goals. If people have what they need to solve their problems, it will free up your time and allow you to challenge yourself at work’. (Indeed Editorial Team, 2020).
When leading an organisation industrial action I had to empower all staff and stewards, be aware of their abilities and how this impacts workplace change. Referring to Handy’s culture theory (Handy, 2011) I had to embark at full speed, learning how to empower, and assess which skills I needed to engage as I went along, as there was hesitancy, reluctance and lack of confidence in their ability. With excuses of how they were not available, I had to stay positive, and lead by example.  I showed them that I had belief in their skills and competency, assured them that they would not be left to fend for themselves, I would be available at all times, encouraging them explaining how important they were to ensuring that the action taken was achieved.  
Employees need to understand the expectations and boundaries for decision making. They should understand what it means in terms of authority in any given situation. For example, an employee may be given the authority to a certain level of responsibility to deal with issues without supervision.  This can be achieved through empowerment.  
From the questionnaires my ability to empower came out with a moderate score, this I believe is due to a lack of confidence in my ability and personal experience in this leadership role. Through personal development in confidence building mentioned in section 3.3 and further experience in leadership roles will improve my competency.
[bookmark: _Toc78438806]Sub conclusion
To achieve the organisational goals envisioned, academic research states that having all four of the above qualities are essential to enable strategic change.  In my experience they are intrinsically linked and impact each other, for example, to provide direction, it is necessary to motivate, which is required to delegate new tasks to an individual for which they need to be empowered to have self-belief in their capability to undertake the task through effective leadership.  
[bookmark: _Toc78438807]5.0	Conclusion
Research evidence into Leadership theory and leadership styles suggests there is no clear answer to what are the key qualities or attributes that a person needs to be an effective leader, they can either be born with a natural style, be trained to obtain it, or have a combination of both through self-awareness of strengths and weaknesses and continuous personal development to become an effective leader most people in certain situations can be leaders when given the opportunity, motivated and empowered to do so.  Personal experience appears to affect the behavioural qualities of a leader, in either a negative or positive manner. 
An effective leader needs to be aware of their strengths and weaknesses, undertake continuous personal development, be selfless, adaptable, (situational leadership), approachable, show humility and integrity (servant leadership).  Although having any of these attributes or qualities as identified in the Trait Leadership theory, does not in itself create an effective leader.  An effective leader needs to be a good communicator, with integrity. A Leader must be confident in their ability; they have to delegate to others (be willing to do that) to develop others and bring about change.  Different situations require different types of leadership which can depend on many factors including personality traits, employee involvement and political environmental conditions.  It can be concluded that people do have natural behaviours that make them the unique people they are, but with self-awareness, personal development being aware of their strengths and weakness, people can improve and adapt their abilities to fit particular situations and individuals to enable organisational success.
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